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1. INTRODUCTION

1. Ai Group makes this submission in support of variations which it has proposed

to the following awards:

 Manufacturing and Associated Industries and Occupations Award 2010

(Manufacturing Award);

 Graphic Arts, Printing and Publishing Award 2010 (Graphic Arts
Award); and

 Food, Beverage and Tobacco Manufacturing Award 2010 (FBT Award)

2. The submissions are filed in accordance with the directions issued by His

Honour President Ross on 18 May 2016.

3. On 28 April 2016, Ai Group filed draft determinations for the Manufacturing

Award and the Graphic Arts Award. On 14 May 2016, Ai Group filed a draft

determination for the FBT Award.
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2. MANUFACTURING AWARD

4. Ai Group proposes the addition of the following new paragraph (d) in clause

32.5 (clause 27.5 in the Exposure Draft) of the Manufacturing Award:

“(d) Clause 32.5 does not apply to costs associated with training that are in
connection with a trainee’s training contract.”

History and background to clause 32.5

5. The history and background to Clause 32.5 demonstrates that it was not

intended to apply to trainees or apprentices undertaking training in connection

with their training contracts.

Variation to the Metals Award 1984 to implement the Structural Efficiency
Principle

6. Clause 32.5 has its origin in the following Clause 6C – Training, inserted in the

Metal Industry Award 1984 – Part I (Metals Award 1984) by consent through

an Order of Deputy President Keogh of 12 April 1990:1

“6C – TRAINING

(a) The parties to this award recognise that in order to increase the efficiency,
productivity and international competitiveness of industry, a greater
commitment to training and skill development is required. Accordingly, the
parties commit themselves to:

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

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

(iii) removing barriers to the utilisation of skills acquired.

(b) Following proper consultation in accordance with subclause (b) of clause
6B - Structural efficiency, or through the establishment of a training
committee, an employer shall develop a training programme consistent with:

(i) the current and future skill needs of the enterprise;

(ii) the size, structure and nature of the operations of the enterprise;

1 Print J2043.
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(iii) the need to develop vocational skills relevant to the enterprise and the
metal and engineering industry through courses conducted by
accredited educational institutions and providers.

(c) Where it is agreed a training committee be established that training
committee should be constituted by equal numbers of employer and
employee representatives and have a charter which clearly states its role
and responsibilities, for example:

(i) formulation of a training programme and availability of training courses
and career opportunities to employees;

(ii) dissemination of information on the training programme and
availability of training courses and career opportunities to employees;

(iii) the recommending of individual employees for training and
reclassification;

(iv) monitoring and advising management and employees on the ongoing
effectiveness of the training.

(d) (i) Where, as a result of consultation in accordance with clause 6B or
through a training committee and with the employee concerned, it is
agreed that additional training in accordance with the programme
developed pursuant the subclause (b) herein should be undertaken by
an employee that training may be undertaken either on or off the job.
Provided that if the training is undertaken during ordinary working
hours the employee concerned shall not suffer any loss of pay. The
employer shall not unreasonably withhold such paid training leave.

(ii) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available
in the employer's technical library) incurred in connection with the
undertaking of training shall be reimbursed by the employer upon
production of evidence of such expenditure. Provided that
reimbursement shall also be on an annual basis subject to the
presentation of reports of satisfactory progress.

(iii) Travel costs incurred by an employee undertaking training in
accordance with this clause which exceed those normally incurred in
travelling to and from work shall be reimbursed by the employer.

(e) Subclauses (b), (c) and (d) herein shall operate as interim provisions and
shall be reviewed after nine months operation. In the meantime, the parties
shall monitor the effectiveness of those interim provisions in encouraging the
attainment of the objectives detailed in subclause (a) herein. In this
connection, the unions reserved the right to press for the mandatory
prescription of a minimum number of training hours per annum, without loss
of pay, for an employee undertaking training to meet the needs of an
individual enterprise and/or the metal and engineering industry.

(f) Any disputes arising in relation to subclauses (b) and (c) shall be subject to
the provisions of subclause (j) - Avoidance of industrial disputes, of clause
6 - Contract of employment, of this award.”
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7. The background to Clause 6A is explained in chapter 12 of the Award

Restructuring Implementation Manual for the Metal and Engineering Industry -

a joint publication of the Metal Trades Industry Association of Australia (MTIA
– a predecessor of Ai Group), the Australian Chamber of Manufactures (ACM
- another predecessor of Ai Group) and the Metal Trades Federation of Unions

(MTFU). This publication is included as Attachment A.

8. The background to Clause 6A is further explained in an MTIA publication

entitled Award Restructuring - Consultation, Training and Award Flexibility

which was published by MTIA in 1990 to give its members supplementary

information to that contained in the abovementioned joint employer / union

Implementation Manual (Attachment B). Advice on Clause 6C and an

explanation of the intent of the clause is set out on pages 7-11 of the MTIA

publication. The following extracts are relevant:

“The first part of this new provision contains a commitment by all parties to training
and skill development, including removal of the barriers to skill acquisition.
- - -
The award provides that a training program is to be developed by an employer
following proper consultation with employees.
Proper consultation may be undertaken either through the consultative
mechanism set up under Clause 6B of through a training committee.
- - -
The training program should be based on the needs of the individual enterprise. It
should take into account:

 the current and future skill needs of the enterprise

 the size, structure and nature of the operations of the enterprise

 the need to develop vocational skills relevant to the enterprise and the metal
and engineering industry through courses conducted by accredited
educational institutions and providers.

- - -
The emphasis on the enterprise is significant. The award provision is not
advocating training for the sake of it nor training in skills that are not needed by
the enterprise. Training is intended to directly support the skill needs of each
individual company.
It is expected that training programs will therefore vary from one company to
another. In small establishments the training program may be relatively straight
forward while in larger establishments it may require detailed development
- - -
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Attendance at training courses is subject to two conditions:

 the employee and the employer must agree;

 the training must be consistent with the enterprise’s training program.
- - -
The new training clause is to operate on an interim basis until it is reviewed in
December 1990. In the meantime the parties are to monitor its effectiveness in
encouraging the development of a more highly skilled workforce, a career path
and better utilisation of skills.
The Metal Trades Federation of Unions has reserved its right to press for
mandatory training leave again after December 1990. If the unions can show that
employers have not set up proper consultative mechanisms and have not acted
on the award requirement to develop training programs within their enterprises,
they may use this failure as grounds for arguing for a minimum award prescription
of paid training hours.
MTIA therefore urges members to set up an appropriate consultative mechanism
and commence the process of developing a training program as soon as possible”.

9. It is clear from the above explanatory materials that Clause 6C was directed at:

 The establishment of an enterprise-wide training program, which

reflected the needs of the enterprise;

 Enabling employees to develop their skills to facilitate progression to

higher levels in the 14-level skills-based classification structure which

had been inserted into the Award in September 1989;

 Enabling employers to better utilise the skills of their employees.

10. It is also clear from the above explanatory materials that:

 Clause 6C was inserted as part of a package of award changes between

September 1989 and April 1990 designed to implement the Structural

Efficiency Principle as incorporated within the Australian Industrial

Relations Commission’s (AIRC’s) August 1989 National Wage Case

Decision.2

 Clause 6C was inserted in the context of a claim that the MTFU was

pursuing in 1989 for every employee covered by the Metals Award 1984

2 Print H9100.
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to have an entitlement to around 10 days per annum of paid training

leave. The wording in the second sentence of subclause 6C(e) relates

to this claim.

 Clause 6C was not intended to deal with the costs associated with off-

the-job training which apprentices or trainees undertook as part of their

contracts of training. Training costs for apprentices were dealt with in

paragraphs 14(r)(viii), 14(r)(xi) and 14(o) of Clause 14 – Apprenticeship,

of the Metals Award 1984. The National Training Wage was first made

in 1994. The Metals Award 1984 did not contain provisions for trainees.

11. Clause 6C was directly linked to the 14-level classification structure – a

structure that did not apply to apprentices until they had completed their

apprenticeship, and a structure that did not apply to trainees.

12. As explained in the materials published at the time, and as reflected in Deputy

President Keogh’s order of 12 April 1990,3 the award variation (including clause

6C) was intended to address the Structural Efficiency Principle as incorporated

within the August 1989 National Wage Case Decision. 4 The Structural

Efficiency Principle stated (emphasis added):

“STRUCTURAL EFFICIENCY
Structural efficiency adjustments allowable under the National Wage Case
decision of 7 August 1989 will be justified in accordance with this principle if the
Commission is satisfied that the parties to an award have co-operated positively
in a fundamental review of that award and are implementing measures to improve
the efficiency of industry and provide workers with access to more varied, fulfilling
and better paid jobs. The measures to be considered should include but not be
limited to:

 establishing skill-related career paths which provide an incentive for workers
to continue to participate in skill formation;

 eliminating impediments to multi-skilling and broadening the range of tasks
which a worker may be required to perform;

 creating appropriate relativities between different categories of workers within
the award and at enterprise level;

3 Print J2043.
4 Print H9100.
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 ensuring that working patterns and arrangements enhance flexibility and the
efficiency of the industry;

 including properly fixed minimum rates for classifications in awards, related
appropriately to one another, with any amounts in excess of these properly
fixed minimum rates being expressed as supplementary payments;

 updating and/or rationalising the list of respondents to awards; and

 addressing any cases where award provisions discriminate against sections
of the workforce.

Structural efficiency exercises should incorporate all past work value
considerations."

13. The intent of Clause 6C was discussed in a decision of a Full Bench of the AIRC

(Ludeke J, Keogh DP and Cox C) in June 1990 relating to union claims to

include provisions in the Metals Award 1984 concerning a metal industry

training board (emphasis added):

“On 12 April 1990, Deputy President Keogh published an order which varied the
Metal Industry Award 1984 - Part 1. The order was made by consent and the
variations gave effect to changes which had been negotiated in accordance with
the Commission's Structural Efficiency Principle. The principal theme of the
changes was a commitment by the parties to co-operate in increasing the
efficiency, productivity and international competitiveness of the metal and
engineering industry and to enhance the career opportunities and job security of
employees in the industry.
The training of employees was recognized by the parties as a key element in
achieving these goals: a new provision titled clause 6C Training was introduced
into the award. The opening words of this clause are as follows:
"6C - TRAINING
(a) The parties to this award recognise that in order to increase the efficiency,
productivity and international competitiveness of industry, a greater commitment
to training and skill development is required. Accordingly, the parties commit
themselves to:
“(i) developing a more highly skilled and flexible workforce; (ii) providing
employees with career opportunities through appropriate training to acquire
additional skills, and (iii) removing barriers to the utilisation of skills acquired."
There follows a comprehensive prescription of such matters as the development
of training programmes by employers, the development of vocational skills by
recourse to accredited educational institutions and the role and responsibilities of
training committees.”

14. It is abundantly clear why Clause 6C was inserted into the Metals Award 1984.

The reason and purpose had nothing to do with training costs for apprentices

and trainees undertaking training in connection with their training contracts.
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Award Simplification

15. During the award simplification process between 1996 and 1998, awards were

varied to remove “non-allowable award matters”. Clauses dealing with training

were the subject of significant focus during this process.

16. In the Award Simplification Decision5 relating to the Hospitality Industry Award,

the Full Bench stated (emphasis added):

“37. Training
The employers asked us to delete this clause on the basis that training is not an
allowable award matter. The LTU consented to its deletion but on the basis that
the provision is obsolete, dealing with a training program which no longer exists.
We do not accept that training can never be the subject of award prescription. For
example, clauses 37.4 and 37.5 are allowable because they make provision for
rates of pay and other benefits which are clearly allowable matters. Nevertheless,
we have decided to delete the whole of the clause because it is obsolete. In any
case where training is said to be an allowable award matter, careful examination
of all of the circumstances will be required.”

17. In some awards, training leave provisions were deleted on the basis that they

were not allowable award matters. In other awards, training leave clauses were

retained in reliance on the decision of Senior Deputy President Marsh in the

Metal Industry Award Simplification Case.6 Her Honour decided that Clause 6C

in the Metals Award was allowable because its purpose was to facilitate the

implementation of the skills-based classification structure. The relevant extract

from her decision is set out below (emphasis added):

“5.2 Training
The Commonwealth supported the deletion of this provision with the exception of
those subclauses which directly relate to entitlements which it agrees are
allowable matters.
The parties support the inclusion of the clause which is identical to clause 6C in
the current award. In doing so they rely upon a decision of Senior Deputy
President Watson in the restructuring of the National Metal and Engineering On
Site Construction Award 1989 (MECA Restructuring Print P4026) where he found
that training clause, in similar terms to the clause now sought, was an allowable
matter.
His Honour stated:

5 Print P7500.
6 Print P9311.
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"I am satisfied, on the submissions put to me, that the order proposed in the
exhibit MTIA 1 falls within the allowable matters prescribed in s.89A. The
order seeks to give effect to a new skill based classification structure
pursuant to the August 1989 Structural Efficiency Principle. Each of its
provisions is directly associated with or is incidental to and necessary for the
operation of provisions dealing with the awards before me of classification
of employees and skills based career paths. Considered in the context of
ordinary industrial usage, I am satisfied that the training provision proposed
is incidental to and necessary for the operation of the provisions which give
effect to skill based career paths as envisaged by the Structural Efficiency
Principle.

I note that in Print N8926, Simmonds C approved supportive provisions,
associated with the operation of a skills based classification structure, as
allowable matters under the Act.

Whilst I am satisfied that the training provision is an allowable matter on the
basis of the submission put to me in the current proceedings, the parties will
have the opportunity to more closely examine the application of s.89A to the
Award more generally in the context of a s.89A review of the award to be
undertaken by a member of the building industry panel"

The clause now sought by the parties (exhibit O14) has been modified in light of
the hospitality decision. Training provisions were inserted into the Metal Industry
Award as part of the package of proposals identified as providing a basis for the
proper operation of the skill based career path which was an objective of the
structural efficiency principle. The identification of skills needed within an
enterprise, ie., skills `acquired and used' is achieved in a non prescriptive manner
through the operation of the provisions in clauses 5.2.1 and 5.2.2. As such it is
argued clauses 5.2.1 and 5.2.2 provide mechanisms which "flow from and are
incidental to an effective identification of skills needed within the enterprise which
is a logical part of the implementation of a skill based classification structure". (Tpt
p.372)
Consistent with comments made in the hospitality decision on training I have
adopted the approach outlined earlier in this decision namely, the particular
context in which training provisions has been examined.
5.2.1

"Following proper consultation in accordance with clause 3.1, which may
include the establishment of a training committee, an employer shall develop
a training program consistent with:

 the current and future skill needs of the enterprise;
 the size, structure and nature of the operations of the enterprise;
 the need to develop vocational skills relevant to the enterprise and the

industry through courses conducted by accredited institutions and
providers."

The decision on this clause needs to be addressed in light of my determination on
clause 3.1
I am satisfied the terms of 5.2.1 provide an underpinning for the establishment of
skill based career paths at the enterprise level. The development of a training
program by an employer is an award obligation designed to implement the award's
skills based classification structure at the enterprise level. The establishment of a
training committee with a specific role is a way of carrying out the obligation. I am
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satisfied the clause falls within the scope of s.89A(6), ie., it is incidental to and
necessary for giving full effect to the award provisions providing for a skills based
classification structure (s.89A(2)(a)). Clause 3.1 will relate specifically to this
clause (in addition to clauses 2.1 and 2.2).
5.2.2

"Where it is agreed that a training committee be established, the number of
employee representatives on the committee should be no less than the
number of employer representatives and the committee should have a
charter which clearly states its role and responsibilities, for example:

 formulating a training program including available training courses and
career opportunities;

 disseminating information on the training program and the availability of
training courses and career opportunities for employees;

 recommending individual employees for training and reclassification;
and

 monitoring and advising management and employees regarding the on-
going effectiveness of the training."

I am not satisfied that the first sentence of clause 5.2.2 can be characterised as
incidental to and necessary for the effective operation of the award even if related
to clause 5.2.1. Moreover, the "examples" which follow do not meet the
requirements of Item 49(7) and are beyond the scope of s.89A(6).
A defined role for the committee reflecting the first, third and fourth dot points may
be capable of meeting these tests. The parties are directed to confer on such a
clause which can, if appropriate, be dealt with at the time the order is settled.
5.2.3(a)

"Where as a result of such consultation, including with the employee
concerned, it is agreed that additional training should be undertaken by an
employee, that training may be undertaken either on or off the job. If the
training is undertaken during ordinary working hours, the employee
concerned shall not suffer any loss of pay. The employer shall not
unreasonably withhold such paid training leave. This shall not prevent the
employer and employee(s) agreeing to paid leave for other relevant
training."

This is an existing entitlement the terms of which are agreed. It is allowable
pursuant to s.89A(2)(g). The clause will be included in the award.
5.2.3(b) & (c)

"(b) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available in the
employer's technical library) incurred in connection with the undertaking of
training shall be reimbursed by the employer upon production of evidence of
such expenditure. Provided that reimbursement may be on an annual basis
subject to the presentation of reports of satisfactory progress.

(c) Travel costs incurred by an employee undertaking training in accordance
with this subclause which exceed those normally incurred in travelling to and
from work shall be reimbursed by the employer."

It is agreed these items constitute reimbursement of allowances which are
allowable pursuant to s.89A(2)(j) and are consistent with the hospitality decision
(p.19 & p.66). It will be inserted into the award.”
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18. The clause that was inserted into the Metal, Engineering and Associated

Industries Award 1998 (Metals Award 1998) was very similar to Clause 6C in

the Metals Award 1984:

“5.2 TRAINING
5.2.1 Following proper consultation in accordance with clause 3.1, which may

include the establishment of a training committee, an employer shall
develop a training program consistent with:
 the current and future skill needs of the enterprise;
 the size, structure and nature of the operations of the enterprise;
 the need to develop vocational skills relevant to the enterprise and

the industry through courses conducted by accredited institutions
and providers.

5.2.2 Where it is agreed that a training committee be established it shall include
employer and employee representatives. The role of the training
committee shall be clearly set out and shall include:
 formulating a training program including available training courses

and career opportunities;
 recommending individual employees for training and

reclassification; and
 monitoring and advising management and employees regarding

the on-going effectiveness of the training.
5.2.3
5.2.3(a) Where as a result of the consultation referred to at sub-clause 5.2.1,

including with the employee concerned, it is agreed that additional
training should be undertaken by an employee, that training may be
undertaken either on or off the job. If the training is undertaken during
ordinary working hours, the employee concerned shall not suffer any loss
of pay. The employer shall not unreasonably withhold such paid training
leave. This shall not prevent the employer and employee(s) agreeing to
paid leave for other relevant training.

5.2.3(b) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available in
the employer's technical library) incurred in connection with the
undertaking of training shall be reimbursed by the employer upon
production of evidence of such expenditure. Provided that reimbursement
may be on an annual basis subject to the presentation of reports of
satisfactory progress.

5.2.3(c) Travel costs incurred by an employee undertaking training in accordance
with this subclause which exceed those normally incurred in travelling to
and from work shall be reimbursed by the employer.”
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19. It is abundantly clear why the Training Clause was retained in the Metals Award

1998. The reason and purpose had nothing to do with training costs for

apprentices and trainees undertaking training in connection with their training

contracts.

20. The Metals Award 1998 contained the following clause:

“5.6 TRAINEE RATES OF PAY
5.6.1 Trainees engaged under the terms of the National Training Wage Award

1994 as amended, shall be paid the appropriate wage rate set out in that
award.”

21. The Metals Award 1998 was varied in January 20057 as follows to reflect the

fact that the National Training Wage Award 1994 became the National Training

Wage Award 2000 as a result of the award simplification process:

“5.6 TRAINEE RATES OF PAY
5.6.1 Trainees engaged under the terms of the National Training Wage Award

1994 2000 as amended, shall be paid the appropriate wage rate set out in
that award.”

22. The National Training Wage Award 19948 contained the following provision:

“8(a) The Trainee shall attend an approved training course or training program
prescribed in the Traineeship Agreement or as notified to the trainee by the
relevant State or Territory Training Authority in accredited and relevant
Traineeship Schemes; or NETTFORCE if the Traineeship Scheme remains
subject to interim approval.

- - -
9(c) The Trainee shall be permitted to be absent from work without loss of

continuity of employment and/or wages to attend the training in accordance
with the Traineeship Agreement.

- - -
9(f) All other terms and conditions of the relevant award(s) that are applicable to

the Trainee or would be applicable to the Trainee but for this Award shall
apply unless specifically varied by this Award.

23. The National Training Wage Award 2000 contained the following provision:

“9.1 The Trainee shall attend an approved training course or training program
prescribed in the Training Agreement or as notified to the trainee by the

7 PR955055.
8 Print L5189.
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relevant State or Territory Training Authority in accredited and relevant
Traineeship Schemes;
- - -

10.4 The Trainee shall be permitted to be absent from work without loss of
continuity of employment and/or wages to attend the approved training.
- - -

10.7 All other terms and conditions of the relevant award(s) that are applicable to
the Trainee or would be applicable to the Trainee but for this Award shall
apply unless specifically varied by this Award.”

24. The effect of the above clauses in the National Training Wage Award 1994 and

National Training Wage Award 2000 was as follows:

 The arrangements relating to the cost of attending training prescribed in

a trainee’s training agreement were included in these awards;

 Clause 10C – Training, in the Metals Award 1984 and Clause 5.2 –

Training, in the Metals Award 1998 were not “applicable to the Trainee”

for the purposes of Clause 9(f) of the National Training Wage Award

1994 and Clause 10.7 of the National Training Wage Award 2000.

Award Modernisation Process

25. During the Priority Stage of the award modernisation process, Ai Group and the

MTFU submitted a joint draft Manufacturing Award to the AIRC which included

a training clause at (Clause 4.2). The clause was virtually identical to Clause

5.2 in the Metals Award 1998.

26. The Award Modernisation Full Bench did not include all of the subclauses of

the Training Clause in the Manufacturing Award, but included the following

provisions in Clause 32 – Allowances and Special Rates:

“32.5 Training costs
(a) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available
in the employer’s technical library) incurred by an employee in
connection with training agreed to by the employer must be
reimbursed by the employer on the production of evidence of such
expenditure by the employee, provided that reimbursement may be on
an annual basis subject to the presentation of reports of satisfactory
progress.
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(b) Travel costs incurred by an employee undertaking training agreed to
by the employer, which exceed those normally incurred in travelling to
and from work, must be reimbursed by the employer.”

27. The above provisions are virtually identical to clauses 5.2.3(b) and (c) in the

Metals Award 1998:

“5.2.3(b) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available
in the employer's technical library) incurred in connection with the
undertaking of training shall be reimbursed by the employer upon
production of evidence of such expenditure. Provided that
reimbursement may be on an annual basis subject to the presentation
of reports of satisfactory progress.

5.2.3(c) Travel costs incurred by an employee undertaking training in
accordance with this subclause which exceed those normally incurred
in travelling to and from work shall be reimbursed by the employer.”

28. There is nothing to suggest that there was any intent by Ai Group and the MTFU

(which had proposed the inclusion of the above provisions in the modern award)

or the Award Modernisation Full Bench to extend the class of employees who

were entitled to the benefits of these provisions. Accordingly, it was not

intended that these provisions apply to training costs for apprentices and

trainees undertaking training in connection with their training contracts.

Modern Awards Review 2012

29. During the Modern Awards Review 2012, training costs for apprentices were

addressed by the Full Bench in the Apprentices, Trainees and Juniors Case.9

30. At the start of the Review, Ai Group applied for the following provision to be

added to Clause 32.5:

“(c) This subclause 32.5 does not apply to apprentices. Training costs for
apprentices are dealt with in subclause 15.15.”

31. The abovementioned component of Ai Group’s application (AM2012/76) was

referred to the Full Bench which was hearing the Apprentices, Trainees and

Juniors Case. Ai Group argued that Clause 32.5 did not apply to training

undertaken by apprentices as part of their contract of training and paragraph

9 [2013] FWCFB 5411, [2013] FWCFB 9092 and [2013] FWCFB 9295 and [2014] FWCFB 1675.
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32.5(c) should be inserted to clarify this. The AMWU argued that Clause 32.5(c)

applied to all training undertaken by apprentices.

32. The Full Bench decided to vary 10 the Manufacturing Award to include the

following provision in Clause 15 – Apprentices, which deals with training costs

for apprentices:

“15.11 Apprentice conditions of employment
(a) Except as provided in clause 15 – Apprentices or where otherwise

stated, all conditions of employment specified in this award apply to
apprentices.
(i) An apprentice is entitled to be released from work without loss of

continuity of employment and to payment of the appropriate
wages to attend any training and assessment specified in, or
associated with, the training contract.

(ii) Time spent by an apprentice, in attending any training and
assessment specified in, or associated with, the training contract
is to be regarded as time worked for the employer for the purposes
of calculating the apprentice’s wages and determining the
apprentice’s employment conditions. This clause operates subject
to the provisions of Schedule C – School-based Apprentices.

(iii) The notice of termination provisions of the NES apply to
apprentices. The redundancy provisions of the NES do not apply
to apprentices.

(b) Payment of fees and textbooks
(i) Any costs associated with standard fees for prescribed courses

and prescribed textbooks (excluding those textbooks which are
available in the employer’s technical library) incurred by an
employee in connection with training specified in, or associated
with, the training contract must be reimbursed to the apprentice
within six months from the commencement of the apprenticeship
or the relevant stage of the apprenticeship or within 3 months of
the apprentice commencing training with the Registered Training
Organisation (RTO), whichever is the later, unless there is
unsatisfactory progress;

(ii) Direct payment of the fees and textbooks, within 6 months from
the commencement of the apprenticeship or the relevant stage of
the apprenticeship, by an employer to the training provider
satisfies the requirement for reimbursement in clause 15.11(b)(i)
above.

(c) Travel payment for block release training
(i) Where an apprentice is required to attend block release training

for training identified in or associated with their training contract,
and such training requires an overnight stay, the employer must

10 PR544780.
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pay for the excess reasonable travel costs incurred by the
apprentice in the course of travelling to and from such training
Provided that this clause will not apply where the apprentice could
attend an alternate Registered Training Organisation (RTO) and
the use of the more distant RTO is not agreed between the
employer and the apprentice.

(ii) For the purposes of this clause excess reasonable travel costs
includes the total cost of reasonable transportation (including
transportation of tools where required), accommodation costs
incurred while travelling (where necessary) and reasonable
expenses incurred while travelling, including meals, which exceed
those incurred in travelling to and from work. For the purposes of
this clause excess travel costs do not include payment for
travelling time or expenses incurred while not travelling to and
from block release training.

(iii) The amount payable by an employer under this clause may be
reduced by an amount the apprentice is eligible to receive for
travel costs to attend block release training under a Government
apprentice assistance scheme. This will only apply if an
apprentice has either received such assistance or their employer
has advised them in writing of the availability of such assistance.”

33. The Full Bench decided that apprentices should not be entitled to a travel

payment for attending block release training unless the apprentice is required

to attend a training venue at a distant location which requires an overnight stay

(see subclause 15.11(c)).

34. The Full Bench found in favour of Ai Group in respect of Clause 32.5 and

inserted the following additional paragraph in the clause:11

“(c) Clause 32.5 does not apply to costs associated with training that are in
connection with an apprentice’s training contract. Such costs are subject
to clause 15 and not this clause.”

35. Accordingly, the Full Bench accepted Ai Group’s argument that training costs

for apprentices should be dealt with in Clause 15 – Apprentices, and that Clause

32.5 should not apply to training undertaken by apprentices in connection with

their training contracts.

36. As explained above, Ai Group did not originally seek a specific exclusion for

trainees in Clause 32.5. The reason for this was that Ai Group was not aware

of any arguments ever having been pursued that Clause 32.5 applied to training

11 PR545014.
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undertaken by trainees in connection with their training contracts. As referred

to above the National Training Wage Award 1994 (clause 9(f)) and the National

Training Wage Award 2000 (clause 10.7) included a provision which made it

clear that only term and conditions of the relevant award that “are applicable to

the Trainee” applied. Clause 32.5 was not applicable given the intent of the

clause and the reason why it was inserted in the Award.

37. During the hearings in the Apprentices, Trainees and Juniors Case, the AMWU

argued that Clause 32.5 in the Manufacturing Award applied to all training

undertaken by trainees. In response, Ai Group submitted that the AMWU was

incorrect. The issue was referred to briefly by the Full Bench in its decision of

22 August 201312 (see extract reproduced below).

38. The issue was raised by the AMWU in the context of an Ai Group application to

amend the National Training Wage Schedule to address the risk of the CEPU

succeeding with the interpretation that it was pursuing in Federal Court

proceedings in respect of an appeal against the decision of Cameron FM of the

Federal Magistrates Court in CEPU v Excelior Pty Ltd [2012] FMCA 621.

Excelior (part of the Programmed Skilled Group) is a member of Ai Group. Ai

Group gave evidence in the case in opposition to the CEPU’s interpretation.

Before, the FWC Full Bench handed down its decision in the Apprentices,

Trainees and Juniors Case, Justice Katzmann of the Federal Court had handed

down her decision in CEPU v Excelior Pty Ltd, [2013] FCA 638 rejecting the

CEPU’s interpretation and supporting the interpretation reflected in Ai Group’s

evidence in the case.

39. The decision of the Federal Court, in effect, removed the need for the variation

sought by Ai Group, as pointed out by the FWC Full Bench.

40. The following extract from the FWC Full Bench’s decision of 22 August 201313

is relevant (emphasis added):

12 [2013] FWCFB 5411.
13 [2013] FWCFB 5411.
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“D. AI GROUP APPLICATION
Application to vary the National Training Wage Schedule
[461] The relevant provisions of the NTWS are as follows:

“X.6.2 A trainee is entitled to be released from work without loss of continuity
of employment and to payment of the appropriate wages to attend any
training and assessment specified in, or associated with, the training
contract.
X.6.3 Time spent by a trainee, other than a trainee undertaking a school-
based traineeship, in attending any training and assessment specified in, or
associated with, the training contract is to be regarded as time worked for
the employer for the purposes of calculating the trainee’s wages and
determining the trainee’s employment conditions.
X.6.4 Subject to clause X.3.5 of this schedule, all other terms and conditions
of this award apply to a trainee unless specifically varied by this schedule.”

[462] Clause X.3.5 provides:
“X.3.5 Where the terms and conditions of this schedule conflict with other
terms and conditions of this award dealing with traineeships, the other terms
and conditions of this award prevail.”

[463] The Ai Group seeks to vary X.6.2 by replacing “to attend any training” with
“when in attendance at any training.” It seeks to replace “in attending any training”
in X.6.3 with “in attendance at training.” It also seeks to add the words “that are
applicable to the trainee,” after the word “award” in X.6.4. The variations are
intended to make it clear that employers are not required to pay for time spent by
trainees in travelling to training, and that the NTWS does not extend the application
of general award entitlements.
[464] Many of the employer organisations supported the Ai Group application. It
was submitted that if the proposed variations to the NTWS are not made (and the
CEPU’s interpretation of the clauses is adopted) there will potentially be significant
negative consequences for both employers and trainees. It was said that the
proposed variations are necessary to correct anomalies that have arisen in respect
of the clauses as they are currently drafted, and because the clauses are
ambiguous or uncertain. It was submitted that the variations proposed are in
accordance with the original intent of the clauses and subsequent judicial
interpretations.
[465] We agree with the Ai Group that its application has not been subsumed by
the separate union applications seeking to extend award provisions dealing with
travel and board to attendance at off-the-job training by apprentices. Those
applications do not relate to trainees. The unions sought clarification that such
provisions apply to trainees although there is no specific application by the unions
in the common claims to vary the NTWS.
[466] Clause X.6.3 was inserted during the award modernisation process. An
equivalent clause was not present in the National Training Wage Award 2000. The
clause expands upon clause 10.4 of the National Training Wage Award 2000,
which provides that “[t]he Trainee shall be permitted to be absent from work
without loss of continuity of employment and/or wages to attend the approved
training.” It is clear that pursuant to clause X.6.3 if the training and/or assessment
takes place outside ordinary hours it must be paid for in accordance with the
relevant provisions of the award, including penalties where relevant, and that time
spent in training and/or assessment is taken into account in determining other
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employment conditions under the award, for example service. Depending upon
the context, it is possible that “time spent in attending training” could include time
spent getting to and from training. However, we agree with the submission of the
Ai Group that, read in context, the phrase “in attending training” is only about the
time spent in actual attendance at training and/or assessment and it is only that
time which is to be regarded as time worked pursuant to the clause.
[467] Clause X.6.2 of the NTWS and clause 10.4 of the National Training Wage
Award 2000 permit absence from work without loss of continuity of employment
and to the payment of appropriate wages to attend any training and assessment.
It is apparent that if an employee travels during ordinary working hours to attend
training that travel time will be paid time. However, the clause does not create any
other entitlement to payment for travel time or travel costs.
[468] We see nothing uncertain or ambiguous in clauses X.6.2 and X.6.3 of the
NTWS.
[469] In relation to clause X.6.4, the Ai Group is concerned that the clause could
be read as broadening the application of other clauses of the awards to trainees
so that a clause which would not otherwise be applicable to the trainee would
become applicable.
[470] An employee is only entitled to, for example, cold places allowance in an
award if that employee actually works in a cold place and meets the conditions
specified in the award. A trainee is not entitled to a particular award condition
unless they meet all of the requirements for that condition. Clause X.6.4 does not
create any entitlement which would not otherwise apply to the trainee if the NTWS
did not exist.
[471] We do not see the provision as uncertain or ambiguous.
[472] There is no argument that clause 25 (Fares and Travel Patterns Allowance)
of the Building Award applies to the work of apprentices and trainees when
performing work on sites which meets the provisions of the clause. Similarly there
is no argument that an apprentice or trainee who is required to start and/or finish
work at a job away from the employer’s usual workplace is entitled to the excess
fares and travelling time allowance in clause 32.4(a) of the Manufacturing Award.
The Ai Group submitted that these clauses and others like them do not apply to
travel to off-the-job training. The CFMEU v MBGTS is authority for that position.
[473] The unions submitted that because time spent in attending training is to be
regarded as time worked for the purposes of determining the wages and
conditions of an apprentice, the provisions which apply to work related travel
should also apply to travel for off-the-job apprentice training. Whether this is
correct or not depends upon the words of the award travel provision, considered
in context, not upon the words of clause X.6.4. That clause does not alter the
meaning of “work” in the relevant award clauses which apply to travel.
[474] The Ai Group suggested that when the AMWU submits that trainees have
access to clause 32.5 (Training Costs) by virtue of clause D.6.4 of the
Manufacturing Award, it is asserting that the provisions of the NTWS play a role in
extending the application of clause 32.5. The Ai Group also referred to a similar
CFMEU submission in relation to clause 15.2(a) of the Building Award.
[475] We do not understand the AMWU submission to have this meaning. The
AMWU relied upon the decision in Rohrlach as authority for the proposition that
clause 32.5 of the Manufacturing Award has application to apprentices by virtue
of the provision in clause 15.1 that “the terms of this award apply to apprentices,
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including adult apprentices, except where otherwise stated”. The AMWU
submitted that similarly the provision applies to trainees by virtue of clause D.6.4.
It also submitted that the clause only applies to particular apprentices and
particular circumstances to the extent that an apprentice meets the stated
requirements of the relevant clause. Then the clause will apply unless otherwise
provided for in the award. The unions submitted that the same situation applies to
trainees.
[476] In respect to trainees there is an additional proviso in clause X.6.4, and that
is “unless specifically varied by this schedule”. There is no specific provision about
payment of course fees or travel costs in the NTWS. Therefore the only provisions
which could apply are those which would otherwise be applicable under the award.
[477] In a decision handed down after the hearings in the present matter were
completed, the Federal Court dismissed an appeal against the decision of the
Federal Magistrates Court in CEPU v Excelior Pty Ltd, which dealt with clauses
X.6.2 - X.6.4 of the NTWS. In her judgment upholding the decision of Cameron
FM, Justice Katzmann found clause X.6.3 of the NTWS was not ambiguous or
uncertain. Her Honour held that clause X.6.4 is intended to “ensure that, save to
the extent provided in the schedule, trainees [are] not to be disadvantaged in
comparison with other employees”, but that the clause does not alter the meaning
of “work” in a particular award travel provision. Her Honour also found that the
requirement in clause X.6.2 for payment of appropriate wages to attend training
does not include the payment for travel to training and that the phrase “in attending
training” in clause X.6.3 is only about the time spent in actual attendance at training
and/or assessment and it is only that time which is to be regarded as time worked
pursuant to the clause.
[478] We are satisfied that the minor changes to the wording of clause X.6.2 and
X.6.4 during the award modernisation process made no substantive change to the
meaning and operation of those clauses and has not created any ambiguity or
uncertainty. With respect to clause X.6.3 the award modernisation process did
make a substantive change. That change puts beyond doubt that time spent
undertaking training associated with the training contract is to be regarded as time
worked for the purposes of determining wages and conditions. The unions have
unsuccessfully argued in the courts that this change supports their argument that
provisions associated with travel time and costs to attend work apply to trainees
travelling to off-the-job training. The fact that such an argument has been raised
does not make the clause ambiguous or uncertain. The courts have not found that
there is ambiguity or uncertainty.
[479] Apart from these considerations, we are concerned that the variation sought
by the Ai Group to clause X.6.2 may have unintended consequences. The present
clause would require the employer to release an apprentice from training in time
to be able to travel to attend the training. The variation proposed by the Ai Group
may remove that requirement.
[480] We consider that the variations sought to the NTWS are not necessary to
meet the modern awards objective or to address ambiguity or uncertainty.
[481] We also reject the submissions of the unions that we should make variations
similar to those proposed in relation to apprentices to ensure that award travel
provisions apply to trainees attending training. There is no application to that effect
before us.”
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41. It can be seen from paragraphs [463] and [481] above that when it made its

decision in August 2013, the FWC Full Bench did not have an application before

it from Ai Group or the unions to deal with travelling provisions or training costs

for trainees, other than Ai Group’s application to vary clauses x.6.2, x.6.3 and

x.6.4 in the National Training Wage Schedule. The AMWU had raised the

argument late in the proceedings that Clause 32.5 of the Manufacturing Award

applied to trainees but the Full Bench did not rule on the matter. The Full Bench

simply referred to what the AMWU had “suggested” about Clause 32.5 without

expressing any view on whether the suggestion was correct (see paragraphs

[474] and [475]) and rejected the unions’ submissions that the issue should be

clarified through an award variation on the basis that no application had been

made for such a variation (see paragraph [481]).

42. It can also be seen from paragraphs [474] and [475] that the Full Bench rejected

any suggestion that the following amendments changed the interpretation and

that it remains the case that only applicable terms of an award apply to a

trainee:

Wording in the National Training Wage Award 2000:

10.7 All other terms and conditions of the relevant award(s) that are applicable to
the Trainee or would be applicable to the Trainee but for this Award shall
apply unless specifically varied by this Award.”

Wording in the National Training Wage Schedule in modern awards:

“X.3.5 Where the terms and conditions of this schedule conflict with other terms
and conditions of this award dealing with traineeships, the other terms
and conditions of this award prevail.

- - -
X.6.4 Subject to clause X.3.5 of this schedule, all other terms and conditions of

this award apply to a trainee unless specifically varied by this schedule.”

43. The industry practice is that Clause 32.5 does not apply to trainees. In fact, until

the AMWU raised the issue during the Full Bench proceedings in the

Apprentices, Trainees and Juniors Case, Ai Group is unaware of anyone

seeking to argue that Clause 32.5 applied to trainees.
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44. The only case relied on by the AMWU in the Full Bench proceedings in support

of its argument that Clause 32.5 applies to trainees was a South Australian

Industrial Relations Commission (SAIRC) case, i.e. Rohrlach v Career

Employment Group Inc [2012] SAIRCOMM 7 and 11. The following important

points should be noted:

 The case concerned apprentices, not trainees;

 The SAIRC’s decisions in the case were made in the context that the

relevant employer (Career Employment Group – a training organisation)

did not contest the AMWU’s assertion that Clause 32.5 applied to

apprentices;

 Career Employment Group was self-represented in the proceedings;

 Career Employment Group is not a member of Ai Group and was not

involved in any of the developments relating to the inclusion of Clause

32.5 in the Manufacturing Award, nor the predecessor provisions in the

Metals Award 1984 and Metals Award 1998;

 The interpretation of Clause 32.5 of the Manufacturing Award was not

the subject of any arguments in the case;

 The jurisdiction for the SAIRC to deal with the Rohrlach case arose from

s.6 of the Training and Skills Development Act 2008 (SA) which gives

the SAIRC the jurisdiction to deal with disputes arising between parties

to a training contract;

 Even if the SAIRC had actively considered the interpretation of Clause

32.5, a decision of a State Commission about the interpretation of a

federal award in the context of a dispute arising under a training contract

should not be given any weight;
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 In its decision14 of 22 August 2013 in the Apprentices, Trainees and

Juniors Case, the Full Bench did not rely upon the Rohrlach case but

simply noted the AMWU’s arguments about the case (at paragraphs

[323] and [475] of the decision).

45. After the Full Bench handed down its decision in August 2013 in the

Apprentices, Trainees and Juniors Case, the AMWU continued to press its

interpretation that Clause 32.5 applied to trainees during the process of settling

the award variations.

46. In response to the AMWU’s arguments, on 29 October 2013 Ai Group filed a

submission which included the following relevant extract which proposed an

amendment to Clause 32.5 to expressly exclude trainees:

“2. SUBCLAUSE 32.5
2. Subclause 32.5 of the Manufacturing Award provides certain employees

covered by the Award an entitlement to training costs, including the cost of
standard fees for prescribed courses and text books and travel costs.
Specifically, the subclause says:

“32.5 Training costs
(a) Any costs associated with standard fees for prescribed courses

and prescribed textbooks (excluding those textbooks which are
available in the employer’s technical library) incurred by an
employee in connection with training agreed to by the employer
must be reimbursed by the employer on the production of
evidence of such expenditure by the employee, provided that
reimbursement may be on an annual basis subject to the
presentation of reports of satisfactory progress.

(b) Travel costs incurred by an employee undertaking training
agreed to by the employer, which exceed those normally
incurred in travelling to and from work, must be reimbursed by
the employer.”

3. Ai Group seeks to vary the above subclause by inserting a new paragraph
32.5(c) as follows:

“(c) This subclause 32.5 does not apply to apprentices and trainees.”
4. The above wording differs from the wording in Ai Group’s original application

to address the argument pursued by the AMWU during the common matters
proceedings that the subclause applies to trainees as well as apprentices.
Similar considerations apply to both apprentices and trainees.

5. The variation which Ai Group is seeking would simply clarify the operation
of the provision, consistent with the longstanding intent of the provision.

14 [2013] FWCFB 5411.
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Subclause 32.5 was never intended to have application to training by
apprentices and trainees as the provisions associated with such training are
governed by other award provisions.

47. The above submission went on to briefly raise the following issues (but in

nowhere near as much detail as set out in this submission):

 The fact that Clause 32.5 had its origin in a 1990 variation to the Metals

Award 1984 to implement the structural efficiency principle;

 The fact that the provision was retained in the Metals Award 1998 during

the award simplification process because of its direct link to the

classification structure.

 The fact the classification structure does not apply to apprentices and

trainees until they have completed their apprenticeship or traineeship.

48. The Full Bench issued a decision15 on 28 November 2013 accepting Ai Group’s

arguments about the need to exclude apprentices from Clause 32.5 but

expressing the view that there was insufficient material before the Commission

about the application of Clause 32.5 to trainees. The following extract from the

decision is relevant (emphasis added):

“Manufacturing and Associated Industries and Occupations Award 2010
[23] The Ai Group has sought a variation to the Manufacturing and Associated
Industries and Occupations Award 2010 (the Manufacturing Award) so that clause
32.5 does not apply to apprentices and trainees.
[24] Clause 32.5 of the award provides an entitlement to training costs for
employees, including the cost of standard fees for prescribed courses and text
books and travel costs. It provides:

“32.5 Training costs
(a) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available in the
employer’s technical library) incurred by an employee in connection with
training agreed to by the employer must be reimbursed by the employer on
the production of evidence of such expenditure by the employee, provided
that reimbursement may be on an annual basis subject to the presentation
of reports of satisfactory progress.

15 [2013] FWCFB 9295
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(b) Travel costs incurred by an employee undertaking training agreed to by
the employer, which exceed those normally incurred in travelling to and from
work, must be reimbursed by the employer.”

[25] It was submitted by the Ai Group that the variation sought would clarify the
operation of clause 32.5. It was said that the subclause was originally introduced
into the Metal Industry Award as part of a package of award changes associated
with implementing a new skills-based classification structure and career paths.
The subclause was never intended to have application to training by apprentices
and trainees as the provisions associated with such training are governed by other
award provisions. It was also submitted that the provision is inconsistent with the
existing training cost provision in the award for apprentices and with the decision
of 22 August 2013 dealing with training costs and travel costs for apprentices.
[26] The AMWU opposed the variations. It was said that there is nothing in the
decision creating the modern award to the effect that clause 32.5 is not intended
to apply to apprentices and trainees. Further it was said that the rationale
underlying the promotion of training and career progression in the award has
application to apprentices even if they are not formally a part of the classification
structure.
[27] We have considered the submissions of the parties and have examined the
history of the relevant award provisions. This examination has included the
decision leading to the introduction of the training costs provisions into
predecessor awards, and the various publications advising employers and
workers about the implementation of the new classification structure and
associated training commitments. We have also considered the situation in other
awards with apprenticeship provisions which include provisions similar to clause
32.5.
[28] In relation to apprentices, we note that the Manufacturing Award provides for
the reimbursement of training fees upon satisfactory progress and, as a result of
the decision of 22 August 2013, will provide for reimbursement for the cost of
prescribed textbooks and for the payment of excess travel costs for attendance at
block release training which requires an overnight stay. We also note that clause
15.11 of the award provides that “except as provided in clause 15 Apprentices or
where otherwise stated, all conditions of employment specified in this award apply
to apprentices.”
[29] Having regard to these matters, including the history relating to the
introduction of the present clause 32.5 of the award, we consider that it is
appropriate to clarify the application of the subclause in relation to apprentices.
We consider that the provisions introduced or varied as a result of the decision of
22 August 2013 are now the relevant entitlements of apprentices in relation to
reimbursement for course fees and textbooks and payment for travel costs
associated with training which is in connection with an apprentice’s training
contract. It is appropriate to avoid confusion between these entitlements and
entitlements under clause 32.5. This is consistent with the modern awards
objective (s.134(1)(f) and (g)).
[30] We consider that the variation proposed by the Ai Group should be modified
in the manner we have adopted in the variation of the Graphic Arts, Printing and
Publishing Award 2010. Accordingly we will vary clause 32.5 of the Manufacturing
Award by inserting a new paragraph 32.5(c) as follows:
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“(c) This subclause 32.5 does not apply to costs associated with training that
are in connection with an apprentice’s training contract. Such costs are
subject to clause 15 and not this clause.”

[31] In relation to trainees, the position is not as straight forward. An application
by the Ai Group to vary the National Training Wage Schedule in awards was
considered in the decision of 22 August 2013.
[32] The National Training Wage Schedule (NTWS) to the Manufacturing Award
(Schedule D) provides in clause D.6.4 as follows:

“D.6.4 Subject to clause D.3.5 of this schedule, all other terms and
conditions of this award apply to a trainee unless specifically varied by this
schedule.”

[33] Clause D.3.5 provides:
“D.3.5 Where the terms and conditions of this schedule conflict with other
terms and conditions of this award dealing with traineeships, the other terms
and conditions of this award prevail.”

[34] In the decision of 22 August 2013 we noted that there is no specific provision
about payment of course fees or travel costs in the NTWS and that the only
provisions which could apply to trainees are those which would otherwise be
applicable under the award. In this regard we referred to a recent decision of the
Federal Court.
[35] In these circumstances, and without further material relating to the application
of clause 32.5 to trainees and the practical implications of the variations proposed
by the Ai Group for trainees, we are not persuaded that it would be consistent with
the modern awards objective, including the need to ensure a stable and
sustainable modern award system (s.134(1)(g)), to make the variations proposed.
Moreover we are not satisfied that such variation in relation to trainees is
necessary to ensure that the award is operating effectively without anomalies or
technical problems arising from the award modernisation process. Accordingly we
have decided not to make the variation sought by the Ai Group.
[36] The other matter relating to the Manufacturing Award concerns the application
by the AMWU to vary junior rates. This is referred to in paragraph (c) of the
statement of 23 October 2013. We note that the AMWU has now advised that it
will not be proceeding with this application.
Determinations
[37] Determinations will be made varying the various awards in accordance with
this decision. The decision and the determinations now finalise the non-common
matters referred to the Full Bench in the Transitional Review, except for various
issues relating to competency based wage provisions and matters relating to part-
time trainees which are the subject of consideration in conferences before
Commissioner Roe.”

49. Consistent with the Full Bench’s comments at paragraph [35] above regarding

the need to provide further material regarding the application of Clause 32.5 to

trainees and the practical implications of the variation if the Award is to be varied

in the manner proposed by Ai Group, such material is provided in the next

section below.
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Proposed variation to Clause 32.5

50. The submissions above establish that it was not the intent that Clause 32.5

apply to trainees.

51. Another very relevant issue is - what would be the impact of Clause 32.5 if it

were to apply to trainees?

52. Clause 32.5 currently states:

“32.5 Training costs
(a) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available in the
employer’s technical library) incurred by an employee in connection with
training agreed to by the employer must be reimbursed by the employer on
the production of evidence of such expenditure by the employee, provided
that reimbursement may be on an annual basis subject to the presentation
of reports of satisfactory progress.

(b) Travel costs incurred by an employee undertaking training agreed to by the
employer, which exceed those normally incurred in travelling to and from
work, must be reimbursed by the employer.

(c) This subclause 32.5 does not apply to costs associated with training that are
in connection with an apprentice’s training contract. Such costs are subject
to clause 15 and not this clause.”

53. The effect of paragraphs 32.5(a) and (c) is as follows:

 An employee who is not an apprentice or a trainee is entitled to

reimbursement of course fees and textbook costs (subject to the

specified qualifications in paragraph 32.5(a)) for training agreed to by the

employer.

 In accordance with paragraphs 32.5(a) and (c), an apprentice is entitled

to reimbursement of course fees and textbook costs (subject to the

specified qualifications in paragraph 32.5(a)) for training agreed to by the

employer, other than training that is in connection with the apprentice’s

training contract.

 In accordance with paragraph 15.11(b), an apprentice is entitled to

reimbursement of course fees and textbook costs (subject to the
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specified qualifications in paragraph 15.11(b)) for training that is in

connection with the apprentice’s training contract.

54. If paragraph 32.5(a) is held to apply to trainees, a trainee would be entitled to

reimbursement of course fees and textbook costs (subject to the specified

qualifications in paragraph 32.5(a)) for training agreed to by the employer. This

would include training that is in connection with the trainee’s training contract

as well as other training agreed to by the employer.

55. The effect of paragraphs 32.5(b) and (c) is as follows:

 An employee who is not an apprentice or a trainee who undertakes

training agreed to by the employer is entitled to be reimbursed “travel

costs” incurred by the employee which exceed those normally incurred

in travelling to and from work.

 In accordance with paragraphs 32.5(b) and (c), an apprentice who

undertakes training agreed to by the employer, other than training that is

in connection with the apprentice’s training contract, is entitled to

reimbursement of “travel costs” incurred by the apprentice which exceed

those normally incurred in travelling to and from work.

 In accordance with paragraph 15.11(b), an apprentice who undertakes

block release training in connection with the apprentice’s training

contract, where such training requires an overnight stay, is entitled to

reimbursement of the following “travel costs” incurred by the employee:

o the total cost of reasonable transportation (including

transportation of tools where required);

o accommodation costs incurred while travelling (where

necessary);

o reasonable expenses incurred while travelling, including meals,

which exceed those incurred in travelling to and from work.
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For the purposes of Clause 15.11, excess travel costs do not include

payment for travelling time or expenses incurred while not travelling to

and from block release training.

56. If paragraph 32.5(c) is held to apply to trainees, a trainee would be entitled to

be reimbursed “travel costs” incurred by the employee which exceed those

normally incurred in travelling to and from work. This would include training that

is in connection with the trainee’s training contract as well as other training

agreed to by the employer.

57. In considering the impact of extending the benefits of paragraph 32.5(c) to

trainees, a critical issue is the meaning of “travel costs”. The Full Bench in the

Apprentices, Trainees and Juniors Case decided that for the purposes of

apprentice entitlements “travel costs” should mean: the total cost of reasonable

transportation (including transportation of tools where required);

accommodation costs incurred while travelling (where necessary); and

reasonable expenses incurred while travelling, including meals, which exceed

those incurred in travelling to and from work. The Full Bench rejected the

unions’ arguments that “travel costs” for apprentices should include travelling

time. (See the inclusions and exclusions in paragraph 15.11(c) in the

Manufacturing Award).

58. If Clause 32.5 applies to trainees who undertake training in connection with their

training contracts, and if “travel costs” include travelling time, the following

adverse consequences would result:

 The entitlements of each trainee would differ depending upon how far

away from the off-the-job training facility each trainee lived;

 The entitlements of a trainee would change each time the trainee chose

to move to a different home;

 The entitlements of a trainee would change depending upon the route

that the trainee took in travelling to the off-the-job training facility;
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 The entitlements of each trainee would change whenever a bus or train

was delayed, and whenever the trainee chose to use a different means

of transport;

 Workplace disharmony would result because the entitlements of each

trainee would differ depending upon where they chose to live;

 The employer would have no way of accurately determining the

entitlements of trainees, because the employer would not know how

long the trainee spent on the bus or train etc travelling to the training

facility;

 The Fair Work Ombudsman would have no way of accurately

determining the entitlements of trainees for compliance purposes.

 Very substantial cost increases would be imposed on employers leading

to:

o fewer new trainees employed; and

o potential termination of employment and of training contracts for a

large number of trainees;

 Youth unemployment would increase given that a large proportion of

trainees are young people;

 Existing skill shortages would be exacerbated;

 Employers and potential apprentices in rural and regional areas would

be particularly hard-hit, because in such areas trainees often travel

further to undertake off-the-job training. Imposing an obligation upon

employers to pay travelling time would act as a deterrent to employing

and/or retaining trainees. Various State Government schemes are in

place to provide assistance to apprentices who are required to travel

long distances to attend off-the-job training.
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59. The above arguments were all raised by Ai Group in the Apprentices, Trainees

and Juniors Case, in respect of the unions’ claim for travelling time entitlements

for apprentices attending training and no doubt influenced the Full Bench in

rejecting the unions’ travelling time claims, including defining “travel costs” to

exclude travelling time.

60. If “travel costs” in Clause 32.5 exclude travelling time but include travel costs

such as fares, accommodation, petrol, tolls, etc, the following adverse

consequences would result:

 The entitlements of each trainee would differ depending upon how far

away from the off-the-job training facility each trainee lived;

 The entitlements of a trainee would change each time the trainee chose

to move to a different home;

 The entitlements of a trainee would change depending upon the route

that the trainee took in travelling to the off-the-job training facility;

 The entitlements of each trainee would change whenever the trainee

chose to use a different means of transport;

 Workplace disharmony would result because the entitlements of each

trainee would differ depending upon where they chose to live;

 Substantial cost increases would be imposed on employers leading to:

o fewer new trainees employed; and

o potential termination of employment and of training contracts for a

large number of trainees;

 Youth unemployment would increase given that a large proportion of

trainees are young people;

 Existing skill shortages would be exacerbated;

 Employers and potential apprentices in rural and regional areas would
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be particularly hard-hit, because in such areas trainees often travel

further to undertake off-the-job training. Imposing an obligation upon

employers to pay travel costs would act as a deterrent to employing

and/or retaining trainees. Various State Government schemes are in

place to provide assistance to apprentices who are required to travel

long distances to attend off-the-job training.

61. The abovementioned adverse consequences concerning travelling time and

travel costs are clearly not fair to employers of trainees, nor are they fair to

existing or potential trainees. Therefore, Clause 32.5, as currently drafted, is

inconsistent with the legislative requirement that awards provide “a fair and

relevant minimum safety net of terms and conditions” (s.134(1) of the Fair Work

Act 2009 (FW Act)).

62. The notion of ‘fairness’ in s.134(1) is not confined in its application to

employees. Consideration should also be given to the fairness or otherwise of

an award obligation on employers. So much was confirmed by a recent Full

Bench decision of the Commission regarding the annual leave common issues:

“[109] … It should be constantly borne in mind that the legislative direction is that
the Commission must ensure that modern awards, together with the NES provide
‘a fair and relevant minimum safety set of terms and conditions’. Fairness is to be
assessed from the perspective of both employers and employees.”16

63. Also, the abovementioned adverse consequences are directly inconsistent with

the following aspects of the modern awards objective in s.134:

 the need to promote social inclusion through increased workforce

participation (s.134(1)(c));

 the need to promote flexible modern work practices and the efficient and

productive performance of work (s.134(1)(d));

16 4 yearly review of modern awards [2015] FWCFB 3177 at [109].
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 the likely impact of any exercise of modern award powers on business,

including on productivity, employment costs and the regulatory burden

(s.134(1)(f));

 the need to ensure a simple, easy to understand, stable and

sustainable modern award system for Australia (s.134(1)(g));

 the likely impact of any exercise of modern award powers on

employment growth, inflation and the sustainability, performance and

competitiveness of the national economy (s.134(1)(h)).

Secondary position, if Ai Group’s primary position is rejected by the
Commission

64. If the Commission is not prepared to accept Ai Group’s primary position that

trainees are not currently entitled, and should not be entitled, to the provisions

of Clause 32.5 in respect of training associated with their training contracts, Ai

Group puts forward the following secondary position.

65. In such circumstances, a specific provision should be included in Clause 18 –

Trainees, of the Award as follows, modelled on paragraphs 15.11(b) and (c)

which relate to apprentices:

“18.6 Training costs for trainees
(a) Payment of fees and textbooks
(i) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available in the
employer’s technical library) incurred by an employee in connection with
training specified in, or associated with, the training contract must be
reimbursed to the trainee within six months from the commencement of the
traineeship or the relevant stage of the traineeship or within 3 months of
the trainee commencing training with the Registered Training Organisation
(RTO), whichever is the later, unless there is unsatisfactory progress;

(ii) Direct payment of the fees and textbooks, within 6 months from the
commencement of the traineeship or the relevant stage of the
apprenticeship, by an employer to the training provider satisfies the
requirement for reimbursement in clause 18.6(a)(i) above.

(c) Travel payment for block release training
(i) Where a trainee is required to attend block release training for training

identified in or associated with their training contract, and such training
requires an overnight stay, the employer must pay for the excess
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reasonable travel costs incurred by the trainee in the course of travelling
to and from such training Provided that this clause will not apply where the
trainee could attend an alternate Registered Training Organisation (RTO)
and the use of the more distant RTO is not agreed between the employer
and the trainee.

(ii) For the purposes of this clause excess reasonable travel costs includes
the total cost of reasonable transportation (including transportation of tools
where required), accommodation costs incurred while travelling (where
necessary) and reasonable expenses incurred while travelling, including
meals, which exceed those incurred in travelling to and from work. For the
purposes of this clause excess travel costs do not include payment for
travelling time or expenses incurred while not travelling to and from block
release training.

(iii) The amount payable by an employer under this clause may be reduced by
an amount the trainee is eligible to receive for travel costs to attend block
release training under a Government apprentice assistance scheme. This
will only apply if a trainee has either received such assistance or their
employer has advised them in writing of the availability of such assistance.

66. If this secondary position is adopted, paragraph 32.5(d) should be worded as

follows:

“32.5(d) This subclause 32.5 does not apply to costs associated with training that
are in connection with a trainee’s training contract. Such costs are
subject to clause 18 and not this clause.”

67. If Ai Group’s secondary position is adopted, the entitlements of apprentices and

trainees concerning costs for training associated with their training contracts

would be aligned.

68. Apprenticeships and traineeships share the following features:

 There is an employment contract and a training contract for each

employee;

 Some training is typically carried out off-the-job;

 Block release training is carried out by some trainees and apprentices.

69. The alignment of entitlements for trainees and apprentices regarding training

costs would promote fairness and hence be consistent with s.134(1) of the FW

Act.
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3. GRAPHIC ARTS AWARD

70. Developments regarding the Graphic Arts Award are very similar to those in the

Manufacturing Award. The following points are relevant:

 Clause 5.1.1(e) – Training, in the Graphic Arts – General – Award 2000

(to which Ai Group was a party bound) was very similar to clause 5.2 in

the Metals Award 1998;

 In the Graphic Arts Award Simplification Decision,17 Marsh SDP did not

specifically refer to clause 5.1.1(e) (which Ai Group, PIAA and the AMWU

had agreed to retain in the Award). Her Honour’s rationale for retaining

the clause was no doubt the same as her rationale in the Metal Industry

Award Simplification Decision,18 which Marsh SDP had handed down

shortly before.

 During the award modernisation process, the following identical clause to

Paragraphs 32.5(a) and (b) in the Manufacturing Award was inserted into

the Graphic Arts Award:

25.4 Training

(a) Any costs associated with standard fees for prescribed courses and
prescribed textbooks (excluding those textbooks which are available
in the employer’s technical library) incurred by an employee in
connection with training agreed to by the employer must be
reimbursed by the employer upon production of evidence of such
expenditure by the employee, provided that reimbursement may be
on an annual basis subject to the presentation of reports of
satisfactory progress.

(b) Travel costs incurred by an employee undertaking training agreed to
by the employer which exceed those normally incurred in travelling
to and from work must be reimbursed by the employer.

17 Print R7898.
18 Print P9311.
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71. In its decision of 28 November 2013,19 the Full Bench in the Apprentices,

Trainees and Juniors Case said (emphasis added):

“[29] Having regard to these matters, including the history relating to the
introduction of the present clause 32.5 of the award, we consider that it is
appropriate to clarify the application of the subclause in relation to apprentices.
We consider that the provisions introduced or varied as a result of the decision of
22 August 2013 are now the relevant entitlements of apprentices in relation to
reimbursement for course fees and textbooks and payment for travel costs
associated with training which is in connection with an apprentice’s training
contract. It is appropriate to avoid confusion between these entitlements and
entitlements under clause 32.5. This is consistent with the modern awards
objective (s.134(1)(f) and (g)).
[30] We consider that the variation proposed by the Ai Group should be modified
in the manner we have adopted in the variation of the Graphic Arts, Printing and
Publishing Award 2010. Accordingly we will vary clause 32.5 of the Manufacturing
Award by inserting a new paragraph 32.5(c) as follows:

“(c) This subclause 32.5 does not apply to costs associated with training that
are in connection with an apprentice’s training contract. Such costs are
subject to clause 15 and not this clause.”

72. In the Graphic Arts Award, the following paragraph 13.10(c) was inserted in

Clause 13 – Apprentices, as part of the order to implement the outcomes of the

Apprentices, Trainees and Juniors Case:

“(c) Costs associated with training that is not in connection with an apprentice’s
training contract are subject to clause 25.4 and not this clause.”

73. Consistent with the above paragraph, the following provision should be included

in clause 25.4(c) to direct the reader to Clause 13 – Apprentices and to clarify

that clause 25.4 does not apply to costs associated with training in connection

with training contracts:

“(c) This subclause 25.4 does not apply to costs associated with training that are
in connection with an apprentice’s training contract. Such costs are subject
to clause 15 and not this clause.”

74. In addition, for the same reasons as are set out in detail in section 2 of this

submission, the following paragraph 25.4(d) should be included in the Award:

“(d) This subclause 25.4 does not apply to costs associated with training that are
in connection with a trainee’s training contract.

19 [2013] FWCFB 9295.
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Secondary position, if Ai Group’s primary position is rejected by the
Commission

75. If the Commission is not prepared to accept Ai Group’s primary position that

trainees are not currently entitled, and should not be entitled, to the provisions

of Clause 25.4 in respect of training associated with their training contracts, Ai

Group puts forward the following secondary position.

76. In such circumstances, a specific provision (subclause 21.1) should be included

in Clause 21 – National Training Wage, of the Award as follows, modelled on

paragraphs 15.11(b) and (c) of the Manufacturing Award which relate to

apprentices:

“21. National Training Wage
See Schedule E.
21.1 Training costs for trainees
(a) Payment of fees and textbooks
(i) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available in the
employer’s technical library) incurred by an employee in connection with
training specified in, or associated with, the training contract must be
reimbursed to the trainee within six months from the commencement of the
traineeship or the relevant stage of the traineeship or within 3 months of
the trainee commencing training with the Registered Training Organisation
(RTO), whichever is the later, unless there is unsatisfactory progress;

(ii) Direct payment of the fees and textbooks, within 6 months from the
commencement of the traineeship or the relevant stage of the
apprenticeship, by an employer to the training provider satisfies the
requirement for reimbursement in clause 21.1(a)(i) above.

(b) Travel payment for block release training
(i) Where a trainee is required to attend block release training for training

identified in or associated with their training contract, and such training
requires an overnight stay, the employer must pay for the excess
reasonable travel costs incurred by the trainee in the course of travelling
to and from such training Provided that this clause will not apply where the
trainee could attend an alternate Registered Training Organisation (RTO)
and the use of the more distant RTO is not agreed between the employer
and the trainee.

(ii) For the purposes of this clause excess reasonable travel costs includes
the total cost of reasonable transportation (including transportation of tools
where required), accommodation costs incurred while travelling (where
necessary) and reasonable expenses incurred while travelling, including
meals, which exceed those incurred in travelling to and from work. For the
purposes of this clause excess travel costs do not include payment for
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travelling time or expenses incurred while not travelling to and from block
release training.

(iii) The amount payable by an employer under this clause may be reduced by
an amount the trainee is eligible to receive for travel costs to attend block
release training under a Government apprentice assistance scheme. This
will only apply if a trainee has either received such assistance or their
employer has advised them in writing of the availability of such assistance.

77. If this secondary position is adopted, paragraph 25.4(d) should be worded as

follows:

“25.4(d) This subclause 25.4 does not apply to costs associated with training that
are in connection with a trainee’s training contract. Such costs are
subject to clause 21 and not this clause.”

78. If Ai Group’s secondary position is adopted, the entitlements of apprentices and

trainees concerning costs for training associated with their training contracts

would be aligned.

79. Apprenticeships and traineeships share the following features:

 There is an employment contract and a training contract for each

employee;

 Some training is typically carried out off-the-job;

 Block release training is carried out by some trainees and apprentices.

80. The alignment of entitlements for trainees and apprentices regarding training

costs would promote fairness and hence be consistent with s.134(1) of the FW

Act.
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4. FBT AWARD

81. When the FBT Award was being developed, the parties and the AIRC were

faced with modernising awards in an industry where there were a number of

major food industry awards with different union respondents.

82. For this reason, the FBT Award was based on the Manufacturing Award.

83. As set out in Ai Group’s Award Modernisation Stage 3 Pre-Exposure Draft

Submission of 6 March 2009 (emphasis added):

“124. In developing the terms of our proposed Food, Beverage and Tobacco
Manufacturing Industry Award 2010, Ai Group has largely based the
provisions on the Modern Manufacturing Award.”

84. Attached to the above Ai Group submission at Annexure C was a proposed

draft award.

85. Ai Group’s proposed draft award included the following provision:

“27.4Training costs
(a) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available
in the employer’s technical library) incurred by an employee in
connection with training agreed to by the employer must be
reimbursed by the employer on the production of evidence of such
expenditure by the employee, provided that reimbursement may be
on an annual basis subject to the presentation of reports of
satisfactory progress.

(b) Travel costs incurred by an employee undertaking training agreed to
by the employer, which exceed those normally incurred in travelling
to and from work, must be reimbursed by the employer.”

86. The above clause is identical to paragraphs 32.5(a) and (b) in the

Manufacturing Award.

87. In its Stage 3 Award Modernisation Statement of 22 May 2009,20 the Award

Modernisation Full Bench stated that the exposure draft was largely based on

Ai Group’s draft award (emphasis added):

20 [2009] AIRCFB 450.
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“[87] The exposure draft is largely based on that submitted by the AiGroup.
However, the definition of “food, beverage and tobacco manufacturing” has been
altered to reduce the potential for overlap with other modern awards and exposure
drafts. Further, the draft specifically excludes those covered by the Manufacturing
Modern Award and the proposed Meat Industry Award 2010, Poultry Processing
Award 2010 and Wine Industry Award 2010. Our preliminary view is that the award
should not cover clerical employees.”

88. In the FBT Award, clause 27.4 in Ai Group’s draft became Clause 26.5.

89. Accordingly, the background to why Clause 26.5 was included in the FBT

Award is clear. It was adopted from the Manufacturing Award, as proposed by

Ai Group.

90. The following provision was added to clause 26.5 as a result of the Apprentices,

Trainees and Juniors Case: 21

“(c) This clause 26.5 does not apply to costs associated with training that are in
connection with an apprentice’s training contract. Such costs are subject to
clause 14 and not this clause.”

91. For the same reasons as are set out in detail in section 2 of this submission,

the following paragraph 26.5(d) should be included:

“(d) This subclause 26.5 does not apply to costs associated with training that are
in connection with a trainee’s training contract.

Secondary position, if Ai Group’s primary position is rejected by the
Commission

92. If the Commission is not prepared to accept Ai Group’s primary position that

trainees are not currently entitled, and should not be entitled, to the provisions

of Clause 26.5 in respect of training associated with their training contracts, Ai

Group puts forward the following secondary position.

93. In such circumstances, a specific provision (subclause 16.2) should be included

in Clause 16 – Trainees, of the Award as follows, modelled on paragraphs

15.11(b) and (c) of the Manufacturing Award which relate to apprentices:

21 PR559277.
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“16. Trainees
16.1 The terms of this award apply to trainees covered by the national training wage

provisions in Schedule D – National Training Wage, except where otherwise
stated in this award.

16.2 Training costs for trainees
(a) Payment of fees and textbooks
(i) Any costs associated with standard fees for prescribed courses and

prescribed textbooks (excluding those textbooks which are available in the
employer’s technical library) incurred by an employee in connection with
training specified in, or associated with, the training contract must be
reimbursed to the trainee within six months from the commencement of the
traineeship or the relevant stage of the traineeship or within 3 months of
the trainee commencing training with the Registered Training Organisation
(RTO), whichever is the later, unless there is unsatisfactory progress;

(ii) Direct payment of the fees and textbooks, within 6 months from the
commencement of the traineeship or the relevant stage of the
apprenticeship, by an employer to the training provider satisfies the
requirement for reimbursement in clause 16.2 (a)(i) above.

(b) Travel payment for block release training
(i) Where a trainee is required to attend block release training for training

identified in or associated with their training contract, and such training
requires an overnight stay, the employer must pay for the excess
reasonable travel costs incurred by the trainee in the course of travelling
to and from such training Provided that this clause will not apply where the
trainee could attend an alternate Registered Training Organisation (RTO)
and the use of the more distant RTO is not agreed between the employer
and the trainee.

(ii) For the purposes of this clause excess reasonable travel costs includes
the total cost of reasonable transportation (including transportation of tools
where required), accommodation costs incurred while travelling (where
necessary) and reasonable expenses incurred while travelling, including
meals, which exceed those incurred in travelling to and from work. For the
purposes of this clause excess travel costs do not include payment for
travelling time or expenses incurred while not travelling to and from block
release training.

(iii) The amount payable by an employer under this clause may be reduced by
an amount the trainee is eligible to receive for travel costs to attend block
release training under a Government apprentice assistance scheme. This
will only apply if a trainee has either received such assistance or their
employer has advised them in writing of the availability of such assistance.

94. If this secondary position is adopted, paragraph 26.5(d) should be worded as

follows:

“26.5(d) This subclause 26.5 does not apply to costs associated with training that
are in connection with a trainee’s training contract. Such costs are
subject to clause 16 and not this clause.”
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95. If Ai Group’s secondary position is adopted, the entitlements of apprentices and

trainees concerning costs for training associated with their training contracts

would be aligned.

96. Apprenticeships and traineeships share the following features:

 There is an employment contract and a training contract for each

employee;

 Some training is typically carried out off-the-job;

 Block release training is carried out by some trainees and apprentices.

97. The alignment of entitlements for trainees and apprentices regarding training

costs would promote fairness and hence be consistent with s.134(1) of the FW

Act.
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This Manual is a joint publication of the unions and employer organi­
sations in the metal and engineering industry to assist in the successful 
implementation of award restructuring. 

It is designed for use by managers, union organisers, supervisors, 
union delegates and employees. The Manual is divided into three 
parts: 

• A detailed explanation of the Metal Industry Award new classification 
structure; 
• A report on other significant award restructuring issues such as 
training and consultation; and · · 
• Appendices providing supporting information and ari index for easy 
reference . .. 
OBJEGTH7ES 

The objectives of this Manual are to: 

• provide employers and employees with a detailed explanation of the 
new classification structure; 

• provide employers and employees with the method of transferring to 
the new classification structure during the transition period; 

• provide a progress report in relation to other award restructuring 
issues. 

T his Manual should be retained and used to file future award 
restructuring information. Updates will be supplied as they become 
available. 

This publication is provided as general information only. No readers of 
this publication should act on any information contained in it without 
considering their own circumstances and taking appropriate profes­
sional advice. The publishers expressly disclaim all liability to any per­
son or company in respect of any actions (and the consequences) taken 
or omitted in reliance on any part of the contents of this publication. 

©COPYRIGHT 
No part of this publication (except as authorised by the Copyright Act) 
may be reproduced or copied in any form or by any means without 
written permission of the publishers. 

Additional copies of this Manual may be purchased on application to 
any of the organisations listed on pages 71 to 74. 

National Library of Australia ISBN 1 86265 018 7 



• 

1 About this Manual ...... ........... ....................... .......................... OPPOSITE 

2 Contents ............................................................................................... 1 

3 Introduction ......................................................................................... 2 

4 The new classification structures: principles and features ........... .4 

5 Outline of the new classification structure ....................................... 7 

6 Relating old classifications to new classifications ........................... 9 

7 The new classifications: defmitions and standards ....................... 23 

8 Transferring to the new classification structure -
the steps involved ........................................................ ...................... 51 

9 Transferring to the new classification structure - broadbanding 
and wages ....................... ........................................................ ........... 55 

10 The new classification structure -wages, reclassification and 
the career path ........................................... ............... ........ ................ 56 

11 Communication and consultation .. : .............. ...................... , ........... 59 
12 Training .............................................................................................. 60 

15 Award modernisation ..................................................................... .. 66 

14 Workphtce resource centres .. _ .. ....................................................... , ..... (),9 .. 

15 Further infornu1tion and assistance ...... .......................................... 71 

.\PPENDICES 

1 Metal Industry Award part 1: Future broadbanding adjustments 75 

2 Metal Industry Award part 2: Future broadbanding adjustments 
and comparative schedule of old and new classifications ............ 76 

5 Metal Industry Award parts I and II: Future minimum rates 
adjustments .......... -.............................................................................. 77 

4 Metal Industry (Engine Drivers and Firemen's) Award: future 
minimum rates adjustments ... ..................... .......... .................... ...... 77 

5 Metal Industry (Engine Drivers and Firemen's) Award: Future 
broadbanding adjustments ............................................... ~ ............... 78 

6 Metal Industry Award part 1: 
Comparative schedule of existing classifications and new 
classification and wage levels ..... ....... ................. . s. .: ....................... 79 

7 Metal Industry (Engine Drivers and Firemen's) Award: 
Comparative schedule of existing classifications and new 
classification and wage levels ..................... ......... ............................ 88 

8 Metal Industry Award part 1: Traineeship provisions ................... 91 

9 Metal Industry Award part 1: Adult apprenticeship provisions .... 95 
10 Index .......... ................ .................... ......... .................... ...... ............... ... 95 

1 

E 



--

INTRODUCTION 

Ill NATIONAL WAGE CASE - AUGUST 1989 
In its National Wage Case decision of August 1989 the Australian 
Industrial Relations Commission (AIRC) continued the process of 
award restructuring by linking wage increases to the implementation 
of award restructuring initiatives. 

Specifically, the Commission provided wage increases of $10, $12.50, 
$15 or 5% per week (depending on an employee's classification) as a 
frrst instalment and a second increase of the same order to be available 
not earlier than six months after the first increase. 
Such increases were subject to the Commission's satisfaction that the 
parties to the award had co-operated in a fundamental review of the • 
award and were implementing me·asures to improve the efficiency of 
industry and provide employees with access to more varied, fulfilling 
and better paid jobs. 

f!m METAL AND ENGINEERING INDUSTRY ­
IMPLEMENTATION OF AWARD 
RESTRUCTURING 

5.2.1 20 SEPTEMBER 1989 VARIAT!ONS 

The variations of 20 September 1989 to the Metal Industry Award and 
Metal Industry (Engine Drivers and Firemen's) Award commenced the 
formal process of award restructuring in the metal and engineering 
industry. 

Those variations included: 
• the first structural efficiency wage increase ($15 or 5%, $12.50 or $10 
per week) 
• the first broadbanding adjustment resulting from broadbanding of 
existing award classifications into the 14 new classification levels • 
• the requirement that employees perform a wider range of duties and 
thereby achieve a greater level of flexibility at the workplace 
• the testing of a draft new classification structure 

5.2.2 TESTING THE DRAFT NEW CLASSIFICATION STilUCTURE 

In October 1989 the new classification .structure was tested in approxi­
mately 150 companies throughout Australia. The objective of the test­
ing process was to determine whether the proposed new classification 
structure:-

• is appropriate to the needs of the industry both at present and for the 
future, 
• is practical and realistic, 
• does not involve unsustainable labour cost increases. 
At the conclusion of the testing process a number of changes were 
made to the classification structure based on comments and concerns 
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rai&ed by employers and unions. 
An outline of the new classification st:I:u,ctl)re is .contained in Section 5 
of th1s Manual. Full details are set out in Section 7. 

5.2.3 20 MARCH 1990 TRANSITION/IMPLEMENTATION 

The award variations of 20 March 1990 involved: 
• the second structural efficiency wage increase ($15 or 3%, $12.50 
or $10 per week) 
• the second broadbanding adjustment 
• the firSt minimum rate adjustment 
• award variations to enhance flexibility both at the industry and enter­
prise levels 
• the development and implementation of training programmes at 
each enterprise 
• implementation of the new classification structure during the transi­
tion/implementation period. 

5.2.4 OBJECTIVES OF THE TRANSITION/IMPLEMENTATION PERIOD 

During the transition/implementation period the objectives for 
employers, unions and employees are to: 
• familiarise themselves with the new classification structure; 
• transfer employees from existing classifications to their appropriate 
new classification (details of the transfer process are provided in 
Section 8 and 9); 
• implement the new classification structure and operate under the 
broader definitions; 
• identitY and resolve any problems created by the transition; and 
• advise either their employer organisation or union of any special 
problems they may have encountered or envisage for the future. 

5.2.5 .REVIEW OF THE TRANSITION/IMPLEMENTATION PERIOD 

Towards the end of the transition/implementation period the parties at 
the national level will review the operation of the transition/imple­
mentation period and will make any agreed amendments to the new 
Classification structure. 



THE NEW CLASSIFICATION STRUCTURE: 
ESSENTIAL FEATURES AND UNDERLYING PRINCIPLES 

ESSENTIAL FEATURES 

4,1.1 A SINGLE STRUCTURE OF 14 LEVELS 

The new structure combines all existing classifications into a single 
structure of 14 classification levels. 

Through definitions based on training and skill the 14 levels provide 
production, trade and technical employees with the opportunity to 
progress to higher levels in the structure. 

4. 1.2 INCORPORATION OF METAL INDUSTRY AWARD AND METAL 
INDUS'i'RY (ENGi~~ii: DRIVERS AND FIREMEN'S) A WARD 

The new classification structure incorporates all the existing classifica­
tions contained in the following Awards into a single inter-related, 
classification structure: 

1. Metal Industry Award 

Part I Wages Employees 
Part II Draughtsmen, Production Planners and Technical Officers 
Part III Professional Engineers 
Part IV Professional Scienti&ts 
Part V Foremen and Supervisor 
2. Metal Industry (Engine Drivers and Firemen's) Award 

Part I Wages Employees 

Note: Whilst these awards now share a common classijication structure, 
the existing separate award prot'isions still apply until the new Metal 
and Engineering Industry Award is completed. 

UNDERLYING PRINCIPLES 

4.2.1 SKILLS AND TRAINING STANDARDS 

The new classification structure is based on defmitions which specify 
the skill, competency and training requirements for each classification 
level. 

These classification levels are based on the national qualifications out- · 
lined by the Australian Council of Tertiary Awards (ACTA). 

The classification structure is accompanied by a set of skill and compe­
tency standards which indicate the skills an employee should be capa­
ble of performing at each level of the classification structure. It is 
important to understand that all skills and training requirements under 
the new award structure are based on competency standards issued by 
the National Training Board. 

Individual employees will no longer be identified by specific class­
ification titles which describe narrow job functions or technologies 
such as "fitter", "welder", "storeman" or "process worker". Rather, 
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employees will be identifiable by their levels of training and skill. For 
example, a fitter will be identified as an "Engineering Tradesperson 
(Mechanical) Level I" (C10) and a process worker will be identified as 
an "'Engineering Production Employee Level II" (C15). 

4.2.2 A DEFINED CAl.\EER PATH 

The new classification structure provides definable career paths for 
employees. Through appropriate training and satisfaction of the skill 
and competency standards for each classification level, employees will 
be able to progress up the classification structure. Movement up the 
career path may involve cross-skilling or further specialisation. 

i.2.5 BROADER JOB FUNCTiONS . 

As indicated above, specific classification titles such as "fitter", "pro­
cess worker" or "welder" have been eliminated from the new structure 
and replaced with new skill based titles. 

The new classification structure definitions and job des~riptions are 
broader and allow employees to perform a wider range of functions or 
jobs within their classification. 

For example , the job functions of employees .classified as production 
employees (such as process workers, machinists, etc) may be broad­
ened, through the appropriate training, to include minor machine 
maintenance and operation of multiple equipment . 

Similarly, the work a tradesperson can do may be broadened after 
completing appropriate training to include jobs not previously under­
taken by that trade. This may involve mechanical, fabrication and elec­
tricaVelectronic skills which are not solely confmed to that tradesper­
son's "core" skills or trade. 

This does not mean that cross skilling between the trades will occur 
overnight. It will gradually change as tradespeople complete appropri­
ate formal training to extend the range of work they can do. See 
Section 12 for details of changes to the training system. 

For all employees the combination of skills to be exercised will be 
determined through appropriate consultation mechanisms or the plant 
training committee and will be subject to the completion of the appro­
priate training to enable the employee to perform the work safely and 
co1:9petently. 

4.2.4 DEMARCATION AND LABOUrt i"LEXIBILITY 

The broader defmitions of the new classification structure allow man­
agement, unions and employees to discuss ways to re-design jobs so 
that employees perform a wider range of tasks by utilising existing 
skills and acquiring extra skills through accredited training. This will 
not only help overcome demarcations but will ensure that labour flexi­
bility is continually enhanced. 

If the classifi~ation structure is to operate effectively in providing 
employees with career paths and with broader and more skilled jobs, 
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then old, narrow defmitions of an individual employee's job have to be 
discarded in favour of the wider defmitions of the new classifications. 
The new classification structure is also intended to eliminate artificial 
demarcation between different jobs and different unions by increasing 
the flexibility of individual employees through training in new skills 
and responsibilities and by overcoming barriers to the use of their 
existing skills. 

The new classification structure means that the only question should 
be whether an employee. has the appropriate training to perform the 
work safely and competently. 
The employers and the unions are committed to overcoming demarca­
tion problems as part of the award restructuring process. The parties 
are jointly developing a procedure for dealing with disputes which 
might arise over demarcation issues. 

;~~~~~~i: :,, ~ ... --.... -------------------------
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WAGE CLASSIFICATION TITLE I RElATIVITY 
GROUP I TO ClO 

. CSEE s.' a UJ 

Cl(b) Professional Engineer Level IV 210% 
Professional Scientist Level IV 

Cl(a) Professional Engineer Level Ill 180% 
Professional Scientist level Ill 

C2 (b) Experienced Engineer Level II 160% 

I 
Experienced Scientist Level II 
Prlncipal Technical Officer 

C2(a) Leading Technical Officer 
Principal Supervisor /Trainer /Co-ordinator 150% 

C3 Engineering Associate Level II 145% 

C4 Engineering Associate Levell 135% 

cs Engineering Technician Level Y I 
Advanced Engineering Tradesperson Level II 130% 
Graduate Engineer Level I 
Graduate Scientist Levell 

C6 Engineering Technician LevellY 
Advanced Engrneerlng Tradesperson Levell 125% ' 
Graduate/Diplomate Scientist Levell (3 year COLI'se) 

C7 Engineering Technician Level Ill 
Engineering Tradesperson Special Class Level II l15% 

C8 Engineering Technician Level II 
Engineering Tradesperson Special Class Levell llO% 

C9 Engineering Technician Levell 
Engineering Tradesperson level II 105% 

C10 Engineering Tradesperson Level l 
Production system Employee 100% 

Cl1 Englneering Production Employee LevellY 92.4% 

C12 Engineering Production Employee Level Ill 87.4% 

C13 Engineering Production Employee Level II 82% 

C14 Engineering Production Employee Level l 781. 

TRi\INER/SUPERYISO~/CO-ORDINATCit 

Levell Not less than 12~ of the highest wage rate paid to the hlgh~st 
technically qualified employee under supervision and/or training 
(excluding leading hands) 

Level2 Not less than 115% of the highest rate of pay of persons supervised 
and/or trained. 

Technical Not less than 107% of the wage rate applicable to the employee's 
technical classification. 

The classification definitions are contained in Section 7 of this Manual. 
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A\VARD WAGE RELATIVITY TO C10 
Each classification award wage (as distinct from overaward· wage) ls 
expressed as a percentage of the award wage for the C10 classification ­
Engineering Tradesperson Level1 (i.e. basic trades employee). 
The establishment of such relativities has been necessary as a result of 
the August 1989 National Wage Case !lecision and the establishment of 
a single, inter-related classification structure. 

PHASING IN OF AWARD PERCENTAGES 
The award percentages indicated in the table. are being phased-in dur­
ing the period March 1990 to July 1991, so that after July 1991 the actu­
al award wage (in dollars per week) will reflect the percentages 
expressed above. 
This will occur as part of the overall broadbanding of classifications 
and wages referred to in Section 9. 

IIJ NO APPLICATION TO 
OVERAWARDWAGES 
The award percentages do . not relate to overaward payments. That is, 
the overaward wages paid to employees need not conform to the award 
wage relativities. Clearly, overaward payments are an enterprise specif­
ic. matter-and can differ between classifications and between employees 
within the same classification. 

For example, the award will establish an award rate for an engineering 
Production Employee Level II C15 (process worker) at 82% of the 
award rate for an Engineering Tradesperson Level I- C10 (fitter). If a 
process worker (C13) and a fitter (C10) are paid above the awa,d rate, 

·it is not .necessary, nor is it intended, that the process worker's (C13) 
actual weekly wage paid be 82% of that paid to the fitter (C10). 

B!l UNION COMMITMENT 
It is agreed between the parties that the process of transition from the 
old classification structure to the new classification structure cannot in 
itself justify a wage increase in addition to any general wage increase 
which might be awarded by the Industrial Relations Commission. 
During the transition/implementation period the unions will not sup­
port claims for levelling up overaward payments. However. ihe unions 
have expressed concern about the broadbanding of employees with dif- · 
ferent overaward payments into the same new classification level 
where those employees perform work of a like nature. 
The parties have agreed to discuss during the transition period the 
most effective way of implementing broadbanding consistent with 
award restructuring. · 
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Section 6 deals with the effect of the new classification structure upon 
the various categories of employees under the old structure. Each cate­
gory is dealt with separately. 

1111 WAGES EMPLOYEES 
[Part I of the Metal Industry Award and the Metal Industry (Engine 
Dnvers and Firemen's) Award]. 

6.1.1 NON-TR.Hl2S EM?!.GYEES 

Non-trades employee classifications are located between levels C14 to 
C10 (inclusive) in the new structure. Levels C14 to C11 are known as 
Engineering Production Employees, whilst at level C10, the non-trades 
employee is known as a Production System Employee (see below). 

An employee's current correct award classification will determine 
hi8/her location within these new levels. 

The steps to be taken to determine the correct new level for each exist­
mg classification are set out in Section 8 and Appendwes 6 and 7. 
However, some examples are: 
CU: gen.erallabourer, employee not.els.ewhere classified; . . 
C15: process worker, assistant furnaceman, press operators, FRP lami­
nator (other); 
C12: machinist 2nd class, storeman/packer, dogman, trades 
assistant,wire worker (grade III), sheetmetal worker 2nd class; 
C11: rigger, forklift driver, die setter, guillotine operator. 

A Career Path 
For the first time, the classification structure will provide non-trades 
employees with a structured career path. A non-trades · employee will 
now be able to advance up the classification structure through levels 
C14 to C10 and then either through trade, technical, or trainer/supervi­
sor/coordinator training to C1. 

Levels C14/C15 
F'or employees to progress from level C14 to C13 they will be required 
to work at a level of skill and competence which satisfies the definition 
and skill standards of the C13 level in the classification structure. 

Levels C12/C11/C10 
For employees to progress into levels C12/C11/C10 it will be necessary 
to complete formal on and off the job training through a new course, 
the Engineering Production Certificate (see 6.1.2). 

Advancement beyond level C10 will be entirely dependent upon the 
completion of appropriate formal technical or trainer/supervisor/co­
ordinator training to the competency standards issued by the National 
Training Board. 
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For example a C10 Production System Employee may seek to train fur­
ther in a production role by training in technical areas such as produc­
tion planning. 

Definitions and draft skill standards (to be issued when available) for 
each level are set out in Section 7 of this Manual. 

5.1.2 PRODIJC'!'ION SYS7EM ~l\li-pLOYEE 

A new classification, a production system employee, has been estab­
lished at level C10. 
As can be seen from the definitions and draft skill standards (to be 
issued when available) set out in Section 7, it equates to a base trades 
employee in terms of training, skill and competence. 
In order to be classified as a production system employee in future, 
non-trades employees will be required to have completed a new 
course being developed in three stages specifically for non-trades 
employees - the Engineering Production Certificates. 

Engineering Production Certificates (Levels I, II, III) 
These three courses are being designed to provide formal training in 
the skills covered in the definitions for the levels C12, Ctt and C10 
(production system employee). In order to be classified at C12 an 
employee would be required to complete the engineering production 
certificate level I, the C11 employee the 2nd certificate level and the 
C10 employee, the 3rd certificate level. 
Thes.e requirements do not apply in the transition from. the old classifi­
cation to the new classification structure. Existing employees will 
transfer across to the new structure in accordance with the procedures 
outlined in section 8 of this Manual. The requirements to complete the 
various levels of the Engineering Productil)n Certificates in order to 
advance into levels C12/11/10 will apply in future when these courses 
are fully operative. 

6.1.~ JVNI\JR EMPL013ES 
Junior employees (under 21 years of age) will still be employed as 
juniors under the new classification structure. Their rate of pay will 
continue to be a set percentage (depending on their age), of the weekly 
base rate for an Engineering Production Employee Level II (C13). 
These per~entages are unchanged from the current award provisions. 
It is hoped than an increasing number of juniors will be engaged as 
trainees, involving formal on and off-the-job training (see 6.1.4 below). 

6.1..4 TRAINEES (A'-JSTRALIA1'~ TRA;NEESHl P SYS'!'Er.1~ 

In addition to the normal intake of junior employees, employers will be 
encouraged to participate in the Australian Traineeship System. As 
from 30 November 1989 the Metal Industry Award was varied to allow 
the employment of trainees in accordance with the Australian 
Traineeship Scheme established by the Federal Government. 
The traineeship will provide structured training and career opportuni­
ties for young people (aged between 16-19 years) entering the industry 
at non-trade levels. 
The traineeship is for a period of 52 weeks full time employment and 
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involves a 13 week period of formal off-the-job training either through 
TAFE or some other approved training provi,der (such as an individual 
employer). 
Full details of the award Traineeship provisions are set out in 
Appendix 8. 
Discussions are continuing about which classification level is appropri­
ate for an employee who has completed a traineeship. 

3 . .:..5 TRADES EMPLOYEES 

Trades employees under Part I of the current Metal Industry Award are 
located between levels C10 and C6 of the new classification structure. 
An employee's current correct award classification will determine 
his/her location within these new levels. 
For example, a tradesperson is' classified at C10 (Engineering 
Tradesperson- Level1), a special class tradesperson is classified at C8 
(Engineering Tradesperson Special Class Level I) and an electronics 
tradesperson is classified at C6 (Advanced Engineering Tradesperson 
Level1). 

A Career Path 
As with non-trades employees, the new classification structure pro­
vides trade level employees with the opportunity to advance up the lev­
els to C1. This can be done by undertaking and completing additional 
formal traming. 
Each classification level sets out the qualification required for entry at 
that level. Defmitions and skill standards (to be issued when available) 
are set out in Section 7. 

6.~.li 8PECBL G! ... A5S TRA.DESPERSON 

It IS important to understand that under the new classification struc­
ture there are two levels of special class tradesperson. All employees 
currently classified under the existing award as either electrician spe­
cial class or mechanical tradesperson special class, will transfer to C8 
m the new classification structure. They are classified as Engineering 
Tradesperson Special Class Level I. 
The new Engineering Tradesperson Special Class Level II classifica­
tion at level C7 is a new classification requiring experience and qualifi­
cations at a level above and beyond that for the existing special class 
level. 
The post trade qualifications referred to in the definition for level C7 
are not directly comparable with existing post trade qualifications and 
the possession of such qualifications does not itself justify the classifi­
cation of a tradesperson at this level. 

6.1.7 LZA!;lNG HAND ALLOWANCE 

The existing leading hand allowance under Part I of the Award will 
continue to apply under the new classification structure. However it is 
suggested that during the transition/implementation period the parties 
at each establishment should review the incidence of the leading hand 
allowances, especially in the case of employees not performing a lead­
ing hand function. It may be possible to incorporate such allowances 
into the normal weekly wage. This review will help to reduce the 
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anomalies which might be carried into the new classification structure. 

6.1.8 APPi\~TICES 
The award will continue to provide for the indenture of apprentices. 
However, because specific classifications such as fitter, welder, sheet 
metal worker or electrician will no longer exist, in future, apprentices 
will be indentured to become engineering tradespersons in one of the 
three engineering streams eg. Engineering Tradesperson (ElectricaV 
Electronic). 

Apprentice Training 
In future, apprentice training will involve three broad engineering 
steams:-

• electricaVelectronic; 
• fabrication; 
• mechanical. 

Consistent with broader classification definitions, apprentice training 
will also be broader, involving new modules in areas such as quality 
control, computing and communications. These broad based modules 
will also involve some preliminary training in all the three streams 
above before the training becomes more specialised in one of the 
streams (see Section 7 for defmitions of the streams). : 

Training in this new method is already being piloted in a number of 
TAFE colleges during 1990 and it will be available more generally in 
1991. . . . ' . . . 

Adult Apprentices 
As of 30 November 1989 the Metal Industry Award Part I now provides 
for the engagement of adults (persons 21 years of age and over) as 
apprentices. 

The adult apprenticeship provisions will enable semi-skilled employ­
ees to obtain trades level qualifications. 

The amount of training to be completed will be determined in each 
case by the relevant State Training Authority - based on the employee's 
work experience and educational standards. 

Although arrangements regarding rates of pay are somewhat different, 
other terms of a normal apprenticeship apply. 

Full details are set out in Appendix 9 of this Manual. 
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TECHNICAL, DRAUGHTING AND 
PLA~NGEMPLOYEES -
METAL INDUSTRY A W ARQ PART II 
Wi.th the exception of the old classification of Tracer, Part II employees 
are located between the levels of C10 and C2 in the new classification 
structure. The exact level again is dependent upon the employee's 
current award classification. Tracers are classified at level C12 -
Engineering Production Employee Level III. 
As with all other employees, advancement within ·the new classifica­
tion structure will be dependent upon employees completing addition­
al formal training. 
Each classification level sets out the required qualification for entry at 
that level. Definitions and skill standards are set out in Section 7. 

!i.2.1 SPECIAL TRANSITIONAL PROVI~IONS RELATING TO PA.i:\T ll Oi? 
TH~ NillT !..L INDuSTRY A WARD 
Part II of the Metal Industry Award currently provides for service incre­
ments based on years of service in the relevant classifications. 
Progression is currently based on service rather than a combination of 
&kill, knowledge and experience. 
In· addition, many existing employees have an expectation that, after a 
certain number of years experience, they will move to a higher level in 
their classification. For example a detail draughtsman moving to a 
senior detail draughtsman. · ·· · 

However, a Classification structure based on years of service is clearly 
not consistent with the new structure which is based on training, skills, 
and competency standards. 
Nevertheless, given the existing structure within Part II of the award 
and expectations which have been generated, the unions and employ­
ers have agreed, in order to assist the transition, that existing employ­
ees only employed under Part II should maintain their entitlements to 
service increments. Furthermore, in the transition from the old classi­
fication to the new structure they should be able to rely on a reason­
able expectation that they should be able to progress to higher levels. 
Accordingly, the following provisions shall apply:-

t;.2.2. SZ.i:\V!CE INCliEMEr,TS 

A. A Technician who is classified at C9 level shall receive after the 
completion of three years experience at that level (which includes 
experience at the equivalent level under the old classification struc­
ture) an additional two per cent (2%) of the wage rate applicable to 
level C9 and, upon completion of a further year of experience at that 
level, shall receive an additional five per cent (5%) per week; 
B. A Technician who is classified at C8 level, after completion of four 
years of experience (which includes experience at the equivalent level 
under the old classification structure) shall receive an additional five 
per cent (5%) per week of C8 wages; 
C. An Engineering Associate who is classified at C4 level after com­
pletion of two years of experience (which includes experience at the 
equivalent level under the old classification structure) shall receive an 
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additional five per cent (5%) per week of the wage rate applicable to 
level C4. 
Note: Service increments will not apply to new employees employed qfter 
20 March 1990. 

6.2.5 ?ROGRESSION TO TEE NZXT HIGHEST CLASSL.<'ICATION LEVEL 
AND BEYOND '\\'h'"ERE QUALIF~CATIONS Al'rD STANDARDS AilE NOT 
IN PLACE 

Until all the competency standards and qualifications are in place for a 
given classification level, existing employees covered by the Metal 
Industry Award Part II may continue to progress to a higher classifica­
tion level on the basis of: 

"Six months satisfactory performance of the work which is of the same 
nature and which requires the application of a similar standard of 
knowledge and/or engineering experience" to that which is prescribed 
by the defmition, training, skill and competency standards for the next 
highest level. 

Technical officers may also be classified as C2b Principal Technical 
Officers on this basis until such time as standards are fmalised and 
diploma level courses are available .. For example, if a detail 
draughtsperson for a period of six months satisfactorily performs work 
at the C6 level then the employee may be reclassified. 

It should be noted that these arrangements do not apply to new 
employees (i.e. employees engaged after 20 March 1990) and expire 
after the competency standards and qualifications are in place for a 
given classification level. An employee may apply for reclassification to 
a higher level in accordance with the procedures set out in paragraphs 
10.3, 10.4 and 10.5 of this Manual. 

6.2.'to PART II LEADING IUNti ~_LLC\Y .\.N~!.i: 

The award previously prescribed a specific additional weekly payment 
for employees classified as "leading hands" under Part II of the award. 
For example, a Leading Tracer received an additional $11.80 per week 
and a· leading Design Draftsperson an extra $30.40 per week (prior to 
20 March 1990). 

These specific allowances have been replaced and will now be 
expressed as 7% additional to the award rate for the employee's classi­
fication. That is, a Leading Tracer will receive 7% additional to the 
award rate for a tracer and a Leading Design Draughtsperson will 
receive 7% additional to the design draugbting award rate. 

This change is effective from the beginning of the first pay period to. 
commence on or after 20 March 1990. 

Increase to be Absorbed 
Any increase in the leading hand or supervisory allowance resulting 
from this change in excess of a 3% increase is to be absorbed into over 
award payments. 

3.2.5 TECHNICAL- COMPUTING ALL0\'"•1 AN~E 

The allowance for employees engaged in the application of technical 
computing equipment remains in the award as a flat money amount. 
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6.2.6 EXiST!NG A WARiJ CONDITIONS AP?LY 

Whilst existing classifications under Part Ii of the award have been 
merged with other classifications into the single structure, existing· 
award conditions continue to apply. 

lim PROFESSIONAL ENGINEERS ­
METAL INDUSTRY AWARDPARTIII 
The new single classification structure of 14 levels also incoporates 
existing professional engineering classifications within Part III of the 
Metal Industry Award. Professional engineering classifications are 
located between levels C5 and Ct in the new structure. An employee's 
current correct award classification will determine his/her location 
within these new levels. 

6.5.1 COMPARISON OF OLD AND NEW CLASS!FICAIIONS 

The new classification level and title for all existing professional engi­
neering classifications is as follows: 

OLD CLASSIFICAnON NEW CLASSIFICAnON WAGE 
GROUP 

GROUP A 
QlJAUFIED ENGINEER 
a. Non Graduate Graduate Engineer Levell 5 
b. Graduate ·- ·- · . 

EXPERIENCED ENGINEER 
Experienced Engineer 1 Experienced Engineer Level II 2(b) 
Experienced Engineer I! 

GROUP B Professional Engineer Level Ill l (a) 

GROUPC Professional Engineer Level IV l(b) 

The full definitions for each classification level are contained in 
Section 7 of the Manual. Existing employees will transfer to the new 
classification structure in accordance with the above schedule. 

6.5.2 NON GRADUJ_ TE ENG IT-JEERS 

As the above schedule indicates, the new classification structure 
broadbands both existing Group A Qualified Engineer classifications 
(Non Graduate and Graduate) into the one classification - Graduate 
Engineer Level 1, located at Level C5. 

This is the entry level under the new structure. There is no provision 
for a non-graduate engineer classification. 
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In qrder to address the position of non-graduate engineers currently 
employed the award contains the following provision: 
"Provided that any employer employing a non-graduate engineer at the 
date of this application (7 May 1990) may apply to the Australian 
Industrial Relations Commission for an exemption from the require­
ment to increase the award salary to the level of Graduate Engineer 
Level I". 

6.3.5 EA.PERIENCEI; ENGINE~RS 

The old classifications of Experienced Engineer I and II have been 
broadbanded into the new classification of Experienced Engineer 
Level II. This forms the second level in the career path for professional 
engineers under the new structure. 

The Award now provides that: "It is expected that a Graduate Engineer 
Level I will advance to Experienced Engineer Level II following the 
progressive acquisition of skills and competence and such employee's 
competence and salary will be reviewed regularly during that period". 

6.5.4 WAGES AND SALARIES 

In keeping with the remainder of the classification structure, wages 
and salaries for professional engineers will now be expressed in the 
award as a weekly amount rather than as an annual salary. This does 
not, however, affect existing methods of paying wages and salaries. 

Supplementary Payments 
Consistent with the August 1989 · Nation'al Wage· Case decision and ·the 
remainder of the classification structure, the award wage will com­
prise both a base rate and a supplementary payment. Together these 
rates comprise the minimum award rate. 
Supplementary payments were introduced in the award variations of 7 
May 1990. They are to be absorbed into any existing overaward pay­
ments being made to an engineer. 

Future Minimum Rates Adjustment 
Further adjustments to the award rates of pay for professional engi­
neers will be required in the future in order to meet the award wage 
relativities of the new classification structure (see section 5 of the 
Manual). 
These adjustments will be phased in over a two year period and are to 
be absorbed within existing over-award payments. The next adjust­
ment is due in November 1990. Further information will be provided. 

6.3.5 T!\AINEE ENGINE~RS 

Existing award provisions and wage rates for trainee engineers under 
part VI of the Metal Industry Award remain unchanged. 

6.3.6 EYJSTING A WA!\D CONDITiONS APPLY 

Notwithstanding that the professional engineer classifications are now 
contained within a common classification structure the existing provi­
sions of the Metal Industry Award Part III still apply . 



PROFESSIONAL SCIENTISTS -
METAL INDUSTRY AWARD PART IV 
The new single classification structure of 14 levels also incorporates 
existing professional scientist classifications within Part IV of the Metal 
Industry Award. Professional scientist classifications are located 
between levels C6 and C1 in the new structure. An employee's current 
correct award classification will determine his/her location within 
these new levels. 

6.4.t COMPARISON OF O,LD AN::J NEW CLASSIFICATIONS 

The new classification level and title for all existing professional scien­
tist classifications is as follows: 

j 

WAGE 
OLD CLASSIFICATION NEW CLASSIFICATION 

GROUP 

GR0UPA 
QUAUFIED SCIENTIST Graduate/Diplomate 
a. Non Graduate/Diplomate Scientist Level I 

(3 year course) 6 
Graduate Scientist Levell 
(4 or 5 year course) 5 

EXPERIENCED SCIENTIST I Experienced 
EXPERIENCED SCIENTIST II Scientist Level II 2(b) 

GROUPS "ProfesSional Scientist 
Level Ill l(a) 

GROUPC Professional Scientist 
Level IV l(b) 

The full definitions for each classification level are contained in sec­
tion 7 of the Manual. 

Existing employees will transfer to the new classification structure in 
accordance with the above schedule. 

6.4.2 E"\PERI~NCE.J SCIENTISTS 

The old classifications of Experienced Scientist I and II have been 
broad banded into the new classification of Experienced Scientist Level 
II. 
This forms the second level in the career path for professional scien­
tists under the new structure. 
The award now provides that: "It is expected that a Graduate Scientist 
Level I will advance to Experienced Scientist Level II following the 
progressive acquisition of skills and competence and such employee's 
competence and salary will be reviewed regularly during that period." 

6.1..3 W!..GES AND S.+..LARlES 

In keeping with the remainder of the classification structure, wages 
and salaries for professional scientists will now be expressed in the 
award as a weekly amount rather than as an annual salary. This does 
not, however, affect existing methods of paying wages and salaries. 
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Supplementary Payments 
Consistent with the August 1989 National Wage Case decision and the· 
remainder of the classification structilre, the award wage will com­
prise both a base rate and a supplementary payment. Together these 
rates comprise the minimum award rate. 
Supplementary payments were introduced in the award variations of 7 
May 1990. They are to be absorbed into any existing overaward pay-
ments being made to a scientist. · 

Future Minimum Rates Adjustments 
Further adjustments to the award rates of pay for professional engi­
neers will be required in the future in order to meet the award wage 
relativities of the new classification structure (see section 5 of the 
Manual). 

These adjustments will be phased in over a two year period and are to 
be absorbed within existing overaward payments. The next adjustment 
is due in November 1990. Further information will be provided. 
6.4.4 TRAINEE SCIEr~TISTS 

Existing award provisions and wage rates for trainee scientists under 
part VI of the Metal Industry Award remain unchanged. 

6.4.5 EXISTING AWARD CONDITIONS APPLY 

Notwithstanding that the professional sci{mtist classifications are now 
contained within a common classification structlll'e the existing provi­
sions of the Metal Industry Award Part IV still apply. 

m FOREMEN AND SUPERVISORS -
METAL INDUSTRY A WARD PART V 
The old foremen and supervisors classifications have been replaced by 
a new classification known as "Trainer/ Supervisor/Co-ordinator". 
This new classification comprises three (5) levels - Levels I and II and 
a Technical Level. 

Levell Employees currently classttled as a Foreman/Supervisor of either trades 
or non-trades employees will transfer to Trainer /Supervisor /Co-ordinator 
Levell. 

Level II Employees currently classified as a General Foreman/ Supervisor ( le. a 
foreman/supervisor who supervises the work of other foreman or 
supervisors) will transfer across to Trainer/ Supervisor/Co-ordinator Level II. 

Technical The Trainer /Supervisor /Co-ordinator Technical level classification 
Level applies to employees engaged in supervising other employees 

employed in the technical fields, such as those under Part II of the 
current Metal Industry Award (i.e. draughtsmen. technical officers, etc). 

6.5.1 WAGE RATES 

Award wage rates for the Trainer/Supervisor/Co-ordinator classi­
fication will now be based on the payment of a specified percentage 



• 

margin over the ordinary time wage rate (excluding leading hand 
allowances) being paid to the highest technically qualified employee . 
under the supervision of each supervisor, or; in the case of a technical 
level supervisor, on a margin over the employee's classification wage 
rate. 
Thi8 replaces the existing method of a flat money margin over the 
average wage of the employees under supervision. For example, if a 
supervisor has responsibility for a group of employees classified in lev­
els CHand C12, the supervisor wage rate is based on the prescribed 
margin over the highest ordinary time rate applicable to the C12 
employees, excluding leading hand allowances. 

The new Award does not distinguish between trade or production co­
ordinators/supervisors. Of course there may still be a distinction on the 
job and in the appropriate technical training required. The new mar­
gm is 22% above the highest qualified employee supervised. So an 
employee supervising production workers is paid 22% above the high­
est production worker rate as a minimum. An employee supervising 
tradespeople is paid 22% above the highest trades rate as a minimum. 

Minimum Rate 
The award also prescribes a minimum weekly rate which only applies 
should the percentage formula result in a weekly wage rate less than 
the minimum rate. 

For example, the minimum rate for a trainer/supervisor level 1 is cur­
rently $433.70 per week (as from 20 March 1990). The percentage to be 
applied to the wage rate of the highest technically qualified employee 
under supervision at this level is 122%. Should the application of this 
percentage result in an amount less than $433.70 per week, then the 
minimum rate of $433.70 will apply; 

Fluctuating Wages of Employees Under Supervision 
Excluding normal award variations, from time to time the highest 
wage rate amongst any group of employees under supervision will 
change. In order to avoid regular fluctuations of a supervisors weekly 
wage the following procedure applies:-
Wage rates should be calculated each quarter on the basis of the aver­
age actually received by the adult employees supervised for each of the 
weeks that the 38 hours were worked during the previous quarter . 
Provided that the rates shall be calculated on 1 February, 1 May, 1 
August and 1 November each year. 
Provided further that an employer may recalculate wage rates over 
some other consistent pattern of days each quarter which will not dis­
advantage the employee concerned. 

Wage Increases in Excess of the Structural Efficiency Adjustment 
The second structural efficiency adjustment of 20 March 1990 provided 
employees classified as foreman/supervisor with an increase of $15 or 
3% per week. 
In the event that any actual wage increase in excess of any structural 
efficiency adjustment arises out of transferring to the new percentage 
based calculation of wages, an employer is entitled to phase-in such 
additional increases in four equal instalments (20 March, 1990, 1 July 
1990, 1 January 1991 and 1 July 1991) over the period to 1 July 1991. 
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In other words, if an individual supervisor's current weekly wage rate 
(post 20 March 1990) is less than that prescribed by the new percent;. 
age wage calculation and his or her wage must be ·increased to ·meet" 
the new percentage margin, such increase may be phased-in over the 
period to July 1991 in the four equal instalments noted above. 

In such cases any queries should be directed to your employer associa­
tion or union. 
Full details of the Trainer/Supervisor/Co-ordinator classification are 
set out in Section 7 of this Manual. 

6.5.2 SUPERVISOR TRAINING 

The definitions and standards which accompany the classification 
structure will also require that, in future, employees will have to 
undertake formal supervisory training in order to satisfy the defini­
tions. An appropriate course is being developed by TAFE. The new 
award therefore encourages the acquisition of accredited training, 
which has industry wide recognition. 
The lack of any formal training will not affect the new classification 
level of current supervisors/forepersons, who will transfer across in 
accordance with the procedure outlined above in 6.5. 
Existing foremen/supervisors transfer automatically to the new levels. 
Until courses and standards are in place, six months demonstrated 
performance at the relevant level of supervision will be sufficient to 
justify promotion to a supervisor/trainer/coordinator classification. 
The new award recognises the ilicreasmg roie of supervisors in trairi~ 
ing and coordination an.d this will be reflected in the accredited train­
ing courses for supervisors/trainers. 
The new award will also re~ognise additional payment for further 
technical skills and training but the amount is yet to be negotiated. 

6.5.5 EXISTING A WARD CONDITIONS APPLY 

Whilst the classification structure and definitions have been changed, 
the existing provisions under Part V of the Metal Industry Award con­
tinue to apply. 

NEW EMPLOYEES 
The objectives of the transition/implementation period are to enable 
employers and employees at each establishment to familiarise them­
selves with the new classification structure, transfer existing employ­
ees to that structure and operate under it in place of the old structure. 
After each establishment has transferred existing employees to their 
new classification titles and levels, new employees after this date will 
be employed under the new classification structure. At which level in 
the new classification str~cture they will be classified will depend on 
the same factors used to classify employees in the past, including:-

• the employee's formal qualifications; 
• the job the employee will be performing; 
• the employee's skills and competencies. 

______ ,, ________________________________________________ ___ 
i!O 
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Irrespective of whether the existing employees have transferred to the 
new classifications, all new employees should now be classified into 
the new structure according to the above criteria. 

6.6.1 WAGE RATE AND CLASSIFICATION LEVEL FOR EMPLOYEES 
WITHOUT RELEVANT WORK EXPERIENCE 

i. Employees with Qualifications 
Employees without prior experience in the metal and engineering 
industry or other relevant work experience shall start at the classifica­
tion corresponding to their level of academic or technical training 
based upon the following formula. Provided that the employee must 
satisfy the requirements of the award definitions in order to be classi­
fied at 8UCh level and be paid the full wage rate specified. 

Wage rate for employees commencing work holding advanced certifi­
cate level qualification or equivalent. 

0 

1 

2 

3 

77"/o 

85"/o 

96"/o 

1 ClO"'o 

Years of relevant work experience 
in current position - % of C5 rate 

Wage ·rate for employees commencing work holding associate diploma 
qualification or equivalent. 

0 

1 

2 

3 

4 

72% 

79"1. 

89"/o 

93% 

100% 

Years of relevant work experience 
in current position - % of C3 rate 

ii. Employees Undertaking Training 
The wage rate for employees without experience or qualifications 
commencing work in technical fields shall be in accordance with the 
following formula. This includes those working in technical or related 
areas while undertaking training in the qualifications prescribed in· the 
definitions for classifications above C10 . For example a Technical 
Assistant who does not have a trade qualification but is undertaking 
formal training. 

0 

1 

2 

3 

83"/o 

88% 

95% 

100% 

Years of relevant work experience 
in current position - % of C9 rate 
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iii. The wage rate for employees without work experience but holdin g 
a Diploma is still being developed. · . . 
Note: Technical trainees are covered by clause 6 of the Metal Industry 
Award (Part 2). The clause covering those employees undertaking trai~ 
ing will be updated in relation to adults in the award modernisation 
process. 

l'fB ON-SITE CONSTRUCTION WORK­
METAL INDUSTRY A WARD APPENDIX A 
Appendix A of the Metal Industry Award, which covers on-site con­
struction work has effectively been replaced by a separate new award, 
the National Metal and Engineering On-Site Construction Industry 
Award 1989. 
This award became operative from 18 April1989. The new award is 
part of the award restructuring process in the building and construc­
tion industry. Employees engaged ·in construction work and previously 
covered under Appendix A are now covered by the new Award. 
Further information is available from your employer organisation or 
union. 
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Ill EXPLANATORY NOTES 
This section provides the following information for each classification 
level: 

• classification defmition; . 
• indicative tasks of an employee at that level; 
• skill and competency standards required of an employee at that level 
(when available); 
• the list of current award wage groups (with examples) within each 
level. 

In some classification defmitions there is a reference to "x" or "y" mod­
ules of training to be completed as part of the training requirement for 
that classification. The exact requirement is yet to be determined and 
is thus referred to as "x" or "y". 

ID WHATARETHES~LLAND 
COMPETENCY STANDARDS? 
The Australian Committee on TAFE Curriculum. (ACTC)bave devel­
oped draft skill and competency standards for the new classification 
structure. With a new classification structure based on broader job 
functions, skills and training, it is necessary to specify at each level of 
the classification structure what skills and competencies an employee 
must possess and be able to utilise in order to be classified at that level. 

Draft Standards have been developed for classification levels C12 to 
C7. These are being fme tuned before fmal release. They will be dis­
tributed as they are completed. Standards for the other classification 
levels are in the process of development. These should be available in 
mid 1990. 

By setting out the skills and competencies required of each classifica­
tion level, the standards: 

• provide the basis for the training qualifications specified for each 
level of the new classification structure; 
· • provide the basis for the proper classification of employees under 
the new structure. 
• enable employees and employers to clearly understand the skills 
and competencies employees need to progress within the career 
structure. 
• establish consistent skill requirements and competencies on a 
national basis; 
• provide a mechanism for testing employee claims for 
reclassification. 
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WAGE GROUP: C14 

~NGINEERING/PRODUCTION EMPLOYEE LEVEL I 

An engineering/production employee - level l is an employee who is 
undertaking up to 38 hours induction training which may include 
information on the enterprise, conditions of employment, introduction 
to supervisors and fellow workers, training and career path opportuni­
ties, plant layout, work and documentation procedures, occupational 
health and safety, equal employment opportunity and quality 
controVassurance. 
An employee at this level performs routine duties essentially of a man­
ual nature and to the level of his/her training:-
1. Performs general labouring and cleaning duties; 
2. Exercises minimal judgement; 
5. Works under direct supervision; or 
4. Is undertaking structured training so as to enable them to work at 

C13level. 

EXISTING A WARD CLASSIFICATIONS CONT AINE!J W~THIN 
ENmNEERING/ 2RODUCTION EMPLOYEE LE\'EL I. 

Metal Industry Award Part I 
G47 Other employees with not less than three months experience; 
G48 Employees not elsewhere classified. 

~ . . .· ·. 
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WAGE GROUP: C15 
t:U.\TI\Jn ·r<l< . tO I'i2"., 

ENGINEEmNG/PRODU~TION EMPLOYEE ~EVEL II 

An engineering/production employee level II is an employee who has 
completed up to three months structured training so as to enable the 
employee to perform work within the scope of this level. 

An employee at this level performs work above and beyond the skills of 
an employee at C14 and to the level of his/her training:-

1. Works under direct supervision either individually or in a team 
environment. 
2. Understands and undertakes basic quality controVassurance pro­
cedures including the ability to recognise basic quality 
deviations/faults. 
5. Understands and utilises basic statistical process control 
procedures. · 

Indicative of the tasks which an employee at this level may perform are 
the following: 

• Repetition work on automatic, semi-automatic or single purpose 
machines or equipment. 
• Assembles components using basic written, spoken and/or diagra­
matic instructions in an assembly environment; 
• Bask soldering or butt and spot welding skills or cuts scrap with an 
oxy-acetylene blow pipe; 
• Uses selected hand tools. 
• Boiler cleaning; 
• Maintains simple records. 
• Uses hand trolleys and pallet trucks 
• Assists in the provision of on-the-job training in conjunction with 
tradespersons and supenisors/trainers. 

EXIS~'JNG AW.\RD CLASSeiCATIOf~S CONTAINED Wi:T!-!IN 
ENGINEERING/ PRODUC'~'ION EMPLO\.EE ;..EVEL I:: CH 

Metal Industry Award Part I 
G34 
G35 
G36 
G38 
G39 
G40 
G42 
G43 
G43A 
G43B 
G44 
G45 

Machinist 5rd class; Spray Painter (Ironwork Brush Hand) 
Corestove Attendant 
Assistant Furnaceman (Foundry) 
Die Setter; FRP (including Fibre-Glass) laminator - other 
Forger's Assistant; Assistant Furnaceman 
Process Worker 
Press Operator (Heavy) 
Press Operator (Light) 
Operator Trimming or Cutting M/C other 
Assistant on Foaming Machine 
Operator Dry Ice Machine (CIG) 
Mill Hand and Mixer 

Metal Industry (Engine Drivers and Firemen's) Award 
Category A Electric Motor Attendant under 70 kw 
Category D String Crane Driver 5 Tonne or less 
Category G Greaser 
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WAGE GROUP: C12 
1\I:L\11\IIl TOC!HH7.1 "~ 

ENGINEERING/PRODUCTION EMPLOYEE LEVEL Ill 

An engineering/production employee - level III is an employee who 
has completed an Engineering Production Certificate I or equivalent 
training so as to enable them to perform work within the scope of this 
level. 

An employee at this level performs work above and beyond the skills of 
an employee at C13 and to the level of his/her training; 

1. Is responsible for the quality of his/her own work subject to routine 
supervision; 
2. Works under routine supervision either individually or in a team 
environment; 
5. Exercises discretion within his/her level of skills and training. 

Indicative of the tasks which an employee at this level may perform are 
the following: 

• Operates flexibly between assembly 8tations; 
• Operates machinery and equipment requiring the exercise of skill 
and knowledge beyond that of an employee at level C13; 
• Non-trade engineering skills; 
• Basic tracing and sketching skills; 
• Re·ceiving, despatching, distributing, sorting, checking, packing 
(other than repetitive packing in a standard container or containers in 
which such goods are ordinarily sold), documenting and recording of 
goods, materials and components; 
• Basic inventory control in the context of a production process; 
• Basic keyboard skills; · 
• Advanced soldering techniques; 
• Boiler attendant; 
• Operation of mobile equipment inCluding forklifts, hand trolleys, 
pallet trucks, overhead crane and winch operation; 
• Ability to measure accurately; 
• Assists one or more tradespersons; 
• Welding which requires the exercise of knowledge and skills above 

C13; 
• Assists in the provision of on-the-job training in conjunction with 
tradespersons and supervisors/trainers. 

EXISTING A WARD CLASSIF1C.\ TIONS CONTAINED WITHL~ 
ENGINEERING/ PRODUCTION EMPLOYEE LEVEL III: C12 

Metal Industry Award Part I 

G22 Machinist 2nd class; Sheetmetal Worker 2nd Class 
G23 Furnaceman-Cupola 
G24 Furnaceman - Electric 
G25 Wire Worker Grade III 
G26 Storeman and/or Packer 
G27 Operator.in Charge Foaming M/C (plastics division) 
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WAGE GROUP: C11 
BEl. \TI\ rn TO<: 10 91.1"), 

ENGINEERING/PRODUCTION EMPLOYEE LEVEL IV 

An engineering/production employee - level IV is an employee who 
has completed an Engineering Production Certificate II or equivalent 
training so as to enable the employee to perform work within the scope 
of this level. 

An employee at this level performs work above and beyond the skills of 
a C 12 and to the level of his/her training; 

1. Works from complex instructions and procedures; 
2. Assists in provision of on the job training to a limited degree; 
5. Coordinates work in a team environment or works individually 
under general supervision; 
4. Is responsible for assuring the quality of their own work; 
Indicative of the tasks which an employee at this level may perform are 
the following: 
• Uses precision measuring instruments; 
• Machine setting, loading and operation; 
• Rigging (certificated); 
• Inventory and store control including:-
licensed operati()J). of all appropriate materials handling equipment; 
use of tools and equiprnent within the scope of this level (basiC non­
trades maintenance); 
• Computer operation at a level higher than that of an employee at 
C12level; 
• intermediate keyboard skills; 
• basic engineering ~nd fault fmding skills; 
• performs basic quality checks on the work of others; 
• licensed and certified for forklift, engine driving and crane driving 
operations to a level higher than C12; 
• has a knowledge of the employer's operation as it relates to the pro­
duction process; 
• lubrication of production machinery equipment; 
• assists in the provision of on-the-job training in conjunction with 
tradespersons and supervisor/trainers. 

EYJS'!.'!NG !..WARD CLASSIFICATIONS CONTAINED WITi!IN. 
ENGINEERING/ PROCUCT:ON EMP~OYE:i!: LEVEL IV: C11 

Metal Industry Award Part I 

G12 Spinner First Class 
G12A Rigger and/or Splicer (SA, VIC, TAS) other than on construction 

work (NSW & QLD) only 
G13 Rigger and Splicer (NSW, QLD) 
G14 Fork Lift -over 4550 kg 
G15 Cable Jointer Over 6600 volts 
G16 Wire Worker Grade 1 
G17 Forge Furnaceman 
G18 Fork Lift up to 4550 kg 
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G28 Spraypainter, prime and imishing coat 
G29 Bar Shear Operator 
G50 Assembler ~Window Frame Making 
G51 Dogman 
G52 Heat Treater Operative 
G35 Welder 2nd class 
G57 Employee Assisting Tradesman (Foundry) 
G41 Trades Assistant 

Metal Industry Avrard Part II 

Tracers 

Metal Industry (Engine Drivers and Firemen's Award) 

Category A Electric Motor Attendant 70 kw to 180 kw 
Category C Winch Drivers Other 
Category D Hydraulic Station Jib Crane Driver 
Category E Tow Motors 
Category F Boiler Attendant - Fireman 
Category G Greaser - Oiler First class 
Category H Mechanical Plant Operator Group I 
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G18A 
G19 
G20 
G21 

Trades Assistant (On-Site Construction) 
FRP (including fibreglass) mould maker 
Guillotine Operator 
Die Setter/Press Operator 

Metal Industry (Engine Drivers and Firemen's) Award 

Category A Electric Motor Attendants 35kw- 180kw 
Category B Locomotive Engine Drivers Carrying Persons 
Category C Winch Drivers - Power House Construction, 
Category D Lofty Cranes - Class I - II - III, Fork Lifts, Mobile Cranes 

not over 20 tonnes 
Category F Boiler Attendant, 1st Class Fireman 
Category H Mechanical Plant Operators Groups 2-3-4-5 
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WAGE GROUP: C10 

ENGINEERING TRADESPERSON LEVEL I 
PRODUCTION SYSTEM EMPLOYEE 

ENGINEERING TRADESPERSON LEYEL I 

An Engineering Tradesperson Level I is an employee who holds a 
Trade Certificate or Tradesperson's Rights Certificate as an: 

i. Engineering Tradesperson (electricaVelectronic) Level I; 
ii. Engineering Tradesperson (mechanical) Level I; 
iii. Engineering Tradesperson (fabrication) Level I; 
and is able to exercise the skills and knowledge of that trade. 
An Engineering Tradesperson Level I works above and beyond an 
employee at C11 and to the level of his/her training; 
1. Understands and applies quality control techniques; 
2. Exercises good interpersonal and communications skills; 
5. Exercises keyboard skills at a level higher than Cit; 
4. Exercises discretion within the scope of this grade; 
5. Performs work under linlited supervision either individually or in a 
team environment; 
6. Operates all lifting equipment incidental to his/her work; 
7. Performs non-trade tasks incidental to his/her work; 
8. Performs work which, while primarily involving the skills of the 
employee's trade, is incidental or peripheral to the primary task and 
facilitates the completion of the whole task. Such incidental or periph­
eral work would not require additional formal technical training; 
9. Able to inspect products and/or materials for conformity with 
established operational standards. 

PRODUCTION SYSTEM EMPLOYEE 

A production system employee is an employee who, while still being 
primarily engaged in engineering/production work applies the skills 
acquired through the succe&sful completion of a trade certificate level 
qualification in the production, distribution, or stores functions accord­
ing to the needs of the enterprise. 

A production system employee works above and beyond an employee 
at C 11 and to the level of his/her training;:- · 

1. Understands and applies quality control techniques; 
2. Exercises good interpersonal and communications skills; 
5. Exercises keyboard skills at a level higher than Cit; 
4. Exercises discretion within the scope of this grade; 
5. Performs work under general supervision either individually or in 
a team environment; 
6. Able to inspect products and/or materials for conformity with 
established operational standards. 
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Indicative tasks which an employee at this level may perform are as 
follows: 
• Approves and passes first off samples and maintains quality Of 
product; 
• Works from basic production drawings, prints or plans; 
• Operates, sets up and adjusts all production machinery in a plant 
including production process welding to the extent of his/her training; 
• Can perform a range of engineering maintenance functions 
including: 
• Removing equipment fastenings including use of destructive cut­
ting equipment; 
• Lubrication ofproduction equipment; 
• Running adjustmentS to production equipment; 
• Operates all lifting equipment; 
• Basic production scheduling and materials handling within the 
scope of the production process or directly related functions within 
raw materials/finished goods locations in conjunction with 
technicians; 
• Understands and applies computer techniques as they relate to pro­
duction process operations; 
• First class engine drivers' certificate; 
· • High level of stores and inventory responsibility beyond the require­
ments of an employee at C11; 
• Assist& in the provision of on the job training ·"in conjunction with 
tradespersons and trainers; 
• Has a sound knowledge of the employer's operations as it relates to 
the production process. 

E"XISTING A WARD CLASSIFICATIONS 
CONTAINED WITHIN PRODUCTION SYSTEM EMPLOYEE 
AND ::i:NGINEERING TRADESPERSON LEVEL I: C10 

Metal Industry Award Part I 
GB Toolsmith 
G9 Plate Setter/Frame Bender 
G10 Fitter; Machinist 1st Class; Welder 1st Class; Electrical Fitter 

Metal Industry (Engine Drivers and Firemen's) Award 
CategoryD 
CategoryH 

Crane Drivers over 20 tonnes to 100 tonnes 
Mechanical Plant Operators Group 6 
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WAGE GROUP C9 
nrL u 1\1 1' ·1 o uu JOi ': .... 

ENGINEERING TRADESPERSON LEVEL II 
ENGINEERING TECHNICIAN LEVEL I 

ENGINZERING ':'RAD.S:S:PERSON ;..EYZL e 
An Engineering Tradesperson Level II is an; 

-

i. Engineering Tradesperson (electrical/electronic) - Level II; 
ii. Engineering Tradesperson (mechanical) Level II; or 
iii. Engineering ~radesperson (fabrication) Level II; 
Who has completed the following training requirement: 
i. 55% of the modules towards an appropriate Post Trade Certificate; 
ii Or x percentage of modules towards an Advanced Certificate; 
iii. Or y percentage of modules towards an Associate Diploma; pre-
scribed in Appendix X of these definitions. · 
An Engineering Tradesperson Level II works above and beyond a 
Tradesperson at C10 and to the level ofhislher training:-
1. Exercises the skills attained through satisfactory completion of the 
training prescribed for this classification subject to the standards pre­
scribed by Appendix X of this Award 
2. Exercises discretion within the scope of this grade. 
5. Works under general supervisi.on ·either individually or in a team 
environment; 
4. Understands and implements quality control techniques; 
5. Provides trade guidance and assistance as part of a work team; 
6. Exercises trade skills relevant to the specific requirements of the 
enterprise at a level higher than Engineering Tradesperson Level I. 
Tasks which an employee at this level may perform are subject to the 
employee having the appropriate trade and post-trade training to 
enable them to perform particular tasks. 

ENGINEERING TECHN!.CIAN LE\'EL 1 

An Engineering Technician - Level I is an employee who has the 
equivalent level of training and/or experience to a C9 tradesperson in 
the technical fields as defined but is engaged in detail draughting or 
routine planning or technical tasks requiring technical knowledge. 

EXISTING.\ WARD CLASSIFICATIONS COI"ITAINED w;THIN 
ENGINEE:aiNG TRADESPERSON LEVEL II 
ANiJ ENGINE~RING TECH~1.CIAN LE.,EL I: C9 

Metal Industry Award Part I 
G2 Inspector 
G3 Patternmaker; Toolmaker 
G4 Forger ·and/or Faggoter 
G5 Electrical Instrument Maker/Repairer 
G6 Hand Engraver 
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G7 Welder - special class 
G2 Electrician in charge of a supply undertaking ... '' . . . . . ' 

Metal Industry Award Part II 
Detail Draughtsman 
Planning Assistant 
Technical Assistant 

Metal Industry (Engine Drivers and Firemen's) Award 

Category D Floating Cranes - Cockatoo Dockyard 
Category D Mobile Crane Drivers- 180 tonnes to 220 tonnes 

WAGE GROUP C8 
I I 1.1 \ I I\ I I ) I 0 < Ill I Ill ·r.. --

ENGINEERING TRADESPERSON SPECIAL CLASS LEVEL I 
ENGINEERING TECHNICIAN LEVEL D 

ENGINEERING TRADESPERSDN SPECIA!.. CLASS LEVEL I 

.:\. Special Class Engineering Tradesperson Level I means a:-
i. , Special Class Engineering Tradesperson (electrical/ electronic). 
Level I; or 
ii. Special Class Engineering Tradesperson (mechanical) Levell; or 
iii. Special Class Engineering Tradesperson (fabrication) Level I; 

who has completed the following training requirement:-
i. 66% of the modules towards an appropriate post trade certificate 
or; 
ii. x percentage of modules towards an advanced certificate 
iii. Or y percentage of modules towards an associate diploma, as pre­
scribed in Appendix X of these definitions. 

A Special Class Engineering Tradesperson Level I works above and 
beyond an employee at C9 and to the level of his/her training:-

1. Exercises the skills attained through satisfactory completion of the 
training prescribed for this classification subject to the standards pre­
scribed by Appendix X of this Award; 
2. Provides trade guidance and assistance as part of a work team; 
5. Assists in the provision of training in conjunction with supervisors 
and trainers; 
4. Understands and implements quality control techniques; 
5. Works under limited supervision either individually or in a team 
environment. 



The following indicative tasks which an employee at this level may 
. perform are subject to the employee having the appropriate trade and 
post-trade training to enable them to perform particular indicative 
tasks:-

• Exercises high precision trade skills using various materials and/or 
specialised techniques; 
• Performs operations on a CAD/CAM terminal in the performance of 
routine modifications to NC/CNC programs; 
• Installs, repairs and maintains, tests, modifies, commissions and/or 
fault finds on complex machinery and equipment which utilise 
hydraulic and/or pnewnatic principles and in the course of such work, 
is required to read and understand hydraulic and pneumatic circuitry 
which controls fluid power systems; 
• Works on complex or intricate circuitry which involves examining, 
diagnosing and modifying systems comprising interconnected circuits. 

ENGINEERING TECHNICHN !£VEL II 

Engineering Technician - Level II means an employee who has an 
equivalent level of training and/or experience to an Engineering 
Tradesperson - Level III but is engaged in detail draughting or plan­
ning or technical work which requires the exerCise of judgement and 
skill in excess of that required of an employee at C9 under the supervi­
sion of technical staff. 

EXIST!NG A WARD CLASSIFICATIONS CONTA:NED WITJ:!tf SPECiAL 
CLA.S3 ENGINE!i:lill~3 TRAI;ES?ERSON LEYEL I 1.-ND ENGINEERING 
TECiil'JICIAN LE"VLL II: C8 

Metal Industry Award Part I 
G1A Mechanical Tradesperson - Special Class 
Instrument Tradesperson - Complex Systems 
Electrician Special Class 

Metal Industry (Engine Drivers and Firemen's) Award 

Category D Mobile Crane Drivers 180 Tonnes to 220 Tonnes 



\VAGE GROUP C7 
1\1-.1. \TI\ rn 'I 0 1:10 II I"~ 

ENGINEERING TRADESPERSON- SPECIAL CLASS LEVEL II 
ENGINEERING TECHNI.CIAN LEVEL III 

ENGINEERING TRADESPERSON - SPECIAL CLASS LEVEL II 

A Special Class Engineering Tradesperson Level II means a:-

i. Special Class Engineering Tradesperson (electrical/electronic) 
Level II; or 
ii. Special Class Engineering Tradesperson (mechanical) Level II; or 
iii. Special Class Engineering Tradesperson (fabrication) Level II. 
who has completed the following training requirement: 
i. An appropriate Post Trade Certificate; 
ii. Or x percentage of modules towards an Advanced Certificate; 
iii. Or y percentage of modules towards an Associate Diploma; 

as prescribed in Appendix X of these definitions. 
An Engineering Tradesperson Special Class - Level II works above and 
beyond a trades person at GB and to the level of his/her training; 
1. Exercises the skills attained through satisfactory completion of the 
training prescribed for this classification subject to the standards pre­
scnbed by Appendix X of this Award; 

. 2. Is able to provide trade guidance and assistance as part of a work 
team; 
5. Provides training in conjunction with supervisors and trainers; 
4. Understands and implements quality control techniques; 
5. Works under limited supervision either individually or in a team 
environment. 

The following indicative tasks which an employee at this level may 
perform are subject to the employee having appropriate trade and 
post-trade training to enable the employee to perform the particular 
indicative tasks:-

• Works on machines or equipment which utilise complex mechanical 
or hydraulic and/or pneumatic circuitry and controls or a combination 
thereof; 
• Works on machines or equipment which utilise complex. 
electrical/electronic circuitry and controls; 
• Works on instruments which make up a complex control system 
which utilises some combination of electrical/electronic, mechanical 
or fluid power principles; 
• Applies advanced computer numerical control techniques in 
machining or cutting or welding or fabrication; 
• Exercises intermediate CAD/CAM skills in the performance of rou­
tine modifications to programs; 
• Works on complex or intricate interconnected electrical circuits at a 
level above C8; 
• Works on complex radio/communication equipment. 
NB: The post trade certificate referred to in this definition is not direct-
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ly comparable with existing post trade qualifications and the posses­
sion of such qualifications does not in itself justify the classification of a 
tradesperson to this level. , 

ENGINEERiNG TECHNICIAN LEVEL lli 

Engineering Technician - Level III means an employee who has equiv­
alent level of training and/or experience to C7 Special Class 
Tradesperson Level II but is engaged in one of the following areas:-
• Detail draughting or planning or technical duties requiring judge­
ment and skill in excess of that required of a technician at C8 under 
the supervision of technical staff; or 
• Possesses a level of training and/or experience at C8 level and exer­
cises cross skilling in technical fields as defined. 

EXiSTING A W J..RD CLASSIFICATIONS CONT.\INED V\'ITHIN 
ENGINEERING TRADESPERSON 8PECIAL CLASS LEVEL II AND 
EN~INEERING TECIL.~CIAN LEVEL II!: C7 

Metal Industry (Engine Drivers and Firemen's) Award 
Category D Mobile Crane Drivers Over 220 Tonnes 

WAGE GROUP: G6 
I \1 I \ I I\ I I ) I 0 t II I I 2 -, :, , -

ADVANCED ENGINEERING TRADESPERSON LEVEL I 
ENGINEERING TECHNICIAN LEVEL IV 
GRADUATE/DIPLOMATE SCIENTIST LEVEL l (5 YEAR COURSE) 

ADVANCE!l ENGINEERING Ti\A.DES:?ERSON LEVEL I 

An Advanced Engineering Tradesperson Level I means an:-
i. Advanced Engineering Tradesperson (electrical/electronic) Level 
I; or 
ii. Advanced Engineering Tradesperson (mechanical) Level I; or 
iii. Advanced Engineering Tradesperson (fabrication) Level I; who has 
completed; 
• x modules of an Advanced Certificate; 
• Or y modules of an Associate Diploma; 
• Or equivalent accredited training. 
As prescribed in Appendix X of these definitions. 
An Advanced Engineering Tradesperson Level I works above and 
beyond a tradesperson at C7 and to the level of his/her training; 
1. Undertakes quality control and work organisation at a level higher 
than for C7; 
2. Provides trade guidance and assistance as part of a work team; 
~. Assists in the provision of training to employees in conjunction 
with supervisors/trainers; 
4. Performs maintenance planning and predictive maintenance work 
not in technical fields; 

- -----------------------------------------------------., , ... .. , ' . ~6 
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5. Works under limited supervision either individually or in a team 
environment; 
6. . Prepares reports of a technical nature on specific tasks or assign­
ments as directed; 
7. Exercises broad discretion within the scope of this level. 

The following indicative tasks which an employee at this level may 
perform are subject to the employee having appropriate trade and 
post-trade training to enable the employee to perform the particular 
indicative tasks:-
• W or)ting on combinations of machines or equipment which utilise 
complex electrical or electronic or mechanical or fluid power princi­
ples; 
• Working on instruments which make up a complex control system 
which utilises some combination of electrical, or electronic, mechani­
cal or fluid power principles and electronic circuitry containing com­
plex digital and/or analogue control systems utilising integrated cir­
cuitry; 
• Applies computer integrated manufacturing techniques involving a 
higher level of computer operating and programming skills than for 
C7; 
• Working on various forms of machinery and equipment which are 
electronically controlled by complex digital and/or analogue control 
systems using integrated circuitry. 

E_~GlNEERlNG TECHNICIAN LEVEL IV-"' .· 

An Engineering Technician Level IV means an employee who has 
equivalent level training and skills to an Advanced Engineering 
Tradesperson- Level I but is engaged in one of the following areas to 
the extent of that training:-

i. Detail draughting involving originality of thought which requires 
the exercise of judgement and skill in excess of that required of a 
Technician at C7 level under the supervision of Technical and/or pro­
fessional staff; or 
ii. Is engaged in planning or technical duties r equiring judgement 
and skill in excess of that required of a technician at C7 level under the 
.supervision of technical and/or professional staff; or 
iii. Exercises a level of cross skilling in technical fields as defmed. 

GRADUATE/DIPLOMATE SCIENTIST LEVEL. I (~~EAR COURSE) 

The graduate/diplomate Scientist is the commencement level. The. 
Scientist undertakes initial professional scientific tasks of limited scope 
and complexity, such as minor phases of broader assignments; in 
office, plant, field or laboratory work. 

Classification Level Defmition 
Under supervision from higher level Professional Scientists as to 
method of approach and requirements, the Professional Scientist per­
forms normal professional scientific work and exercises individual 
judgement and initiative in the application of scientific principles, 
techniques and methods. In assisting more senior professional scien­
tists by carrying out tasks requiring accuracy and adherence to pre­
scribed methods of scientific analysis, design or computation, the 

37 



Scientist draws upon advanced techniques and methods learned dur-:­
ing a~d after the undergraduate course. 
Training, development, and experience using a variety of standard sci­
entific methods and procedures, enable the professional scientist to 
develop increasing professional judgement and apply it progressively 
to more difficult tasks at Level C2(b). 
Decisions are related to tasks performed, relying upon precedent or 
defined procedures for guidance. Recommendations are related to 
solution of problems in connection to the tasks performed. 
Work is reviewed by higher level Professional Scientists for validity, 
adequacy, methods and procedures. With professional development 
and experience work receives less review and the professional scien­
tist progressively exercises more individual judgement until the level 
of competence at Level II is achieved. 
The professional scientist may assign and check work of technical staff 
assigned to work on a common project. 

EXISTING A WARD CLASSIFICATIONS CONT\INED WITHIN 
ADVANCED ENGINEERING TRADESPERSON LEVEL I, ENGINEERING 
TECHNICIAN i..EVEL IV .\NO GRADUATE/DIPLOMATE SCIENTIST 
i..EVEL 1: 

Metal Industry Award Part I 

G1 Electronic Tradesperson 
G1· · · Instrumentation arid Controls Tradesperson 

Metal Industry Award Part II 
Senior Detail Draughtsman 
Planning Technician 
Technician 

Metal Industry Award Part IV 
Group A Qualified Scientist; (i) Graduate/Diplomate (5 year course) 



WAGE GROUP: C5 
1\1:1 \TI\ rn TO UO 1111"~, • 

ADVANCED ENGINEERING TRADESPERSON LEVEL II 
ENGINEERING TECHNICIAN LEVEL V 
GRADUATE ENGINEER LEVEL I 
GRADUATE SCIENTIST LEVEL I (4 TO 5 YEAR COURSE) 

ADV t..NCED ENG!NEERING TRADESPERSON LEVEL II 

An Advanced Engineering Tradesperson Level II means an 

i. Advanced Engineering Tradesperson (electricaVelectronic) Level II 
ii. Advanced Engineering Tradesperson (mechanical) Level II; 
iii. Advanced Engineering Tradesperson (fabrication)Level II; 

who has completed:-
i. An Advanced Certificate; or 
ii. y modules of an Associate Diploma; or 
iii. equivalent accredited training; 

As prescribed in Appendix X of these definitions. 
An Advanced Engineering Tradesperson Level II works above and 
beyond a tradesperson at C6 and to the level of his/her training and:-
1. · Provides technical guidance within the scope of this level; 

· 2. Prepares reports of a technical nature on specific tasks or assign­
ments as directed or within the scope of discretion at this level; 
5. Has an overall knowledge and understanding of the operating prin­
ciples of the systems and equipment on which the tradesperson is 
required to carry out his/her task; 
4. Assists in the provision of on the job training in conjunction with 
supervisors and trainers. 
The following indicative tasks which an employee· at this level may 
perform are subject to the employee having appropriate trade and 
post-trade training to enable the employee to perform the particular 
indicative tasks:-
• Through a systems approach is able to exercise high level diagnostic 
skills on complex forms of machinery, equipment and instruments 
which utilise some combination of electrical, electronic, mechanical or 
fluid power principles; 
• Set up, commission, maintain and operate sophisticated main­
tenance, production and test equipment and/or systems involving the 
application of computer operating skills at a higher level than 
Advanced Engineering Tradesperson Level I; 
• Works on various forms of machinery and equipment electronically 
controlled by complex digital and/or analogue control systems using 
integrated circuitry; 
• Works on complex electronics or instruments or communications 
equipment or control systems which utilise electronic principles and 
electronic circuitry containing complex analogue and/or digital control 
systems using integrated circuitry. 
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ENGINEERING TECHNICIAN V 

An Engineering Technician Level V has an equivalent level of training 
and/or experience to that of an Advanced Engineering Tradesperson 
Level II but is engaged in one of the following areas:-

i. Undertakes draughting or planning or technical duties which 
require the exercise of judgement and skill in excess of that required 
ofC6; or 
ii. Exercises a level of cross skilling in technical fields as defined con­
sistent with the training and experience at this level. 

GRADUATE SCIENTIST LEVE!.. I (4 TO 5 YEAR COURSE) 

The graduate Scientist is the commencement level. The Scientist 
undertakes initial professional scientific tasks of limited scope and 
complexity, such as minor phases of broader assignments, in office, 
plant, field or laboratory work. 

Classification Level Definition 
Under supervision from higher level Professional Scientists ·as to 
method of approach and requirements, the Professional Scientist per­
forms normal professional scientific work and exercises individual 
judgement and initiative in the application of scientific principles, 
techniques and methods. In assisting more senior professional scien­
tists by carrying out tasks requiring accuracy and adherence to pre­
scribed methods of scientific analysis, design or computation, the 
Scientist draws upon advanced techniques and methods learned dur­
ing and after the undergraduate course. 

Training, development, and experience using a variety of standard sci­
entific methods and procedures, enable the professional scientist to 
develop increasing professional judgement and apply it progressively 
to more difficult tasks at Level II. 

Decisions are related to tasks performed, relying upon precedent or 
defined procedures for guidance. Recommendations are related to 
solutions of problems in connection to the tasks performed. 
Work is reviewed by higher level Professional Scientists for validity, 
adequacy, methods and procedures. With professional development 
and experience work receives less review and the professional scien­
tist progressively exercises more individual judgement until the level 
of competence at Level II is achieved. 

The professional scientist may assign and check work of technical staff 
assigned to work on a common project. 

GRADUATE ENGINEEn LEVEL I 

The graduate engineer is the commencement level. The. engineer 
undertakes initial professional engineering tasks of limited scope and 
complexity, such as minor phases of broader assignments, in office, 
plant, field or laboratory work. 

Classification Level Definition 
Under supervision from higher level Professional Engineers as to 
method of approach and requirements, the Professional Engineer per­
forms normal professional engineering work and exercises individual 
judgement and initiative in the application of engineering principles, 
techniques and methods. 



In assisting more senior professional engineers by carrying out tasks 
requiring accuracy and adherence to prescribed methods of engineer­
ing analysis, design or computation, the Engineer draws upon 
advanced techniques and methods learned during and after the under­
graduate course. 
Training, development and experience using a variety of standard 
engineering methods and procedures, enable the professional engi­
neer to develop increasing professional judgement and apply it pro­
gressively to more difficult tasks at Level II. 

Decisions are related to tasks performed, relying upon precedent or 
defined procedures for guidance. Recommendations are related to 
solution of problems in connection to the tasks performed. 

Work is reviewed by higher level Professional Engineers for validity, 
adequacy, methods and procedures. With professional development 
and experience, work receives less review, and the professional engi­
neer progressively exercises more individual judgement until the level 
of competence at Level II is achieved. 

The professional engineer may assign and check work of technical 
staff assigned to work on a common project. 

EXISTING CLASSll<'ICATIONS CONTAINED IN WAGE GROUP C5; 

Group A Qualified Engineer- (b) Graduate 

Group A Qualified Scientist - (ii) (4 or 5 year course) 

41 



WAGE GROUP: C4 
BEL\TI\ 1'1) TO CHI llj 'fu 

"ENGINEERING ASSOCIATE LEVEL I 

Engineering Associate Level I means an employee who works above 
and beyond a technician at level C5 and has successfully completed 
3rd year part time of an Associate Diploma or the equivalent level of 
accredited training and is engaged in:-

i. Making of major design drawings or graphics or performing tech­
nical duties in a specific field of engineering, laboratory or scientific 
practice such as research design, testing, manufacture, assembly, con­
struction, operation, diagnostics and maintenance of equipment facili­
ties or products, including computer software, quality processes, occu­
pational health and safety and/or standards and plant and material 
security processes and like work; or 
ii. Planning of operations and/or processes including the estimation 
of requirements of staffmg, materials cost and quantities and machin­
ery requirements, purchasing materials or components, scheduling, 
work study, industrial engineering and/or materials handling 
processes. 

EXISTING AWARD CLASSIFICA '!'IONS CONTAINED WITHIN 
ENGINEERING ASSOCIATE ~EVEL I 

Metal Industry Award Part II 

Desig~ Draughtsman 
Production Planner 
Technical Officer 

WAGE GROUP: C5 
1\EL \TI\ rn TO CIO 11)'1,. 

~NGINEERING ASSOCIATE- :;:..EVEL II 

Engineering Associate Level II means an employee who works above 
and beyond an Engineering Associate at Level C4 and has successfully 
completed an Associate Diploma or the equivalent level of accredited 
training and is engaged in:-

i. Performing draughting, or planning or technical duties which 
require the exercise of judgement and skill in excess of that required 
by an Engineering Associate at Level C4; or 
ii. Possesses the skills of an Engineering Associate Level I in a techni­
cal field and exercises additional skills in a different technical field as 
defined. 
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WAGE GROUP:C2(A) 
nEL\TI\1'1'\ IO C HI I:JH'f., · 

PRINCIPAL TRAINER/SUPERVISOR/CO-ORDINATOR 
LEADING TECHNICAL OFFICER 

LEADING TECHNICAL OFFICER 

Leading Technical Officer means an employee who works above and 
beyond an Engineering Associate Level II at level C3 and has success­
fully completed 5th year of a part time Diploma or Associate Diploma 
plus additional training or the equivalent level of accredited training. 
An employee at C2(a) is able to perform or coordinate work in more 
than one engineering, scientific or technical field as defmed; or 

Performs duties in a technical, engineering or scientific field which 
requires the exercise of judgement and or skill in excess of that 
required of an Engineering Associate - Level II. 

PRINC!P AL TRAJ~B/SUPERVISGR/CO-ORD!NAT3R 

Principal Trainer/Supervisor/ Co-ordinator means a trainer/ super­
visor/ co-ordinator who when engaged at this level:-
1. possesses a sound knowledge of occupational health and safety, 
industrial relations, and communication processes and is able to use 
this knowledge in training and leading the work ofothers; 
2. possesses a general knowledge and awareness of the adminis­
trative, business and marketing strategies of the enterprise. 
Indicative of the tasks which an employee at this level may perform are 
as follows:-
• plans, writes and delivers training programs for all engineering/pro­
duction employees, apprentices, trainees, trade and lower technical 
levels; 
• plans and directs the work of engineering/ production employees 
especially in new work organisation environments e.g. group work 
arrangements, CIM production techniques. 
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WAGE GROUP: C2(B) 
IIEL \TI\ 1'1) TO CHI 1(10°;11 

PRINCIPAL TECHNICAL OFFICER 
EXPERIENCED ENGINEER LEVEL II 
EXPERIENCED SCIENTIST LEVEL II 

PRINCIPAL TECHNICAL OFFiCER 

A Principal Technical Officer is an employee who has successfully 
completed a diploma or the equivalent level of accredited training. 
Within organisational policy guidelines and objectives a Principal 
Technical Officer:-

i. Performs work requiring mature technical knowledge involving a 
high degree of autonomy, originality and independent judgement; 
ii. Looks after and is responsible for projects and co-ordinating such 
projects with other areas of the organisation as required by the opera­
tion of the organisation; 
iii. Is responsible for the coordination of general and specialist 
employees engaged on projects requiring complex and specialised 
knowledge; 
iv. Plans and implements those programs necessary to achieve the 
objectives of a particular project; 
v. In the performance of the above functions, applies knowledge 
and/or guidance relevant in any or all of the fields of designing, plan­
ning and technical work as required by the company's operation; 
vi. Operates within broad statements of objectives without requiring 
detailed instructions ; 
vii. Performs work at the above level of skill in a particular technical 
field; 
viii. Has as the overriding feature of his/her employment the ability to 
perform creative, original work of highly complex and sophisticated 
nature; 
ix. Provides specialised technical guidance to other employees per­
forming work within the same technical field. 

EY..PERIENCED ENG~NEER LEVEL II 

Following development through Level I, a Level II engineer is an expe­
rienced engineer who plans and conducts professional engineering 
work without detailed supervision, but with guidance on unusual fea­
tures and wh9 is usually engaged on more responsible engineering 
assignments requiring substantial professional experience. At this level 
the 
Professional Engineer performs work at an equivalent skills level but 
does not necessarily perform the same tasks or functions as a Principal 
Technical Officer. 

oris 
A Wage Group C5 employee who has completed additional accredited 
education and training so as to reach a standard equivalent to a four 
year degree and who is required to perform the work set out above. 
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EXPERIENCED SCIENTIST LEVEL II 

Following development through C5 or C6 a Level II Professional 
Scientist is an experienced scientist who plans and conducts profes­
sional scientific work without supervision, but with guidance on 
unusual features and who is usually engaged in more responsible sci­
entific assignments requiring substantial professional experience. At 
this level the Professional Scientist performs work at an equivalent 
skill level but does not necessarily perform the same tasks or functions 
as a Principal Technical Officer. 

or is 

A Wage Group C5 or C6 employee who has completed additional 
accredited education and training so as to reach a standard equivalent 
to a four year degree and who is required to perform the work set out 
above. 

EXISTING A WARD CLASSIF!CA TIONS CONTAINED WI'I'l:!IN 
P!UNCIPAL TECHNICAL OFFICER, EXPERIENCED ENGINEER H, 
EXPERIENCED SCI!!':NTIST ll: 

Metal Industry Award Part II 

Principal Technical Officer 

Metal Industry Award Parts III and IV 

Experienced Engineer I and II 
Experienced Scientist I and II 

WAGE GROUP Ct(A) 
1\EI \TI\11) JOCIOihO'~., 

PROFESSIONAL ENGINEER LEVEL III 
PROFESSIONAL SCIENTIST LEVEL III 

~ROFESSIONAL ENGINEER LEVEL III 

A Level III Professional Engineer performs duties requiring the appli­
cation of mature professional engineering knowledge. With scope for 
individual accomplishment and co-ordination of more difficult assign­
ments, the professional engineer deals with problems for which it is 
necessary to modify established guides and devise new approaches. 

The professional engineer may make some original contribution or 
apply new professional engineering approaches and techniques to the 
design or development of equipment or special aspects of products, 
facilities, and buildings. 

Recommendations may be reviewed for soundness of judgement but 
are usually regarded as technically accurate and feasible. The profes­
sional engineer makes responsible decisions on matters assigned, 
including the establishment of professional engineering standards and 
procedures, consults, recommends and advises in speciality engineer­
ing areas. 
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Work is carried out within broad guidelines requiring conformity with 
overall objectives, relative priorities and necessary co-operation with 
other units. Informed professional engineering guidance may be 
available. 
The professional engineer outlines and assigns work, reviews it for 
technical accuracy and adequacy, and may plan, direct, co-ordinate 
and supervise the work of other professional and technical staff. 
or 
A Wage Group C2(b) employee who has completed additional accredit­
ed education and training (e.g. which may be in the case of engineer­
ing one year full-time or two years part-time) so as to reach a standard 
equivalent to a four year degree and who is required to perform the 
work set out above. 

PROFESSIONAL SCIENTIST LE)"EL Ill 

A Level III Professional Scientist performs duties requiring the applica­
tion of mature professional scientific knowledge. With scope for indi­
vidual accomplishment and co-ordination of more difficult assign­
ments, the professional deals with problems for which it is necessary to 
modify established guides and devise new approaches. 
The Professional Scientist may make some original contribution or 
apply new professional scientific approaches and techniques to the 
design or development of equipment or special aspects of products, 
facilities and buildings. 
Recommendations may be reviewed for soundness of judgement but 
are usually regarded as technically accurate and feasible. The profes­
sional scientist makes responsible decisions on matters assigned, 
including the establishment of professional scientific standards and 
procedures, consults, recommends and advises in speciality areas. 
Work is carried out within broad guidelines requiring conformity with 
overall objectives, relative priorities and necessary co-operation with 
other units . Informed professional scientific guidance may be 
available. 
The Professional Scientist outlines and assigns work, reviews it for 
technical accuracy and adequacy, and may plan, direct, co-ordinate 
and supervise the work of other professional and technical staff. 

oris 
A Wage Group C2(b) employee who has completed additional accredit­
ed education and training (e.g. which may be in the case of science 
one year full-time or two years part-time) so as to reach a standard 
equivalent to a four year degree and who is required to perform the 
work set out above. 

EXISTING CLASSIFICATIONS WITHIN THIS LEVEL: 

Scientist Group B 
Engineer Group B 
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WAGE GROUP Ct(B) 
1\EL \TI\ In TO CIO 210"~ 

PROFESSIONAL ENGINEER LEVEL IV 
PROFESSIONAL SCIENTIST LEVEL IV 

P!lOFESSIONAL ENGINEER LEVEL IV 

A Level IV Professional Engineer is required to perform professional 
engineering work involving considerable independence in approach, 
demanding a considerable degree of originality, ingenuity and judge­
ment, and knowledge of more than one field of engineering, or exper­
tise (for example, acts as his/her organisation's technical reference 
authority) L'1 a particular field of professional engineering. 
The Professional Engineer:-
• initiates or participates in short or long range planning and makes 
independent decisions on engineering policies and procedures within 
an overall program; 
• gives technical advice to management and operating departments; 
• may take detailed technical responsibility for product development 
and provision of specialised engineering systems, facilities and 
functions; 
• co-ordinates work programs; and 
• directs or advises on use of equipment and material. 
The Professional Engineer makes responsible decisions not usually 
subject to technical review, decides courses of action necessary to 
expedite the successful accomplishment of assigned projects, and may 
make recommendations involving large sums or long-range objectives. 
Duties are assigned only in terms of broad objectives, and are 
reviewed for policy, soundness of approach, accomplishment and gen­
eral effectiveness. 
The Professional Engineer supervises a group or groups including 
Professional Engineers and other staff, or exercises authority or techni­
cal control over a group of professional staff, in both instances engaged 
in complex engineering applications. 
or is 
A Wage Group C1(a) employee who has completed ·accredited educa­
tion and training so as to reach a standard equivalent to a four year 
degree and who is required to perform the work set out above. 

PROF~SSIONAL SGENTIST LEVEL IV 

A Level IV Professional Scientist is required to perform professional 
·scientific work involving considerable independence in approach, 
demanding a considerable degree of originality, ingenuity and judge­
ment, and knowledge of more than one field of science, or expertise 
(for example, acts as his/her organisations technical reference authori­
ty) in a particular field of professional science. 
The Professional Scientist:-
• initiates or participates in short or long range planning and makes 
independent decisions on scientific policies and procedures within an 
overall program; 
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• gives technical advice to management and operating departments; 
• may take detailed technical responsibility for product development 
and provision of specialised engineering systems, facilities and 
functions; 
• co-ordinates work programs; and 
• directs or advises on use of equipment and material. 
The Professional Scientist makes responsible decisions not usually 
subject to technical review, decides courses of action necessary to 
expedite the successful accomplishment of assigned projects, and may 
make recommendations involving large sums or long-range objectives. 
Duties are assigned only in terms of broad objectives, and are 
reviewed for policy, soundness of approach, accomplishment and gen­
eral effectiveness. 
The Professional Scientist supervises a group or groups including 
Professional Scientists and other staff, or exercises authority and tech­
nical control over a group of professional staff, in both instances 
engaged in complex scientific applications. 

or is 
A Wage Group Ci(a) employee who has completed accredited educa­
tion and training so as to reach a standard equivalent to a four year 
degree and who is required to perform the work set out above. 

EXIST!NG CLASSIFICATICNS WITinN THIS LEVEL 
Group C Engineer 
Group C Scientist 

CLASSIFICATION DEFINITIONS -
TRAINER/SUPERVISOR/CO-ORDINATOR 

TS.A!NER/SUPERVISOR/CCORDINATOR :..EVEL I 

Is an employee who is responsible for the work of other employees 
and/or provision of structured on-the-job training. Such an employee 
has completed "X" modules of training in supervision and/or training. 
Such an employee shall receive not less than 122% of the rate paid to 
the highest technically qualified employee supervised or trained 
(excluding leading hands allowances). 

It has been agreed in principle that a trainer/supervisor/ coordinator 
who acquires additional accredited technical training which is relevant 
to the performance of his/her work shall receive an additional amount 
to be negotiated between the parties. Notwithstanding no 
supervisor/trainer/co-ordinator shall receive an increase less than any 
general wage increase awarded by the Industrial Relations 
Commission and any future award increases not subject to an agree­
ment on absorption. 

TRAINER/SUPERVISOR/COORDINATOi\ L:!!:VEL II 

Is an employee who is responsible for supervision and/or training of 
Trainers/Supervisors/Co-ordinators - Level I. Such an employee has 
completed "X" modules of training in supervision and/or training 

Such an employee shall receive not less than 115% of the highest rate 
ofpay of those persons supervised and/or trained. 
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TRAINER/SUPERVISOR/CO-ORDINATOR TECHNICAL 

Is an employee who is responsible primarily for the exercise of skills in 
technical fields as defmed, up to the level of his/her skill and compe­
tence and who is additionally involved in the supervision/ training of 
other technical employees. Such an employee shall receive not less 
than 107% of the rate of pay applicable to the employee's technical 
classification. 

DEFINITIONS OF ENGINEERING STREAMS AND VOCATIONAL FIELDS 

ENGINEERING STREAMS 

The classification definitions recognise three broad engineering 
streams: namely electricaVelectronic, fabrication and mechanical. 
Entry to training in any engineering stream is not conditional on union 
membership. 

ElectricaVElectronic Stream 
Including the design, assembly, manufacture, installation, modifica­
tion, testing, fault finding, commissioning, maintenance and service of 
all electrical and electronic devices, systems equipment and controls, 
eg. electric wiring, motors, generators, PLC's and other electronic 
controls, jnstruments, telecommunications, radio and television, com­
munication and information processing equipment. 

Mechanical Stream 
Including the design, assembly, manufacture, installation, modifica­
tion, testing, fault finding, commissioning, maintenance and service of 
all mechanical equipment, maclrlnery, fluid power systems, automo­
tive mechanics, instruments, refrigeration and the use of related com­
puter controlled equipment, e.g. Computer Numeric Controlled 
machine tools. 

Fabrication Stream 
Including fabrication, forging, carpentry, plumbing, founding, struc­
tural steel erection, electroplating, metal spinning, metal polishing, 
sheet metal work and the use of related computer controlled equip­
ment. This includes fabrication in all metals, plastic, carbon fibre, 
composite materials, ceramics and other material. 

VOCATIONAL FIELDS 

a. Trade 
Includes an employee who possesses· as a minimum qualification a 
trades certificate in any of the engineering streams (as defined). 

b. Technical Field 
1. Production planning, including scheduling, work study, and esti­
mating materials, handling systems and like work. 
2. Technical, including inspection, quality control, supplier evalua­
tion, laboratory, non destructive testing, technical purchasing, and 
design and development work (prototypes, models, specifications)in 
both product and process areas and like work. 
~. Design and draughting and like work. 
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c. Engineering/Production Field 
The engineering/production field shall include employees primarily 
engaged in production work including production, distribution, stores 
and warehousing functions but not technical, trade, or supervisory 
work. 

d. Supervisor/Trainer/Co-ordinator Field 
Shall include employees who are:-
1. Responsible for the work of other employees and/or provision of on 
the job training and/or technical guidance; or 
~. Responsible for supervision and/or training of other supervisors or 
trainers; or 
l. Responsible primarily for the exercise of technical skills,as defined, 
up to the level of their skill and competence and who are additionally 
involved in the supervision/training of other employees. 

e. Professional Field 
Includes an employee who possesses an academic qualification which 
enables that employee to become a graduate member of the Institution 
of Engineers, Australia or an academic qualification in science set out 
in the academic schedule within Part IV of the Metal Industry Award. 
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TRANSPEl<RlNG TO THE NEW CLASSIFICATION 
, STRUCTURE- THE STEPS INVOLVED 

The transition/implementation period is to allow management and 
employees to become familiar with the new structure. At the end of 
this period the parties will incorporate the new definitions into the 
award along with any fine tuning adjustments that arise during the 
period. All employees will be transferred into the new classification 
structure and the old definitions will no longer apply. 

STEP ONE-
ESTABLISHING THE CORRECT 
CURRENT AWARD CLASSIFICATION 
Step One in transferring to. the new classification structure involves 
establishing the current award classification of each employee, (e.g. 
process worker, fitter, sheetmetal worker, injection moulder etc). 

8.1.1 INTERNAL CLASSIFICATION~ AND AWARD ALIGNMENT 

Where there are internal classifications which do not directly corre­
spond with an old award classification as far as possible attempts 
should be made to align such classifications with the most appropriate 
old award classification. 
For example, an employee may have been given an in house title 
which does not easily relate to any award title but the type of work can 
best be described as process work or machining or press operating. In 
such cases, the most appropriate old award classification should apply. 
Similarly, an employee may have a specific title but a higher wage 
grouping or trades rate for payment purposes, such as a G22 
Electroplater being paid a G10 trade rate. Such a wage group may have 
resulted from the need to recognise additional or special skills. Where 
this is the case the appropriate new award classification will depend on 
which old classification more closely describes what work the employ­
ee is performing. 
This will make the transfer process much more manageable.Where 
this is not possible see 8.5 below. 

STEP TWO 
REFER TO APPENDICES 2, 6 OR 7 

Appendices 2, 6 or 7 should then be consulted to determine which new 
level applies to each classification. Thus for example, a fitter, (G10) 
will become a C10 - Engineering Tradesperson (Mechanical) Level I, 
whilst a trades assistant will become a C12 - Engineering Production 
Employee Level III. Each employee should then be aligned to the 
appropriate level in the new classification structure in this fashion. 
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AWARD ALIGNMENT NOT POSSIBLE 
In cases where the internal classification cannot be aligned with an 
existing Metal Industry Award classification, the employee's location 
within the new classification structure should be determined as 
follows: 

1. By determining an employee's qualifications and/or experience; 
2. By examining the employee's job functions and the comparative 
skill level of those functions; 
5. By examining the definitions and skill standards of the new classifi­
cation structure (see section 7) and assessing where the employee's 
qualifications and/or job functions appear to fit; and 
4. By using as a guide the new classification level of other employees 
performing similar jobs and skills as the employee in question. 

DISAGREEMENTS/DISPUTES 
The parties recognise that the transition/implementation period may 
give rise to special problems but the parties commit themselves to 
avoiding disruption to normal work. 

As far as possible disagreements between employers and employees 
should be resolved at the workplace by the parti~s themselves. 

In the event of continuing disagreement over an employee's new clas­
sification the parties should refer to the Award dispute settling 
procedure. 
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TRANSFFRlnNG TO THE NEW CLASSIFICATION 
STRUCTURE- BROADBANDtNG AND WAGES 

WHAT IS BROADBANDING ? 
Broadbanding is the process whereby a number of existing classifica­
tions with similar skill and award wage rates are grouped into a single 
classification. Thus, several classifications are "broadbanded" to 
become one classification. 

For example, existing wage groups within G34 - G45, which includes 
classifications such as process worker, press operator, die setter and 
assistant furnaceman are now "broadbanded" into C13 - Engineering 
Production Employee Level II. 

lliJ · A GRADUAL PROCESS 
Transferring the 590 classifications and 70 wage groups from the old 
award structures into the new 14 classification levels and wage groups 
cannot be achieved in one step without distorting existing wage rates. 

Consequently, in order to achieve a smooth transition the current clas­
sifications and wage groups will be broadbanded, in five (5) steps, in 
order to achieve the new 14level classification structure. 

The first step occurred on 20 September 1989, in conjunction with the 
first structural efficiency wage increase. Information about step one 
has already been distributed. 

Further broadbanding occurred in March and July 1990 and the two 
remaining steps are due in January and July of 1991. 

WAGE SUB-LEVELS 
As a result of the gradual broadbanding of current classifications there 
will be a number of temporary wage sub-levels (eg. 13A, 13B, 12A, 12B) 
within some classifications. 

These sub-levels will be phased out over the period March 1990 to July 
1991 so that only 14 wage levels remain. However, until these wage 
sub-levels are phased out, they will represent the award wage rate for 
the existing classifications located within each sub-level. 

Thus, for example, a process worker will become known as an 
Engineering Production Employee Level II in C13. The process 
worker's wage group and wage rate however, will continue to be rep­
resented by C15C until these sub-levels are phased out in July 1991. 

BROADBANDING WAGE INCREASES 
TO BE ABSORBED 
As a consequence of the broadbanding of classifications into fewer 
wage levels, there will be increases in some award rates of pay. These 
are to be absorbed within any existing overaward payments paid to 
employees in the classifications affected. This means that any increase 
in the award wage due to broadbanding shall be offset by a corre-
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sponding reduction in the overaward payment such that no actual 
wage increase or decrease occurs. That is, the employee's actual wage 
remains the same. However, where no overaward payment is paid the 
broadbanding will result in an actual wage increase (subject to any 
exemption which an employer may apply for; see 9.6). 

The strUctural efficiency wage adjustments will not be absorbed into 
overaward payments. 

IIIJ OEFINITION OF OVERAWARD PAYMENT 
The award variation has defined "overaward payment" as:-
the amount (whether it be termed "overaward payment", "attendance 
bonus", "service increment" or "any" term whatsoever) which an 
employee would receive in excess of the "Award Wage" which applied 
immediately prior to 20 September 1989 for the classification in which 
the employee is engaged. Provided that such payment shall exclude 
overtime, shift allowances, penalty rates, disability allowances, fares 
and travelling time allowances and any other ancillary payment of a 
like nature prescribed by this award." 

Ill EXEMPTIONS 
Provision has been made in the award for any employers to seek an 
exemption from the increased award wages arising out of the broad­
banding of current classifications which will result in an increase in 
actual rates of pay. 

lili BROADBANDING AND LEVELLING UP 
OF OVERAWARD PAYMENTS 
The broad banding of the existing 390 or so classifications into 14 wage 
levels (excluding sub-levels) will obviously give rise to situations in 
which employees with different overaward payments find themselves 
broadbanded into the same wage level (i.e. C14, C15, CS etc) with the 
same award rate of pay. 

Example 
For example, existing wage groups G41 and G55 have been broad­
banded into the same wage group, Level 12E. Assume that an employ­
ee· in wage group G41, a trades assistant, is being paid a total weekly 
wage of $570, which includes an overaward payment of approximately 
.$50 per week. Assume further that an employee in wage group G55, a 
'8nd class welder, is being paid $590 per week, including an overaward 
payment of approximately $47 per week. 

The broadbanding exercise means that both employees are now in 
Level 12E with the same award wage ($542.80 as at 1 July 1990). 

However, this does not mean that the G41 employee, the trades assis­
tant, is entitled to receive the same overaward payment, (i.e. an 
increase from $50 to $47) and hence the same total weekly wage as the 
G55 employee, the 2nd class welder. 
A central element of award restructuring is to provide a classification 
structure which encourages employees to perform a wider range of 
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tasks and skills in return for additional rewards. An automatic levelling 
up of overaward rates will not facilitate this. 
Employers and employees should also be mindful that only the first 
three steps in the broadbanding exercise have been completed with 
approximately two further steps envisaged within the next twelve 
months. 

UNION COMMITMENT 
It is agreed between the parties that the process of transition from the 
old classification structure to the new classification structure cannot in 
itself justify a wage increase in addition to any general wage increase 
which might be awarded by the Industrial Relations Commission. 
During the transition/implementation period the unions will not sup­
port claims for levelling up overaward payments. However, the unions 
have expressed concern about the broadbanding of employees with 
different overaward payments into the same new classification level 
where those employees perform work of a like nature. 
The parties have agreed to discuss during the transition period the 
most effective way of implementing broadbanding consistent with 
award restructuring. 
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THE NEW C:'LASSIFICATION STRUCTURE - -
WAGES, THE CAREER PATH AND RECLASSIFICATION 

1 110 ADVANCEMENT UP THE 
CLASSIFICATION STRUCTURE 
Apart from wage rises resulting from decisions of National Wage 
Cases, employees will also be able to gain additional wage increases 
over time by advancing up the classification structure. 

This advancement" will be dependent upon employees completing the 
necessary on and off the job training requirements to the skill and 
competency standards prescribed in the definition for ~e next highest 
classification level. 

Definitions of skill and competency standards and the training require­
ments are set out in Section 7 of this Manual. 

Example- Production Worker 
Thus for example a process worker who is transferred across to the 
new classification structure at C13 will need to complete stage 1 of the 
Production Engineering Certificate, and apply those skills, in order to 
advance to level C12. Having done so, the employee will be entitled to 
a C 12 wage rate. 

Example - Tradesperson 
A fitter transferred to C10 will need to complete the first 35% of a Post 
Trade Certificate, and apply those skills, in order to move on to receive 
a C9 wage rate. 

Example - Technical 
An employee (subject to 6.2.3) who is a design draughtsperson who is 
transferred across to the new classification structure at C4 will need to 
complete an Associate Diploma or equivalent training, and apply those 
skills, in order to advance to level C3. Having done so the employee 
will be entitled to a C3 wage rate. 

IIIR HIGHER DUTIES/MIXED FUNCTIONS 
The parties recognise that the new classification structure being based 
on a higher level of skills, training and competencies at each classifica­
tion level, will give rise to situations in which an employee classified at 
one level will perform skills associated with the next highest level. 

-10.2.1 MIXED FUNCTIONS 

Where the exercise of higher level skills is on an irregular basis or 
those skills do not form a significant part of the employee's usual work, 
the existing mixed functions clause of the award should be applied 
(Clause 10 of Part I or clause 11 of the Metal Industry Award Part II). 

10.2.2 HIGHER DUTIES 

Where the exercise of higher level skills occurs on a regular basis and 
they form a significant part of the employee's work, the employee is 
entitled to seek re-classification to the next highest level. The proce­
dure for this is outlined in section 10.5 below. 
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This entitlement to seek re-classification does not apply whilst the 
employee is undertaking recognised training in higher level tasks and 
skills. That is, the employee remains at his or her existing classifica­
tion level until the training is complete. The parties have agreed to 
monitor this issue during the transition period with a view to examin­
ing whether an alternative method of managing the issue is necessary. 

RE-CLASSIFICATION OF EMPLOYEES 
During the transition/implementation period, employees will transfer 
to the new classification structure without loss of pay in accordance 
with the schedule in Appendices 2, 6 or 7 or in accordance with the 
procedure outlined above in section 8. 
However (subject to 10.4), an existing employee may claim for re-clas­
sification to a higher classification level on the grounds that the job 
he/she is performing involves the exercise of knowledge and skill at a 
level higher than the new classification level he/she has been trans­
ferred to. 

CLASSIFICATION, TRAINING, 
SKILL AND COMPETENCE 
The merits of any re-classification claim will be determined by exam­
ining the training, skill and competency requirements which accompa­
ny each classification level (see Section 7). That is, an employee's qual­
ifications and the skill level of the job being performed will be com­
pared against the training requirement and objective skill and compe­
tency standards required at each level of the classification structure. 
In cases where an employee does not have the relevant qualification 
and agreement cannot be reached at the enterprise, the employee will 
be required to undergo a competency assessment. 

The assessment will be undertaken by an independent third party such 
as TAFE, recognised by the National Training Board. 

Further details on recognised assessment organisations and the 
finalised standards for each level will be available as they are 
completed. 

IDM TIMING OF RE-CLASSIFICATION 
CLAIMS 
Re-classification claims, for employees without formal qualifications, 
or without qualifications that are equivalent to those specified in the 
definitions, will be determined by using the skill and competency stan­
dards applying to each classification level. No claims can be made, by 
employees without formal qualifications. until standards have oeen 
developed for the relevant classification. Provided that employees who 
complete the appropriate formal qualifications specified for a particu­
lar classification level prior to the development of the skill and compe­
tency standards for that level shall be entitled to be reclassified at such 
a level. 
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Draft standards have been developed for classification levels C12 to C7 . 
. These are being reviewed before fmal release. They will be distributed 
as they are completed. Standards for the other classification levels are 
in the process of development. These should be available in late 1990. 

~~ ~~f WAGES AND RE-CLASSIFICATION 
In the past, employees in many instances have been inappropriately or 
under classified in comparison to the job they perform. This was due 
largely to the narrow work task specific way the previous classification 
structure and definitions were expressed. 

Example 1 
In recognition of the skill and knowledge acquired and utilised by such 
employee, an additional overaward payment has already been made to 
such an employee. 
In such cases of inappropriate or under classification where the 
employee successfully claims for reclassification under the new struc­
ture the employee shall not be entitled to any additional wage increase 
as a result of such reclassification. In other words there shall be no 
double counting. 
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COMMUNICATION & CONSULTATION 

Replacing an old work task specific classification structure of some 590 
individual occupations with a new 14 level structure based on training, 
skill and competency standards is obviously a significant change. So 
too are the opportunities for re-designing employee functions, over­
coming artificial job demarcations and using the new training system 
to increase employee skills and increase productivity. 

These changes will raise many questions at each workplace. They 
require proper and on-going communication and consultation between 
management, employees and their union(s) if award restructuring is to 
be implemented smoothly and if opportunities are to be realised. 

In this regard the award variations of 20 March have included a new 
·award provision as follows: 

CLAUSE 6B- STRUCTURAL EFFICIENCY 
a. The parties to this award are committed to co-operating positively to 
increase the dficiency, productivity and international competitiveness of 
the metal and engineering industry and to enhance the career opportu­
nities and job security of employees in the industry. 
b. At each plant or enterprise, an employer, lhe employees and their rel­
evant union or unions shall establish a consultative mechanism and pro­
cedures appropriate to the size, structure and needs of that plant or 
enterprise. Measures raised by the employer, employees or union or 
unions for consideration consistent with the objectives of subclause (a) 
herein shall be processed through that consultative mechanism and pro­
cedures. 
c. Measures raised for consideration consistent with subclause (b) here­
iR; shall be related to implementation of the new classification structure, 
the facilitative provisions contained in this award and, subject to clause 
6C, matters concerning training. 

59 



TRAINING 

Q!l DEVELOPING A NEW SYSTEM 
OF TRAINING AND EDUCATION 
As the new classification structure is based on levels of training, skill 
and competence, the ongoing training of employees is essential if the 
aims of both employers and employees are to be achieved. This 
requires:-

• defined skill and competency standards for each classification level; 
• training course structures which support the overall aims of the new 
classification structure; 
• job descriptions that are broadly based and allow for the flexible use 
of skills by employees. 

In many cases current training arrangements, both on and off the job, 
are based on the old, more narrow classifications and need modifica­
tion because they are not appropriate to the new classification 
structure. 
Much of. the existing training system does not adequately reflect the 
demands of new technology and the need for quality. Unions, employer 
organisations, TAFE and governments have been co-operating in 
developing new courses and training arrangements to support these 
objectives. 

lfR TRANSITIONAL PROBLEMS 
Before explaining the new system, employers and employees should be 
aware that transforming the training system to match the new classifi­
cation structure is a gradual process that will take some time to com­
plete. TAFE, other training providers and companies will need time to 
develop new courses and means of skill assessment. 

IM MODULAR TRAINING 
In order to make training more nationally recognisable and inter­
changeable training courses provided by TAFE and other institutions 
are being restructured around standardised modules. 
Courses will be made up of groups of modules which follow each other 
in a sequence. Each module will stand alone but also be part of a wider 
course or courses. 
A modular course structure makes it easier for employees to gain cred­
it for skills already held and enables employers and employees to more 
closely tailor courses to their needs. Institutions offering training mod­
ules, such as TAFE, will centrally register and assess modules, through 
the national standards process, so that credit for training can be grant­
ed anywhere in Australia. The parties also intend to ensure that the 
same credit arrangements apply to non-TAFE based training. 
A major advantage of modular training is that it allows greater flexibil­
ity in what employees cover in their training. This flexibility is only 
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limited by the need to have completed prerequisite modules before 
undertaking higher level modules. For example before a fabrication 
tradesperson can undertake modules in complex fluid power systems 
they would have to complete modules in the basic principles of 
hydraulics. 

This flexibility could also be limited by the structure of some courses. 
For example, an instrument conversion or industrial electronics course 
would have compulsory modules with the possibility of options after 
completing the basic modules. 

•• AVAILABILITY OF MODULAR TRAINING 
A national team of experts from TAFE has proposed new modular for­
mats for most trade and post-trade certificate courses in the metal and 
engineering industry. This team will be extending their work to all 
trade/skill areas in 1990. Pilots of the new modular course arrange­
ments are underway in several states in 1990 with wide spread 
implementation planned for 1991. In 1990 the parties will be 
discussing with institutions the extension of modular training to cours­
es above an~ below the trade and post trade levels. 

lfiJ BROAD BASED TRAINING 
In keeping with a classification structure based on broader job func­
tions, off-the-job training at TAFE will also be broad based. This means 
that courses will be designed to give a greater breadth of skills before 
allowing for specialisation. Broad based training will enable a wider 
choice of modules to be available at later stages of courses and will 
widen the range of career options available to employees. The produc­
tion engineering certificate courses, the traineeship course and trade 
certificate courses will all be broad based. 

IUJI NEW COURSES AND QUALIFICATIONS 
!2.6.1 :ENGINEERING PRODUCTION CERTIFICATES 

The new training system will enable non-trade employees to under­
take structured off the job training. New courses are being developed 
for non-trade employees such as process and production workers. 
These will range from traineeships for employees entering the indus­
try from school to engineering production certificates designed specifi­
cally for employees at the C12, C11 and C10 levels. 
The definitions for Engineering Production Employees at levels C12, 
C1.1 and C10 prescribe the completion of these new qualifications. 
These will be known as Engineering Production Certificates I, II and 
III. 

A National Curriculum Development Team has been established with­
in TAFE to develop draft curriculum for these Certificates. This team 
will present its first draft to TAFE authorities and the industrial parties 
in July 1990. The course should be fully available at the end of the 
transition implementation period. 

The basis for these courses are the broad based modules referred to in 
12.6.2 below for the first year of the apprenticeship. This will allow all 
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production workers to undertake courses which they can later use as 
credit to trade certificates and higher level -courses. 

12.6.2 TRADE TRAINING 
The classification structure no longer provides for specific trades 
classifications such as "fitter", "welder", "sheetmetal worker" or "elec­
trician". These positions are now classified as either a mechanical, fab­
rication or electrical/electronic engineering tradesperson with a 
broader job description. For example a fitter working in hydraulics at 
the base trade level will now be known as an Engineering 
Tradesperson (Mechanical) Level I-F1uid Power. · 

Trade training in future will be in one of the three broad engineering 
streams of mechanical, electricaVelectronic, or fabrication and will 
include some basic training in all the streams. 
Trade training courses will move towards being competency based 
rather than time based. This means that completion of the course will 
be determined by achievement of the defined competency level rather 
than the completion of a prescribednumber of hours. · 

T AFE's national curriculum development team has developed a new 
modular trade course structure ( cWTently being piloted) based on the 
three streams in the new award. All three trade streams, 
electrical/electronic, fabrication, and mechanical will begin their train­
ing with a selection from the same broad based modules. This set of 
thirteen broad based modules are designed to give a general introc;luc­
tion to the skills needed in the industry. They are designed to be deliv­
ered early in the apprenticeship, the engineering production certifi­
cates or in the latter part of high school. 

On completion of these broad based modules an apprentice will move 
on to the specialist modules of his/her engineering stream and further 
specialisation in specific stream skills. 

12.6.~ POST TRADE CERTIFICATES 
Post trade qualifications in the past have been a mixed bag of different 
tickets and certificates with no standard approach across the country. 
New Post Trade Certificates are being developed based on nationally 
recognised modules. 
The new Post Trade Certificates divide roughly into two groups. The 
old Special Class electricians and fitters were tradespeople who spe­
cialised in areas like electronics, hydraulics or complex fabrication .. 
These new modules will continue to provide for this type of-specialisa­
tion within a trade. 

The second group is those tradespeople who require .skills from other 
engineering streams. These employees may undertake a mixture of 
modules some of which continue in the existing trade area (further 
specialisation) and others which cross-skill. For example a boilermak­
er (now Engineering Tradesperson "Fabrication") in a maintenance 
job may need post trade modules in special welding techniques but 
also in mechanical fitting. 
The following principles apply to anyone training to broaden their 
work in another trade area; 
• the tradesperson must meet the appropriate entry requirements set 
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for each· module or course of training. If the trades person does not 
have the prerequisites then he/she must first undertake bridging train­
ing to reach the entry requirement. 
• In assessing the entry requirements credit should be established for 
skills and training already possessed. 
• Training courses to be recognised by the award should be structured 
rather than being a collection of modules available to be chosen at ran­
dom. The structured approach ensures that at the end of a course the 
tradesperson should know _what they are doing rather than simply how 
to do it. 
• That any TAFE or other formal training must be supported by struc­
tured on the job training in the same way as apprentices are taught on 
the job under the supervision of the tradesperson. 

Obviously employees moving into completely new trade areas will 
have little or no background of training in that area. These people will 
need to undertake more training than someone training further in 
their own trade. 

A non electrical tradesperson for example may need to do introductory 
training in the electrical/electronic stream to raise his/her understand­
ing to the appropriate level. In such cases it would mean more training 
before being able to do electrical work. 

12.6A ADVANCED CErtTIFICATES AND ASSOCIATE. DIPLOMAS 

The TAFE team currently working on trade level courses has also been 
funded in 1990 to prepare a strategy for the alignment of Advanced 
Certificates and Associate Diplomas to the new award, applying the 
principles already adopted for trade courses. This strategy will include 
an examination of current course offerings and should be available to 
the parties within· six months. The re-establishment of diploma level 
courses in engineering has been endorsed by the employers and the 
unions·. While no national curriculum development activity is yet 
underway, the State Training Board of Victoria is currently developing 
a diploma in engineering. 

~ ·: =., UNIVERSITIES AND 
PROFESSIONAL CLASSIFICATIONS 
No specific activities are yet underway, although there is agreement 
between the relevant parties to hold discussions on training issues r el­
evant to these areas. 

~ ~1l5~ SECONDARY EDUCATION 
Changes to high school retention rates may increase the number of 
Higher School Certificate/matriculation students seeking apprentice­
ships. This extra two years of study will offer the opportunity for school 
students to undertake subjects which carry credit to a later trade 
course. 

The NSW Department of Education is piloting a Manufacturing 
Technology course in 1990 at Doonside High School based on the 
broad based modules developed for trade courses. Similar initiatives 
are being pursued in other states. 
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TRAINING LEAVE 
As of20 March 1990 the following clause appears in the Metal Industry 
Award 6C- Training: 

a. The parties to this award recognise that in order to increase the 
efficiency, productivity and international competitiveness of industry, a 
greater commibnent to training and skill development is required. 
Accordingly, the parties commit themselves to: 

i developing a more highly skilled and-flexible workforce; 
ii providing employees with career opportunities through appro­

priate training to acquire additional skills; and 
m removing barriers to the utilisation of skills acquired. 

b. Following proper consultation in accordance with subclause (b) of 
clause 6B - Structural Efficiency, or through the establishment of a 
training committee, an employer shall develop a training programme 
consistent with: 

i the current and future skill needs of the enterprise; 
ii the size, structure and nature of the operations of the 

enterprise; · 
m the need to develop vocational skills relevant to the enterprise 

and the metal and engineering industry through courses conducted by 
accredited educational institutions and providers. 
c. Where it is agreed a training committee be established that train­
ing committee should be constituted by equal numbers of employer 
and employee r epresentatives and have a charter which clearly states 
its role and responsibilities, for example: 
• formulation of a training programme and availability of training 
courses and career opportunities to employees; 
• dissemination of information on the training programme and avail­
ability of training courses and career opportunities to employees; 
• the r ecommending of individual employees for training and 
reclassification; 
• monitoring and advising management and employees on the on­
going effectiveness of the training. 
d. i Where, as a result of consultation in accordance with clause 
6B or through a training committee and with the employee concerned, 
it is agreed that additional training in accordance with the programme 
developed pursuant to subclause (b) herein should be undertaken by 
an employee, that training may be undertaken either on or off the job. 
Provided that if the training is undertaken during ordinary working 
hours the employee concerned shall not suffer any loss of pay. The 
employer shall not unreasonably withhold such paid training leave. 

ii Any costs associated with standard fees for prescribed courses 
and prescribed textbooks (excluding those textbooks which are avail­
able in the employer's technical library) incurred in connection with 
the undertaking of training shall be reimbursed by the employer upon 
production of evidence of such expenditure. Provided that reimburse­
ment shall also be on an annual basis subject to the presentation of 
reports of satisfactory progress. 

m Travel costs incurred by an employee undertaking training in 
accordance with this clause which exceed those normally incurred in 
travelling to and from work shall be reimbursed by the employer. 
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e. Subclauses (b), (c) and (d) herein shall operate as interim provi­
sions and shall be reviewed after nine month's operation. In the mean­
time, the parties shall monitor the effectiveness of those interim provi­
sions in encouraging the attainment of the objectives detailed in sub­
clause (a) herein. In this connection, the unions reserve the right to 
press for the mandatory prescription of a minimum number of training 
hours per annum, without loss of pay, for an employee undertaking 
training to meet the needs of an individual enterprise and/or the metal 
and engineering industry. 
f. Any disputes arising in relation to subclauses (b) and (c) shall be 
subject to the provisions of subclause (j) Avoidance of Industrial 
Disputes of clause 6 - Contract of Employment of this award. 

NATIONAL METAL AND ENGIN­
EERING SKILLS AND TRAINING BOARD 
The parties have agreed to the establishment of a national training 
board for the engineering industry. The objective of the board will be 
to ensure uniform and consistent outcomes from the various forms of 
training and education available under the Award. 

Subject to further negotiations between the parties and, where appro­
priate, further proceedings in the Industrial Relations Commission the 
functions of the board may include:-

i. ensuring that the education and training arrangements 
designed for the Award are co-.ordinated in a nationally consistent 
approach; 

ii. developing nationally consistent standards and competencies 
for both on and off-the-job training: 

iii. responsibility for nationally accrediting these standards; 
iv. responsibility for accrediting the standards of on-the-job train­

ing and other non-TAFE providers; 
v. acting as a central clearing house on a national level which 

would provide details of education and training available; and 
vi. ensuring that training programs based on in-house or off-the­

job training established under this Award must be consistent with the 
guidelines laid down by the board. 
Until such time as the board is formally established the National 
Training Board will be the standards authority for training under the 
Metal Industry Award. 

65 



AWARD MODERNISATION 

Award Modernisation includes both the following issues: 

• re-writing the Metal Industry Award provisions to improve clarity 
and relevance; 
• developing award provisions which enable an enterprise, by agree­
ment with the employees, to apply the award in a manner more suited 
to the operations of that enterprise. 

IQI RE-WRITING-THE 
METAL INDUSTRY AWARD 
Both parties agree that the cur rent Metal Industry Award contains pro­
visions which are confusing, difficult to read, outdated and discrimina­
tory. A working party is examining this issue. 

IDJ AWARD FLEXIBILITY 
Award flexibility clauses negotiated by MTIA, ACM and the MTFU are 
the frrst step in the award modernisation process and seek to provide 
the opportunity for an enterprise, by agreement with the employees, to 
apply the award in a way which better suits the enterprise's operations. 
In this respect the award variations of 20 March involve a number of 
award clauses. These are listed below. 

13.2.1 CGNTRACT OF EMPLOYMENT 

A new subclause was added to the Contract of Employment Clause as 
follows: 
"6(k) L An employer may direct an employee to carry out such duties as are 
within the limits qfthe employee's skill, competence and training consistent with 
the classification structure of this award provided that such duties are not 
designed to promote deskilling. 

ii. An employer may direct an employee to carry out such duties and use 
such tools and equipment as may be required provided that the employee has 
been properly trained in the use qf such tools and equipment. 

iii. Any direction issued by an employer pursuant to subclauses (i) and (ii) 
shall be consistent with the employer's responsibilities to provide a soJe and 
healthy working environment". 

15.2.2. SPREAD OF ORDINARY :HOURS AND TVVELVE HOUR SliiFTS 

Changes have been made to the award to provide for a 12 hour span of 
ordinary hours and 12 hour shifts. The new clause is as follows: 

CLAUSE 18- HOURS OF WORK 
c. The ordinary hours of work prescribed herein shall be worked continuously, 
except for meal breaks, at the discretion of the employer between 6.00am and 
6.00pm. Provided that the actual ordinary hours of work shall be determined by 
agreement between an employer and the majority of employees in the plant or 
work section or sections concerned. Provided further that work done prior to the 
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spread of hours fixed in accordance with this subclause for which overtime rates 
. are payable shall be deemed for the purpose of this subclause to be part Q{ the 
ordinary hours Q{ work. 

d. The ordinary hours of work prescribed herein shall not exceed ten on any 
day. Provided that: 

i. in any arrangement of ordinary hours where the ordinary working 
hours are to exceed eight on any day, the arrangement Q{ hours shall be subject 
to agreement between an employer and the majority of employees in the plant or 
work section or sections concerned; and 

it. by arrangement between an employer, the union or unions concerned 
and the majority Q{ employees in the plant or work section or sections concerned, 
ordinary hours not exceeding twelve on any day may be worked subject to: 
1 the employer and the employees concerned being guided by the occupational 
health and sqfety provisions Q{ the AC1V Code of Conduct on twelve hour shifts; 

2 proper health monitoring procedures being introduced; 

J suitable roster arrangements being made; and 

4 proper supervision being provided. 

13.2.3 SHIFT WORK 

Changes have also been made to sub-clauses 19(b) and (c) of the Metal 
Industry Award to provide for 12 hour shift work. The new provisions 
are the same as those in Clause 18(d) above. 

15.2.4 MEAL BREAKS 

The new award provision is for meal breaks as follows: 

CLAUSE 20- MEAL BREAKS 
a. An employee shall not be required to work for more than five hours without 
a break for a meal. Provided that· 

i. in cases where canteen or other facilities are limited to the extent that 
meal breaks must be staggered and as a result it is not practicable for all 
employees to take a meal break within five hours an employee shall not be 
required to work for more than six hours without a break for a meal; and 

ii. by agreement between an employer and the majority Q{ employees in the 
plant, work section or sections concerned; an employee or employees may be 
required to work in excess of five hours but not more than six hours at ordinary 
rates of pay without a meal break. 

b. The time of taking a scheduled meal break or rest break by one or more 
employees may be altered by an employer if it is necessary to do so in order to 
meet a requirement for continuity Q{ operations. 

c. An employer ma:r stagger the time of taking a meal and rest break to meet 
operational requirements. 

d. Subject to the provision of subclause (a) hereof, an employee employed as a 
regular maintenance man shall work during meal breaks at ordinary rates of 
pay whenever instructed to do so for the purpose of making good breakdown Q{ 
plant or upon routine maintenance of plant which can only be done while such 
plant is idle. 

e. Except as provided in subclauses (a) and (b) hereof, and except where any 
alternative arrangement is entered into as a result of inplant discussions as pro­
vided in Clause 18B, time and a half rates shall be paid for all work done dur­
ing meal hours and thereaj'ter.until a meal break is taken. 
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15.2.5. ANNUAL LEAVE 

The variations to this Clause are as follows: 

CLAUSE ZJ- ANNUAL LEAVE 
d. Broken leave 

Annual leave shall be given and taken in one or two continuous periods. 
Qthe annual leave is given in two continuous periods, then one of those periods 
must be of at least 21 consecutive days, including non-working days. Provided 
that, if the employer and an employee so agree, his annual leave entitlement 
may be given and taken in two separate periods, neither of which is at least 21 
consecutive days, including non-working days, or in three separate periods. 
Provided further that an employee may, with the consent of his employer, take 
short term annual leave, not exceeding four days in any calendar year, at a time 
or times separate from any of the periods determined in accordance with this 
subclause. · 

h. Time of takiT&~I leave 
Annual leave shall be given at a timejixed by the employer within a period not 
exceeding six months from the date when the right to annual leave accrued and 
qfter not less than four weeks notice to the employee. 
Provided that by agreement between an employer and an employee, annual 
leave may be taken at any time within a period of twelve months from the date 
at which it falls due and with less than four weeks notice to the employee. 

ANNU \L CLOSE D~WN 

The award provisions relating to annual close down have also been 
changed to provide greater flexibility. Clause 25 has been varied to 
include the following: 

CLAUSE 2J -ANNUAL LEAVE 
m. Annual clo1e down 

v. An employer may close down his plant for one or two separate periods 
for the purpose of granting annual leave in accordance with this subclause. Q 
the employer closes down his plant in two separate periods one of those periods 
shall be for a period of at least 21 consecutive days, including non-working days. 

Provided that where the majority of employees concerned agree, an employer 
may close down the plant, work section or sections in one, two or three separate 
periods for the purpose of granting annual leave in accordance with this sub­
clause. Provided further that if an employer closes down his plant on more than 
one occasion, one of those periods shall be for a period of at least fourteen con­
secutive days including non-working days. In such cases, the employer shall 
advise the employees concerned of the proposed dates of each close down bifore 
asking them for their agreement. 

n. Part clo!le down and part l'()ltered leave 

i. An employer may close down his plant, or a section or sections thereqf, 
for a period qf at least 21 consecutive days, including non- working days and 
grant the balance of the annual leave due to an employee in one continuous peri­
od in accordance with a roster. 

Provided that by agreement with the majority of employees concerned, an 
employer may close down his plant for a period of at least fourteen consecutive 
days including non-working days and grant the balance of the annual leave due 
to an employee by mutual arrangement. 
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WORKPLACE RESOURCE CENTRES 

The Workplace Resource Centres (WRC's) were established under the 
Workplace Resources Scheme by the Commonwealth Government 
Department of Industrial Relations as a national network to provide 
advice and assistance to industry in the complex task of workplace 
reform - with particular emphasis on award restructuring under the 
Metal Industry Award. 

Tripartite boards consisting of representatives from unions, employer 
organisations and the Commonwealth pepartment of Industrial 
Relations, are responsible for the operation and conduct of the WRC's 
affairs and ensure that services provided and processes used are strict­
ly in accordance with the principles and standards set down by the 
industry parties. 

While each centre provides full time professional staff, with extensive 
experience in workplace reform and industrial relations matters, and 
offers an integrated and comprehensive range of services tailored to 
meet the needs of individual clients, they also bring to the field the full 
national resources of the participating boards and organisations. 

Each centre, while being a non-profit organisation, operates as an 
independent commercial enterprise, limited by guarantee, providing 
services to enterprises on the basis of agreements having been reached 
between management, employees and unions on the need for change. 

Priority is given to organisations introducing new awards and new 
forms of management and work organisation. 

The WRC provides specialists to facilitate the change in work organisa­
tion and practices via the consultative process and provides for the 
total involvement of all parties concerned . 

. LOCATIONS 
The WRC may be contacted in: SYDNEY Tel: (02) 819 6511 Fax: (02) 
818 5955, NEWCASTLE Tel: (049) 29 3607 Fax: (049) 29 5783, 
MELBOURNE Tel: (03) 819 6511 Fax: (05) 818 3955, ADELAIDE Tel: 
(08) 373 3540 Fax: (08) 575 3554, PERTH Tel: (09) 426 4300 Fax: (09) 
521 7662, BRISBANE Tel: (07) 2312555, HOBART Tel: (002) 5511900 

. WRC SERVICES 
The concept of Structural Efficiency is basically the attainment of 
improvements in productivity and efficiency by effecting changes in 
the current approach to work practices and patterns, training, skills 
enhancement, and career development:-
"Attention must now be directed towards the more fundamental, institution­
alised elements that operate to reduce the potential for increased productivity 
and tifficierwy . . . we must take steps to ensure that work classifications and 
fo,nctions and the basic work patterns and arrangements in an industry meet the 
competitive requirements of the industry. It is accepted, at least by some, that a 
more highly skilled and flexible labour force is required not only to assist in 
structural adjustment but also to provide workers with access to more varied, 
fulfilling and better paid jobs . .. "(National Wage Case August 1988). 
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The changes required involve fundamental changes in attitude and 
thinking on the part of individual employees as well as organisational 
culture. It involves developing participative and consultative processes 
which aid and are part of organisational change as well as reorganis­
ing physical structures and systems. In addition the aim is to incorpo­
rate the change process into the work culture to create organisations 
which are capable of renewalt flexibility and change in the long term. 

The WRC believes there must be short term outcomes that yield tan­
gible benefits for both management and employees in order to estab­
lish long term faith and commitment. But any change strategy should 
also include a long term plan if the continued vigour and renewal of 
the enterprise is to be ensured. 

Specific measures addressed by the WRC and nominated by the 
Australian Industrial Relations Commission to assist in this process of 
productivity improvement and international competitiveness include: 

• establishing skill related career paths which provide an incen-
tive for employees to continue to participate in skill formation; 

• eliminating impediments to multi-skilling and broadening the 
range of tasks which an employee may perform; 

• ensuring that working patterns and arrangements enhance 
flexibility and efficiency and meet the competitive requirements of the 
industry. 

liM WRC PROCESS 
For the full benefits of award restructuring to be deliveredt a compre­
hensivet integrated approach needs to be adopted. The WRC award 
restructuring process has as its major thrust the revision of job classifi­
cation structures, multi-skilling and employee flexibility along with the 
provision of new career pathst underpinned by skills enhancement and 
training. 
To be properly effective, however, these issues cannot be addressed in 
isolation. They must be properly integrated into all other aspects of the 
business undergoing the change process in order to lead to lasting pro­
ductivity improvements and job security. Factors such as the organisa­
tion's strategic direction, better utilisation of existing technology, intro­
duction of new technology, better forms of work organisation, 
increased levels of participation and communicationt improved reward 
systems, and total quality management also need the appropriate .focus 
during the restructuring process. · 
It is through the implementation of this multi-faceted strategy that the 
WRC will be able to assist industry increase its productivity and effi­
ciency, resulting in job security, market diversification and industrial 
expansion - benefits for all parties. 
Many of the past attempts at restructuring have been either plant or 
industry specific and have lacked the overall development of a com­
mon national standard provided by the Workplace Resources Centres. 
Past efforts to introduce greater employee participation via the consul­
tative mechanism were hindered by a lack of focus and in many cases 
the process was seen as an end in itself. 
The WRC established and preferred approach for initiating workplace 
reform is to totally review all aspects of the enterprise's businesst via 
the consultative mechanism, in a planned and structured manner, with 
the participation of all employees to establish commitment and attitu­
dinal change. 
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FURTHER INFORMATION & ASSISTANCE 

As further developments and award variations occur, iriformation will 
be distributed to employers, employees, governments, educational 
institutions and other organisations involved in award restructuring. 

You should retain this folder and use it to file future information. 
Should you require further information or assistance, contact your 
union or employer organisation. Full details are included below. 

a; ,a \HI.\ 

NATIONAL OFFICE 
MTIAHouse 
214 Northbourne 
Avenue 
Canberra ACT 2601 
Phone: (062) 49 6560 
Fax: (062) 486 157 

NEW SOUTH WALES 
BRANCH 
MTIAHouse 
51 Walker Street 
North Sydney 
NSW2060 
Phone: (02) 929 5566 
Telex: AA121257 
Fax: (02) 929 8758 

VICTORIAN BRANCH 
165 Eastern Road 
South Melbourne 
Vic5205 
Phone: (05) 699 1022 
Fax: (05) 690 7425 

QUEENSLAND 
BRANCH 
MTIAHouse 
5 Gregory Terrace 
Brisbane Qld 4000 
Phone: (07) 831 2305 
Telex: AA121257 
Fax: (07) 832 1095 

DISTRICT OFFICES 

NEWCASTLE 
The Building Centre 
165 Lambton Road 
Braodmeadow 
NSW2292 
Phone: (049) 52 8588 
Telex: AA28746 
Fax: (049) 52 9819 

WOLLONGONG 
152 Keira Street 
Wollongong NSW 2500 
Phone: (042) 28 7266 
GEELONG 
Levett, 
117 Myer Street 
East Geelong Vic 5219 
Phone: (052) 22 4999 
Fax: (052) 25 1961 

GIPPSLAND 
Cnr Seymour St &:. 
Princess Highway 
Traralgon Vic 5844 
Phone: (051) 74 8566 
Fax: (051) 74 0075 

SOUTH AUSTRALIA 
Engineering Employ­
ers Association, SA 
156 Greenhill Road 
Unley SA 5061 
Phone: (08) 575 1455 
Telex: AA8M70 
Fax: (08) 575 1437 

WESTERN AUSTRALIA 
Metal Industries 
Employers' Association 
of Western Australia: 
190 Hay Street 
Perth WA 6000 
Phone: (09) 421 7555 
Telex: AA94124 
Fax: (09) 325 6550 
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AUSTRALIAN 
CHAMBER OF 
MANUFACTURES 
Industry House 
570 St Kilda Road 
Melbourne Vic 5001 
GPO Box 1469N 
Phone: (05) 698 4111 
Fax: (05) 699 1729 

VICTORIAN 
OFFICES 

BALLABAT 
524 Dawson Street 
South 
PO Box640 
Ballarat Vic 3350 
Ph: (055) 3 t 7 688 or 
51 7518 
Fu: (055) 52 5858 

BENDIGO 
107 Baxter St 
Bendigo Vic 5550 
PO Box 470 
Phone: (054) 42 4066 
Fax: (054) 41 5915 

GEELONG 
50 Western Beach 
Geelong Vic 5220 
PO Box658 
Phone: (052) 22 5144 
Fax: (052) 212914 

GIPPSLAND 
18 Kay Street 
Traralgon Vic 5844 
PO Box681 
Phone: (051) 74 9000 
Fax: (051) 7+ 0175 

ALBURY/WODONGA 
POBox 1185 
5.1!1 Kiewa Street 
Albury NSW .1!640 
Phone: (060) 21 5722 
or 215138 
Fax: (060) 21 5117 

, NSW OFFICES 

NORTH SYDNEY 
The Denison 
65 Berry Street 
North Sydney 
NSW2060 
Phone: (02) 957 5792 
Fax: (02} 925 1166 

CAMPBELLTOWN 
rl-MMILtd. 
PO Box512 
Campbelltown 
NSW2560 

67 Dumaresq Street 
Campbelltown 
NSW2560 
Phone: (046) 25 5353 
Fax: (046) 28 4765 

HUNTER 
Hunter Regional 
Centre 
POBox800M 
50 Hunter street 
Newcastle NSW 2500 
Phone: (049) 26 1055 
Fax: (049) 29 4541 

NORTH COAST 
PO Box520 
Ballina NSW 2+78 
Phone: (066) 86 8759 

SOUTH COAST 
South Coast Regional 
Centre 
POBox 1497 
Wollongong 
NSWl!500 
1st Floor, Cnr Young 
&MarketSts 
Wollongong NSW 2500 
Phone: (042) 29 4722 
Fax: (04!2) 28 1200 

Acr 
ACT &:. Districts 
Regional Centre 
PO Box2 
(Priority Paid to 
PO Box} 
Civic Square ACT 2608 
MMI Building 
78 Northbourne Ave 
Canberra ACT 2601 
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Metal Trades 
Federation of Unions 
136 Chalmers Street 
Surry Hills NSW 2010 
Phone: (02) 690 1411 
Fax: (02) 6987516 

AMALGAMATED 
METAL WORKERS 
UNION 

NATIONAL OFFICE 
136 Chalmers Street 
Surry Hills NSW 2010 
Phone: (01!) 690 1411 
Fax: (02) 6987516 

NSW 
NSW STATE OFFICE 
133-137 Parramatta Rd 
Granville NSW 2142 
PO Box 167 
Phone: (02) 8972011 
Fax: (02) 8972219 

NEWCASTLE 
REGIONAL OFFICE 
27 Beresford Lane 
Wickham NSW 2293 
PO Box2190 
Dangar2309 
Phone: (049) 69 2277 
Fax: (049) 62 2062 

MUSWELLBROOK 
REGIONAL OFFICE 
26 Sowerby Street 
Muswellbrook 
NSW2333 
PO Box 365 
Phone: (065) 43 4866 
Fax: (065) 42 5156 

WOLLONGONG 
REGIONAL OFFICE 
26 Auburn Street 
Wollongong NSW 2500 
PO Box 1399 
Phone: (042) 297611 
Fax: (042) 28 9963 

CANBERRA REGIONAL 
OFFICE 
Unit 2, 61 Col bee Court 
Phillip ACT 2606 
Phone: (062) 85 1866 
Fax: (062) 81 0338 

BROKENIDLL 
REGIONAL OFFICE 
Trades Hall, 
Sulphide Street 
Broken Hill NSW 2880 
Phone: (080) 7451 
Fax: (080) 88 5704 

WESTERN 
AUSTRALIA 
WESTERN AUSTRALIA 
STATE OFFICE 
401-403 Oxford St 
MtHawthorn WA6016 
PO Boxl667 
Perth 6001 
Phone: (09) 242 3100 
Fax: (09) 242 1519 

PORT HEDLAND 
REGIONAL OFFICE 
3 Kingsmill Street 
Port Hedland WA 6721 
PO Box439 
Phone: (091) 75 1177 
Fax: (091) 73 1983 

KARRATHA REGIONAL 
OFFICE 
Ann's Fabric Building 
Warambie Road, 
Karratha WA 6714 
PO Box825 
Phone: (091) 851925 
Fax: (091) 85 1585 

BUNBURY REGIONAL 
OFFICE 
Unit 3, 101 Spencer St 
Bun bury WA 6230 
PO Box346 
Phone: (097) 21 7933 
Fax: (097) 91 1421 

VIGrORIA 

VICTORIAN STATE 
OFFiCE 
174 Victoria Parade, 
East Melbourne 
Vic 3002 
PO Box 155 
Carlton South 3053 
Phone: (03) 662 1333 
Fax: (03) 663 7765 

GEELONG REGIONAL 
OFFICE 
Trades Hall 
127 Myers Street 
Geelong Vic 3220 
Phone: (052) 21 6975 
Fax: (052) 23 2506 

LATROBE REGIONAL MACKAY REGIONAL 
OFFICE OFFICE 
37 Elgin Street 1st Floor, 75 Victoria 
Morwell Vic 3840 Street 
Phone: (051) 34 3306 Mackay Old 4740 
Fax: (051) 34 5513 PO Box 2 Mackay 4740 

Phone: (079) 512930 
DANDENONG Fax: (079) 51 4245 
REGIONAL OFFICE 
41 Robinson Street NORTHERN 
Dandenong Vic 3175 TERRITORY 
Phone: (03) 791 3686 REGIONAL OFFICE 
Fax: (03) 794 9127 Suite 4,64 Smith Street, 

Darwin0800 
BENDIGO REGIONAL PO Box2498 
OFFICE Darwin NT 0801 
Trades Hall, Phone: (089) 41 1511 
View Street Fax: (089) 81 1485 
Ber.digoVic 3550 
Phone: (054) 42 5101 SOUTH AUSTRALIA 
Portland District Office SOUTH AUSTRALIA 
South Western Trades STATE OFFICE 
& Labour Council 234 Sturt Street 
14 Henty Street Adelaide SA 5000 
Portland Vic 3305 GPO Box 1051 
Phone: (055) 21 1205 Phone: (08) 211 8144 

QUEENSLAND 
Fax: (08) 212 2102 

QGEENSLAND STATE WHYALLA REGIONAL 
OFFICE OFFICE 
366 Upper Roma 17 A Forsythe Street 
Street, Why alia SA -5600 
Brisbane Old 4000 PO Box46 
PO Box6 Phone: (086) 45 7115 
Brisbane Roma St Fax: (086) 45 9533 
Qld4003 
Phone: (07) 256 2550 TASMANIA 
Fax: (07) 236 2089 TASMANIA STATE 

OFFICE 
ROCKHAMPI'ON 89 Salamanca Place, 
REGIONAL OFFICE Hobart, Tas 7000 
Suite 5, GPO Box 9351 
110 Campbell Street Hobart 7001 
Rockhampton Qld 4700 Phone: (002) 34 7299 
PO Box 6087 Fax: (002) 23 4390 
Mail Centre 
Rockhampton Old 4702 LAUNCESTON 
Phone: (079) 271487 REGIONAL OFFICE 
Fax: (079) 22 1491 1st Floor 

Trades Hall, 
TOWNSVILLE 122 Elizabeth Street, 
REGIONAL OFFICE Launceston Tas 7250 
1 Cottel Street, Phone: (003) 31 5104 
Hyde Park Qld 4812 Fax: (003) 34 2313 
PO Box 360 
Hermit Park Qld 5812 
Phone: (077) 72 3511 
Fax: (077) 72 6302 
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FEDERAL OFF1CE 
1st Floor 
Fax: 261 3502 
577-585 Sussex st 
Sydney NSW 2000 
Phone: 267 7960 
Fax: 261 5502 

NSWBRANCH 
46AuburnRd 
Auburn NSW 2144 
Phone: 749 1033 
Fax: 267 729 

VICTORIAN BRA.~CH 
15 Drummond St 
Soul Carlton Vic 5055 
Phone: (03) 6625699 
Fax: (05) 663 4241 

SOUTH AUSTRALIAN 
Branch 58-40 Stuart St 
Adelaide SA 5000 
Phone: (08) 212 6255 
Fax: (08) 2511804 

TASMANIAN BRANCH 
263 Macquarie St 
Hobart Tas 7000 
Phone: (002) 54 7710 
Fax: (002) 257 115 

WESTERN 
AUSTRALIAN BR.\NCH 
110 Charles St 
Perth WA 6000 
Phone: (09) 227 7411 
Fax: (09) 528 922 
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FEDERAL OFFICE 
FED FA 
4th Floor 561 Kent St, 
Sydney 
Phone: (02) 267 3929 
Fax: (02) 261 465 

NSW(COAST 
DISTRICT BRANCH) 
5th Floor 561 Kent St 
Sydney 
Phone: (02) 264 6471 
Fax: (02) 282 1270 

NSW (BARRIER 
BRANCH) 
Trades Hall, Blende St 
Broken Hill NSW 2880 
Phone: (080) 5593 
Fax: (080) 882 109 

VICTOJ\.lA 
54 - 40 Barry Street 
Carlton Vic 5055 
Phone: (05) 547 9777 
Fax: (05) 347 3385 

QUEENSLAND 
424 Upper Roma St 
Brisbane Qld 4000 
Phone: (07) 236 2077 
Fax: (07) 236 2431 

TASMANIA 
122 Elizabeth St 
Launceston Tas 7250 
Phone: (003) 318 546. 
Fax: (005) 342 513 
or 
75 TasmanSt 
North Hobart Tas 7001 
Phone: (002) 341 449 
Fax: (002) 512 010 

SOUTH AUSTRALlA 
CMEU 
1st Floor 
Trades Hall 
11-16 South Terrace 
Adelaide SA 5000 
Phone: (08) 2315595 
Fax: (08) 231 5822 

WESTERN AUSTRALIA 
CMEU 
1st Floor 
Henley House 
102 Beaufort St 
Perth WA 6000 
Phone: (09) 328 4022 
Fax: (09) 277 8544 

ACT 
2 BadhamSt 
Dickson 2602 
Phone: (062) 47 3047 
Fax: (062) 49 1247 

J!>SO(~J\TIO:\' OF 
DJl.\t:f>H 1'1"-CI 
sur~:.R\ 'ISotn 
.vm n:C!11\IC·\L 
l.;\IPLO\EES 

FEDERAL OFF1CE 
'2nd Floor/ ACTU House 
395 - 597 Swanston St 
Melbourne Vic 3000 
Phone: (03) 663f 5677 
Fax: (03) 663 5951 

VICTORIA 
2nd Floor 
174 Victoria Pde 
East Melbourne 
Phone: (03) 662 1~66 
Fax: (03) 639 0724 

NSW 
4th Floor/155 
Castlereagh St 
Sydney2000 
Phone: 264 1451 
Fax: 267 5021 

SOUTH AUSTRALlA 
234 Sturt St 
Adelaide 5000 
Phone: (08) 211 8144 
Fax: (08) 212 2102 

QUEENSLAND 
1st F1oor/7~ Astor 
Terrace 
Spring Hill4000 
Phone: (07) 832 5666 
Fax: (07) 832 4232 

ACT 
2nd Floor 
40 Brisbane Ave 
Barton2600 
Phone: (062) 73 2~12 
Fax: (062) 734 097 

WESTERN AUSTRALIA 
110 Charles St 
West Perth 6005 
Phone: (09) 328 2733 
Fax: (09) 328 9220 

NORTHERN 
TEilRITORY 
Suite 4/69 Smith St 
Darwin5790 
Phone: (089) 818 969 
Fax: (089) 410 801 

TASMANlA 
265 Macquarie St 
Hobart 7000 
Phone: (002) 348 394. 
Fax: (002) 25 7115 

FI-:J),_R,\ TF.:II 
IIW ~\'\'01\1\Eil.S 
\ SS(\)CI \TIO:\ 

NATIONAL OFFICE 
51-65 Bathurst St 
Sydney NSW 2000 
Phone: 264 2877 
Fax: 2611701 

SYDNEY BRANCH 
51-65 Bathurst Street 
Sydney NSW 2000 
Phone: 267 1622 
Fax: 2611701 

GRANVILLE OFF1CE 
18 Good Street 
Granville NSW 2142 
Phone: 637 ~350 
Fax: 637 8446 
Temporary Premises 
59 Cowper Street, 
Granville 

NEWCASTLE BRANCH 
Box226 PO 
Mayfield NSW 2304 
161 Maitland Road, 
Mayfield NSW 2304 
l>hone: (049) 67 1155 
Fax: (Q4.9) 60 1349 

PORTKEMBLA 
BRANCH 
525 Crown Street 
Wollongong NSW 2500 
Phone: (042) 29 3611 
Fax: (042) 29 8096 

VICTORIAN BRANCH 
685-691 Spencer Street 
West Melbourne 
Vic3003 
Phone: (05) 329 8733 
Fax: (03) 329 2871 

GEELONG OFFICE 
Suite4, 103 Yarra Street 
Geelong Vic 3220 
Phone: (052) 299 684 
or (052) 296 143 
Fax: (052) 21 6050 

73 



MORWELL OFF1CE 
ETU Building 
Cnr Buckley & 
Collins St 
Morwell Vic 3840 
Phone: (051) 54 1961 
or (051) 54 7666 
Fax: (051) 33 9!!34 

ALBURY OFF1CE 
Unit 1, 614 Dean St 
Albury NSW 2640 
Phone: (060) 411157 

ADELAIDE BRANCH 
40 Sturt Street, 
Adelaide SA !5000 
Phone: (08) 212 7!!!57 
Fax: (08) 2311804 

PORT PIRIEIWHYALLA 
BRANCH 
Box 158PO 
Whyalla !5600 
Anderson Building 
8 Forsyth Street 
Whyalla 
Phone: (084!) 45 8245 
Fax: (086) 45 5998 

QUEENSLAND 
BRANCH 
44 Grey Street 
Brisbane Qld 4104 
Phone: (01) 846 2244 
Fax: (01) 846 3796 

GLADSTONE OFF1CE 
PO Box675 
Gladstone Qld 4680 
Shop 55A Off Street 
Gladstone 
Phone: (079) 72 33()4. 
Fax: (079) 72 3304 

TASMANIAN BRANCH 
GPO Box9t9 

· Hobart Tas 7001 
250 Murray Street 
Hobart 7000 
Phone: (002) 347411 
Fax: (002) 51 1571 

LAUNCESTON OFF1CE 
85 Frankland Street 
Launceston Taa 7250 
PO Box555 
La\Ulceston 
Phone: (005) 317016 
Fax: (003) 54 1089 
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WEST AUSTRALIAN 
BRANCH 
110 Charles Street 
Perth WA 6000 
Phone: (09) 2277411 
Fax: (09) 328 92!20 

EI.I".C ~H\11:\1. 
Ill \111:'­
J,,Icl!\ 

NEW SOurn WALES 

SYDNEY 
36 Hutcbinson Street 
Surry Hills NSW 2010 
Phone: (02) 560 3553 
Fax: (02) 360 3982 

26-24 Wentworth St 
Parramatta NSW 2150 
Phone: (02) 689 1865 
or (02) 689 1200 
Fax: (02) 635 9636 

NEWCASTLE 
63 Tudor Street 
Hamilton NSW 2505 
Phone: (~9) 69 5944 
Fax: (04o9) 69 6194 

WOLLONGONG 
Room21-24 
50 Crown Street 
Wollongollf! NSW 2!500 
Phone: (042) 28 8711 
FQ: (042) 28 5656 

VICTORIA 
516-520 Swanston St 
Carlton South Vic 3053 
Phone: (03) 547 9555 
Fax: (05) 548 1270 

14 Buckley Street 
Morwell Vic 3840 
Phone: (051) 54 7606 
Fax: (051) 3~ 9258 

QUEENSLAND 
4th Floor, Trades Hall 
16 Peel Street 
Sib Brisbane Qld 4101 
Phone: (01) 846 2477 
Fax: (01) 844 9851 

P.O.Box846 
Gladstone Qld 4680 
Phone: (079) 72 3122 
Fax: (079) 72 5721 

15 Palmer Street 
Townsville Qld 4810 
Phone: (071) 72 3122 
Fax: (017) 21 1117 

SOUTH AUSTRALIA 
312 South Road 
Richmond SA 5053 
Phone: (08) 234 2150 
Fax: (08) 3521711 

WESTERN AUSTRALIA 
1st Floor 
401-40~ Oxford Street 
Mt Hawthorn WA 6016 
Phone: (09) 242 ~999 
Fax: (09) 242 3998 

!I Dodd Court 
Karratha WA 6714 
Phone: (091) 85 1946 

TASMANIA 
(P.O. Box 135) 
4 Lefroy Street 
North Hobart Tas 7002 
Phone: (002) 34 3053 
Fax: (002) 3-4 4551 

ACT 
95-97 Wollongong 
Street 
Fyshwick ACT 2609 
Phone: (062) :59 1456 
Fax: (062) 80 7535 

NORTHERN 
TERRITORY 
P.O. Box 4053 
Darwin NT 5794 
Phone: (089) 41 2:500 
Fax: (089) 81 1770 



APPENDIX 1 

METAL INDUSTRY AWARD PART I 
FUTURE BROADBANDING ADJUSTMENTS 
NOTE: These adjustments are to be absorbed into overaward payments so that no 
actual wage Increase occurs. Where no overaward payment is made, employers 
may apply for an exemption. See Section 9.2. · 

,f~E -:::. JULY '90 JAN '91 JULY '91 
caouP IIVEL $ $ $ 

:,:E :::E JULY '90 JAN '91 JULY '91 
ROUP liVEL $ $ $ 

G1 ............ . C6 ............ - ... ......... .. - .............. - .. .. .. G22 ... ... .... C12 .... ....... - ........ ...... -......... .. ... - ... .. . 

G1A ........... C8 ............ - ...... ....... . - .... ......... - .. .. .. G23 .... .. .... C12 ........... - .. .. ..... ... .. -....... ....... - .... .. 

G2 ............. C9 ............ -....... ...... -............. -.... .. G24 ........ .. C12 ....... .... - ......... .. .. - ....... .... .. - ..... . 

G3 .......... ... C9 ....... ..... - ....... ..... .. - .... .......... -.. .... . G25 .......... C12 .... .... 2.60 ..... ...... - .............. - ..... . 

G4 ............. C9 ..... ....... - ........ ..... - ............. - ...... G26 .... ...... C12 .. .. .... 2.60 .... ....... -...... ....... -.... .. 

G5 ...... ....... C9 .... . ....... - ....... ....... - .... ....... .. - ...... G27 ...... .... C12 ........ 2.60 .. ......... - .. .. .... .... .. - ... . .. 

G6 ... .......... C9 .. .. ..... 4.80 ... ........ - ......... .. .. - ....... G28 .......... C12 ........ 2.60 ..... .. .. .. - .......... .. .. -.... .. 

G7 ............. C9 ........ 4.80 ... ....... -............. - .... .. G29 .......... C12 .. ..... 3.40 ....... 2.60 .. ........ - .... .. 

G8 ............ C10 ...... ..... - .... ... ....... - .............. - ..... . G30 .......... C12 .... .... 3.40 ........ 2.60 ..... .. .. .. - ...... . 

G9 ....... .... C10 .... ....... - ............. - ..... .. ...... -..... . G31 ........ .. C12 ........ 3.40 ...... .. 2.60 .......... - .... .. 

G10 ........ .. C10 ........... - ....... ...... . -............ .. -..... . G32 .... ...... C12 .... .. .. 5.80 .... .... 3.40 ........ 2.60 .. . 

G11 . . . . . See New Construction Award G33 .......... C12 ........ 5.80 .. ...... 3.40 ........ 2.60 ... 

G11A.... See New Construction Award G34 ...... .... C13 ...... ..... - ......... .. ... - .... .. . ....... . -.... .. 

G11B ........ C11 ........... - ....... ....... -....... ........ - .... .. G35 .. ...... .. C13 .... ....... - ....... .. .. ... - ....... ....... - .... .. 

G12 .......... c1.1 .... .. .. ... - ............. -............ -.... .. G36 ...... .... C13 .... ...... - ...... ....... -.. ..... ....... - .... .. 

G12A .. ... ... C11 ...... ..... - ......... .. ... - .. ....... ..... - .... .. G37 .: .. .. .... C12 .. ..... . 5.80 ........ 3.40 ...... .. 2.60 .. . 

G13 .......... C11 .... .. .. ... - ...... ........ - ......... ..... - .... .. G38 .......... C13 ........... - ............ .. - ......... .. ... - .... .. 

G14 ..... . __ · __ C11 ......... .. - .............. - ...... ....... - ..... . G39 .......... C13 .... ....... - ............. -....... ...... -.... .. 

G1S ......... . C11 ...... ..... - ........ ...... - ...... ........ - .. ... . G40 .......... C13 .... .... 1.40 .... .. ..... -.......... .. .. - .... .. 

G16 ... ....... C11 ........... - .. ........... - .............. - .... .. G41 ... .. .... C12 .... .... 5.80 ........ 3.40 .... .... 2.60 .. . 

G17 .......... C11 ........... - ...... ........ - .... ... ...... . - .... .. G42 .......... C13 .... .... 2.40 ........... - .............. - ..... . 

G17A ........ C11 ........... - .... ........ .. - .............. - .... .. G43 ...... .... C13 ...... .. 2.40 .... ...... -....... ....... -.... .. 

G17B ........ C11 ........... - ......... ... .. - .............. - .... .. G43A .. .... C13 .... .... 240 .... ...... -.............. -.. :.,. 

G17C ....... C11 .... ....... - .... .. ...... .. - .... .......... - ... .. . G43B ..... ... C13 .... .... 2.40 .... ....... - ....... .. ... .. -.... .. 

G18 .......... C11 .......... - ...... .. .. .. -....... .... .. -..... . G44 .... .. .... C13 .... .... 2.40 .... .... .. - ......... .... - .... .. 

G18A... See New Construction Award G45 .......... C13 ...... .. 2.40 ...... .. 2.40 ......... .. -.... .. 

G19 .. .... .... C11 ...... .. 3.70 ......... · .. -..... ......... -.... .. G46 ...... ... . C13 .... .... 2.40 ..... .. . 2.40 ...... ..... -.... .. 

G20 ... ... .... C11 .... - ~ .. 3.70 ...... .. .. -......... .. .. -..... . G47 ......... C14 ...... .... . - ........ ...... - ....... .. .... - .... .. 

G20A ... .... C11 ...... .. 3.70 ..... ...... - ............ .. - .... .. G48 ... ... .... C14 ...... .. .. . - ....... ....... - ..... ..... .. .. -...... . 

G21 .......... C11 ........ 3.70 .......... -...... ... .... - .... .. 
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APPENDIX 2 

METAL INDUSTRY AWARD PART II 
FUTURE BROADBANDING ADJUSTMENTS AND COMPARATIVE SCHEDULE OF 
OLD AND NEW CLASSIRCATIONS 
NOTE: These adjustments result from broadening existing classifications into 14 new 
levels. They are to be absorbed into overaward payments so that no actual wage 
Increase occurs. Where no overaward payment is made, employers may apply for 
an exemption. See Section 9.2. 

OlD NEW CUSSIFICAnON JULY'90 JAN'ti JULY'ti 
ClASSIFICATION W.AGELML $ $ $ 

TRACER Level12 

YEARS OF EXPERIENCE AS SUCH -
-FIRST 12E 5.80 3.40 2.60 
- THEREAFTER 126 - - -
DRAUGHTSMAN - DDAIL 
PlANNING ASSISTANT 

Level9 I 

TECHNICAL ASSISTANT 

YEARS OF EXPERIENCE AS SUCH -
-FIRST 9D 17.80 - -
- SECOND AND THIRD 9A - - -
- FOURTH 9A(plus 2%) 

I - - -
- THEREAFTER 9A(plus 7%) - - -

DRAUGHTSMAN SENIOR - DDAIL Level6 
PLANNING TECHNICIAN 
TECHNICIAN 

YEARS OF EXPERIENCE AS SUCH-
-FIRST 6D 15.60 - 10.50 
-SECOND 6C 10.50 - -
- THEREAFTER 6B - - -
DRAUGHTSMAN - DESIGNING Level4 
PRODUCTION ~HER 
TECHNICAL OFFICER 

YEARS OF EXPERIENCE AS SUCH-
-FIRST 46 19.10 - -
-SECOND 4A - - -
- THEREAFTER 4A(plus 5%) - ! - -
PRINCIPAL TECHNICAL OFFICER Level2 

2(b) - - -
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APPENDIX 3 

METAL INDUSTRY AWARD PARTS I • II 
MINIMUM RATE ADJUSTMENTS APPLYING TO NEW CLASSIFICATION LEVELS 
(SUBJECT TO TESTING) NOTE: These adjustments are to be absorbed into 
overaward payments so that no actual wage increase occurs. Where no overaward 
payment Is made, employers may apply for an exemption. 

PROPOSED JULY 'tO JAN '91 JULY'91 PROPOSED JULY 'tO JAN '91 JULY'91 
NEWIMLS $ $ $ NIWLIVELS • $ $ 

Level1 Levell 6.30 6.30 6.50 

Level 2a 9.80 9.80 10.00 levelS 7.60 7.60 7.90 

Level2b 12.60 12.60 12.90 Lavel9 5.10 5.10 5.40 

Level3 9.50 9.50 9.50 Level 10 4.50 4.50 4.60 

Level4 10.70 10.70 10.90 Leve111 4.40 4.40 4.70 

Level S 8.10 8.10 8.20 Leve112 3.30 3.30 3.60 

Level 6 Level13 2.20 2.20 2.30 
ptl 11.00 11.00 11.30 level 14 3.10 3.10 3.10 
ptll 8.40 8.40 8.60 

Minimum Rate .Ad]Qat11161'1f 
In its August 1989 National Wage Case decision the Australian Industrial Relations 
Commission decided to establish new, higher minimum award rates In all federal 
awards as part of the process of restructuring awards. 
The Commission established a benchmark award rate for a fitter (G10) under the 
Metal Industry Award. The Commission then established award wage relativities for 
other award classifications. The result Is that award rates for all classifications must 
be increased, (JIIer time, in order to meet these relativities. 
These Increases are known as the Minimum Rate Adjustments. They are separate 
from the Structural Efficiency Increase and broad-banding adjustments. 

APPENDIX 4 

METAL INDUSTRY 
(ENGINE DRMRS' 
AND FIREMEN'S) AWAilD 
MINIMUM RATE ADJUSTMENTS 
APPLYING TO PROPOSED NEW 
CLASSIFICATION LEVELS 
(SUBJECT TO TESTING) 
NOTE: These adjustments are to be 
absorbed into overaward payments so 
that no actual wage Increase occurs. 

liVEI.13 
LML12 

LEVEL11 
A 

A (II) 

li'VIL10 

LML9 

LMLI 

li'VIL7 

JULY'90 
$ 

2.20 

3.30 

4.40 

1.00 

4.50 

5.10 

7.60 

10.80 

JAN'91 JULY'91 
$ $ 

2.20 230 

3.30 3.60 

4.40 4.70 

4.40 4.70 

4.50 4.60 

5.10 5.40 

7.60 7.90 

10.80 10.90 
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APPENDIX 5 

METAL INDUSTRY (ENGINE DRMRS' AND FIREMEN'S) AWARD 
FUTURE BROADBANDING ADJUSTMENTS (SUBJECT TO TESnNG) 
NOTE: These adjustments are to be absorbed Into overaward payments so that no 
actual wage increase occurs. See Section 9.2. 

JULY'90 JAN'91 JULY'91 JULY'90 JAN'91 JULY'91 
$ $ $ $ $ $ 

LEVIL13 IIVIL tO 
B. - - - c. 11.90 - -
A - - - B. - - -
liVEL12 A - - -

D. 3.40 2.60 - LEVEL9 
c. 2.60 - - c. 4.80 - -
B. - - - B. - - -
A - - - A - - -

liVEL11 LEVELl - - -
c. 3.70 - - LEVEL 7 - - -
B. - - -
A - - -
A (ii) - - -
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APPENDIX 6 

METAL INDUSTRY AWARD PART I 
COMPARATNE SCHEDULE OF OLD CLASSIFICATIONS AND NEW 
BROADBANDED WAGE LEVELS 

DIVISION A 29. Wet stone grinder and glazer 
(tradesman) ......................... ... ............. 10 GENERAL ENGINEERING (INCLUDING 

WINDOW-FRAME AND AGRICULTURAL 
IMPLEMENT MAKING) DIVISION B 

SMITHING 
1. Assembler - win<::Jot.v-frame making 30. 

(as defined) (non-tradesman) ... .... . 120 
31

. 
2. 
3. 
4. 

Brass finisher (tradesman) ............. ...... 10 
32

. 
Brass finisher - 2nd Class ..... ... ......... 12A 

3
3. 

Engraving machinist - 1st class 
34

. 
(NSW only) ... ........ ........ ..... ........ ............ 10 

5. Rtter (as defined) ....... ....................... .. 10 35. 
6. Fitter, agricultural (non tradesman) 120 

36
. 

7. Fitter, turbine blade .. .... ... . ·········· ·· ······· ~ 37. 
8. Hand engraver(NSWonly) ................ 38. 
9. Inspector (as defined) .... · .. · · · · · ·· · · · · · · · · · · ~ 39. 
10. Key seating machinist ................... .... 1 

40
. 

11. Locksmith(asdefined) ..... .. ... ............. ~~ 41. 
12. Machine setter ..................................... 42. 
13. Machinist - 1st class (as defined) .... 10 

43
. 

14. Machinist - 2nd class (as defined) 12A · 
15. Machinist- 3rd class (as defined) 13A 44. 
16. Marker off (I.e. a fitter the greater 45. 

16a. =~3:~:::=-~::~i~i· 9C :~: 
class (as defined) .. ........ ... ....... .. ............ 8 

Ang~lron smltn .... ............. ............... ... 10 
Annealerand/orcase hardener ...... 11C 
Blacksmith's machinist ....... ..... .......... 13A 
Blacksmith's striker ............ ..... .. .......... 13C 
Blacksmith's striker on double fires and 
other assistant ................... ............ ..... 13A 
Deleted 
Coppersmith ....... ....... .... .............. ... .... . 10 
Forger and/or faggoter ....................... 9B 
Forger's assistant ...... ............. ..... ........ 138 
Forge tumaceman .............. .. ... .......... 11 B 
Forge tumaceman's assistant ........... 138 
Hammer driver ........ .. ...... ... .. .......... .... 13A 
Hecrt1reater(asdefined) ........ ............ 10 
Heater treater nat subject to plant 
metallurgical supervision ............ ...... .. 9C 
Heat treater operative (as defined) 12E 
Smith- other(asdefined) .. .............. 10 
TIIter ................. ............. .. ....... .......... .. .. 12B 
Toolsmith ... ................ ... ......................... 10 

17. Motor cycle mechanic ..... ....... ..... ..... 11 B DIVISION C 

18. Motor mechanic (as defined) ........ .. .. 10 
19. Mould polisher ... .... .. ......... ... .......... ..... 138 

80/LERMAKING AND STEEL 
CONSTRUCTION 

20. Pattemmaker (as defined) ................. 9A 48. 
21. Pipe fitter on low pressure worl< .. .. .. .. . 12B 49. 
22. Plant mechanic (as defined) (NSW 

1 only) .......... .... ................ .... ....... .... ......... 0 50. 
23. Refrigeration mechanic or 51. 

serviceman ........................................... 10 52. 
24. Safemaker and/or repairer (security 

53
. 

\!\fOrk) . .. .. . . .. .. . . . . .. .. . . . . . . . . .. .. .. . .. .. .. . . .. . .. .. . . .. 10 
25. Scale maker and/or adjuster ..... ....... .. 10 
26. Scientific instrument maker (as 54. 

defined) ....... ........ .... .. ......... ..... ... ......... 9A 
27. Toolmaker (as defined) ..... ................. 9A 
28. Turner ... .................. .... .... .... .. .... ....... ... ... 10 

Deleted 
Boilermaker and/or structural steel 
tradesman (as defined) ...................... 10 
Boilersmith .. . .. . .. .. . . . .. . . . . . . . . .. . . .. .. .. . .. . .. .. . .. 1 0 
Driller using portable machines ........ 11 B 
Driller using stationary machines ..... 13C 
Holder-up whether using hand or 
machine dolly of any kind, Including 
all work Incidental thereto ....... ......... 12E 
Machinist, steel construction -
1st class (as defined) ........... ....... ....... 12E 
2nd class (as defined) ................. ..... 13D 
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55. Marker off, (a tradesman the greater 
part of whose time in any weekly pay 
period Is occupied in marking off 
and/or template making) ....... ......... . 9C 

56. Plate setter and frame bender .......... . 10 
57. Rivet-heater (a tradesman employed as 

such In this Division who, In the course of 
his work. Is called upon to operate any 
machine shall be paid at the wage rate 
prescribed for a tradesman for all work 
done) ........... ........... ...... .......... ............ 138 

DIVISION 0 

WELDING 

58. Welder - special clt:lss (as defined) 9C 
59. Welder - 1st class (as defined) ......... 10 
60. Welder - 2nd class (as defined) ..... 12E 
61. Welder - 3rd class (as defined) ...... 13D 
62. Welder - tack .... .. .... ......................... 138 

DIVISION E 

FOUNDRY 

63. Assistant fumaceman ........... .... ........ 13A 
64. Costing chipper .... ....... ...... ___ _____ 13A 
65. Corestove or oven attendant ...... ..... 13A 
66. Dresser and grinder 

(when using portable machine) ...... 12E 
6 7. Dresser and grinder (other) ........ ...... 13A 
68. Dresser, shot blast and sand b last -
(a) who operates from outside properly 

enclosed cabin ... .. . . . . . . . . . . . .. . ... . 13A 
(b) other ....... ....................... ...... .. . 12C 
69. Fumaceman- cupola······-_ 128 
70. Fumaceman - electric .... 128 
71. F\Jrnaceman- other ....................... 12C 
72. Jobbing Moulder and/or coremaker 

(as defined) ............ .. .. ... .... ........... ....... 10 
73. Ladleman ......... .. ... ..... ... .... .. ........ ... .... 13A 
74. Loader and unloader of annealing 

furnace ............... ....................... ..... .... 13A 

80 

75. Plate or machine moulder and/or 
coremaker (as defined) -
1st six months' experience ................ . 138 
2nd six months' experience .. _ .. ..... ..... 138 
3rd six months' experience ....... .. ....... 12E 
Thereafter ................ ......... ... .... ............ 128 
Experience for the purpose of 
calculating the wage rates payable to 
plate or machine moulders and/or 
coremakers shall include all experience 
as the case may be whether as a 
moulder or a coremaker jobbing or 
machine as the case may be whether 
as a junior or an adult. 

76. Shell moulding operative ...... ............ 138 
77. Sand mixing machine operator ...... .. 12E 
78. Tapper-out ........ ...................... ....... .... 13A 
79. Emery wheel attendant ..... ..... .... ..... .. 138 
80. Employee directly assisting an employee 

whose wage rate is equal to or in excess 
of that prescribed for Classif ication 19 -
Mould Polisher for the relevant area 13D 

61. Employee directly assisting a 
tradesman .. ...... ..... ... .... .... ..... ............ 12E 

82. Other employees with not less than 
three months' experience in the metal 
trades Industry . . . . .. .. . . . .. . . . . . . . . . . . . . . . .. .. . . . . 13E 

83. Employee not elsewhere c lassified .... . 14 
84. Dogman ....................................... ..... 120 

DIVISION F 

ELECTROPLATING 

85. Electroplater - 1st class 
(asdefined) .... ............. ..... ..... ......... ..... 10 

86. Electroplater - 2nd class 
(as defined) .............. ........................ . 12A 

87. Electroplater - 3rcl class 
(as defined) ............... ..... .. ... ..... .... ..... 130 

88. Maker-up (Tubemakers of 
Australia Ltd) ... ....... ... ....... ......... ..... .... 128 

89. Polisher - 1st class (as defined) 
(respondent employers in South 
Australia and Metal Trades Industry 
Association of Australia in New South 
Wales and Queensland only) .......... 11C 

,-



90. Polisher- other (respondent employers 
in South Australia and Metal Trades 
Industry Association of Australia in New 
South Wales and Queensland only) 12E 

DIVISION G 

$/L VERPLATED WARE 

91. Electroplater- 1st class 
(asdefined) .... ............. ...... ...... ...... .... .. 10 

92. Electroplater - 2nd class 
(as defined) ......... ....................... ....... 12A 

93. Electroplater - 3rd class 
(as defined) ....................................... 13D 

94. Sllverplate tradesman (as defined) ... 10 
95. Drop hammer stamper who puts in die 

and makes force ............... ........ .. ...... 11A 
96. Spinner - 1st class (as defined) ...... 11A 

-other ........... ......... ........ ................... 13B 
97. Assembler (as defined) .... ....... ... ....... 12E 
98. Polisher - 1st class (as defined) .. ... 11C 

-other ......... .. ................................. ... 12E 

DIVISION H 

ELECTRICAL 

(a) GENERAL 

99. Bottery attendant .............................. 13D 
1 00. Battery fitter (as defined) .. . . .. . . .. .. . . .. . . . . 1 0 
101. Deleted 
102. Cable jointer (as defined) on high 

tension (over 6.600) volts . .. .. .. . . . . . .. .. .. . 11 B 
103. Cable jointer (as defined) on low 

tension (under 6.600) volts ......... ... .. .. 11 B 
104. Cable jointer's mate ...... ........ .. ......... 13D 
1 05. Core maker ( tra nstormers) . . . . .. . . . . . . . . .. . 138 
1 06. Electrical fitter (as defined) and/ or 

armature winder ..... ..... ..... .... .... .... ....... 10 
107. Electrical fitte(s and mechanic's 

assistant ... .............. .......................... .. . 12E 
108. Electrical instrument maker and/or 

repairer (as defined) .. .. ............. .......... 98 
109. Electrical mechanic (as defined) .. .... 10 
110. Electrician in charge of electric supply 

undertaking ...... ..... ...... ....... ..... ........... . 9A 

111. Electrician In charge of plant and/or 
installation ............................ ................ 10 

112. Electrician - special class 
(as defined) ............... .... .. ..................... . 8 

112a. Electronics tradesman (as defined) .. ... 6 
113. Installation- Inspector and/or tester 10 
114. Unesman(asdefined) .... ...... ..... ...... 11C 
115. Linesman's assistant (as defined) .. .. 13D 
116. Deleted 
117. Meter tester - 1st grade 

(as defined) ................. ............... ...... 11C 
118. Meter tester - 2nd grade 

(as defined) .............. ......................... 12D 
118a. Deleted 
119. Deleted 
120. Shift electrician (as defined) ....... ... .... 10 
121. Refrigeration mechanic or 

serviceman ............................... ............ 10 
122 .. Switchboard attendant .... .. .... .... .. .... 12A 
123. Telegraph mechanic and/or 

serviceman ........ .... .......... ..... ................ 10 

(b) RADIO SECTION 

124. Radio repairer (factory) ..... ...... ... ....... 12E 
125. Radio serviceman ........... ....... ............ 11B 
126. Radio wirer. i.e. employee wiring a 

complete set from a circuit diagram 
or model other than on production 
line ........ .. .. .. .... ........... ..... .. ... ......... ..... . 13D 

127. Power tube aperative (as defined) -
1st six month's experience ...... ... ....... 13D 
Thereafter . . . . .. . . .. . . . . . .. . . . . . . .. .. .. . .. . . . .. . . .. .. 13A 

128. Tradesman (Radio) (as defined) ....... 10 
129. Radio tester (as defined) ......... ........ 11C 
130. Final tester and fault finder 

(as defined) .. ... ......... .. ... ........ ..... ... .... 11 B 

(c) SECONDARY AUTOMOTM AND 
INDUSTRIAL IAnERY' MANUFACTURE 

131. Batteryrepalrer(asdefined) ....... ...... 12E 
132. Moulding of grids ..... ............ ..... ... ...... 12E 
133. Formation hand .............................. ... 13B 
134. Group connector and post buming 13A 
135. Paste mixing and plate pasting ... .... 12E 
136. Plate assembler (as defined) .. ... ...... 12C 
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137. Examiner(asdefined) .. .......... .... ..... 138 (b) CANISTERMAKINGSECTION 
137a Battery process worker (as defined) 13C 160. Canister maker by hand and rtvetter 

by hand ............... ....... .... ... .... ... ......... . 138 
DIVISION I 161. Deleted 

TRADESMEN NOT ELSEWHERE SPECIFIED 162. Deleted 

138. Carpenter or joiner .......... ...... ..... .. ........ 10 
139. Plumber .......... ....................... ...... ......... 10 

DIVISION J 

SHEET METAL 

·(a) SMElT METAL SECTION 

140. Sheet metal worker-
1st class (as defined) ................ .......... 10 

141. Sheet metal worker-
2nd class (as defined) .. ................. ... 12A 

142. Coremaker (transformers) ................. 13B 
143. Die setter ...................... ................ ....... 138 
144. Die setter press operator working from 

blueprints or plans ............ ................. 11C 
145. Drop hammer stamper ..................... 13D 
146. Guillotine operator (as defined) ...... 11C 
147. Guillotine operator (other) ....... ...... .. 13D 
148. Guttering machinist .......................... 13D 
149. Nameplate camera operator .......... 13A 
150. Nameplate etcher ........................ .... 13A 
151. Power machinist (not otherwise 

specified) ......... ...... ........ ...... .. ...... .. .... 13D 
152. Press Operator (heavy) ......... ............ 13D 
153. Press Operator (light) ...................... .. 13D 
154. Silk Screen maker ..... ............. ............. 12E 
155. Silk Screep ope rOtor . . . . .. .. .. .. .. . .. . . .. . . .. . 13D 
156. Solderer and dipper ............... .... ....... 13D 
157. Spinner -

-1st class (as defined) ................... 11A 
-other ........ ........ .. ............................. 138 

158. Spray painter (on both prime end 
finish coat) ............ ................ ...... .. .. ... 12C 

159. Spray painter (on one coat work) .... 12E 
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163. Die setter and/or machine setter 
and/or leading press hand ........ ...... 12C 

164. Operator of power capping machines or 
metal pots on automatic 
machines ........................................... 13D 

165. Operator ci other power presses and 
other pa~Ner machines ...................... 13D 

166. Solderer and dipper .......... ................ 13D 

(c) PAINIING AND JAPANNING SECTION 

167. Deleted 
168. Dipper ........ .. ... ................. ................ .. 13D 
169. Deleted 
170. Painter and lacquerer ..... .... .. ........... . 13D 

DIVISION K 

GAL VAN/SING 

171. Assistant working over metal pot .. ... 13D 
172. Galvaniser ......................... .... .......... .. 128 
173. Pickier ........ .................... ...... ............... 13C 
174. Tinner and grease tinner ................... 12C 
175. All others In this Division ..................... 13E 

DIVISION L 

PORCELAIN ENAMELLING 

(a) WET (SOUIH AIISl1WJA) 

176. Fuser ........ ...................................... .... . 12D 
177. Fuser's attendant .................... .. ......... 13D 
178. Deleted 
179. Mixer .............. .............. ....... ............. ... 13D 
180. Pickier .................................................. 13E 
181. Stencil cutter ............ .. ....................... 12C 

(b) WET - INCWDING WORK ON SHEET METAL 
(All STATES OTHER THAN SOUTH AUS'IRAUA) 

182. Deleted 
183. Fuser .. .. .. . .. .. .. . .. .. . .. .. . .. . .. .. .. .. .. .. . .. .. . .. .. .. 12D 



184. Fuser's assistant ... ....... ........ ................ 13D 
185. Fuser on medallions, badges or 

buckles ..... ............................. ............. 13D 
186. Inspector 

- 1st class (I.e. one who Inspects 
finished enamel work as to quality 13D 

187. ln3p6Ctor - other ............ ................... 13E 
188. Mill hand and mixer .. .. ........ .............. 13D 
189. Packer and/or despatcher ........ ....... 12C 
190. Pickler ........... ...................... ...... .. ...... 13C 
191. Racksman ..... ............ ........ .. ...... ........... 13E 
192. Sand and shot blaster .......... ............ 12C 
193. Sprayer, grip and/or colour coats .... 12D 
194. SWiller, gripper and brusher .............. 13D 

(c) DRY- (..W soutH W.AI!S .AND 
QUEENSlAND) 

195. Checker ............................... .......... ..... 13A 
196. Deleted 
197. Deleted 
198. Fireman ........................ ... .. .... ............. 13D 
199. Gripper (brush) .......... ................ ........ 13D 
200. Gripper (spray) ............. ..................... 13D 
201. Mill hand and mixer ...... ..................... 12E 
202. Packer and/or despatcher ............... 12C 
203. Painter (brush) .......... ..... .... ............... 13D 
204. Painter (spray) .......... .......... .... .. ...... ... 13A 
205. Shot and sand blast dresser .... ......... 12C 
206. Other employees with not less than 

three months experience in the metal 
t rades industry ...................... ................ 14 

207. Ni other labourers .................... ............ 14 

DIVISION M 

STOVEMAKJNG 

208. Blacksmith (repetition stove) ....... ..... 138 
209. Deleted 
210. Checker .......................... .. .................. 13A 
211. Deleted 
212. Coppersmith on wash coppers and 

side boilers for stoves (hand) ........... 12D 
213. Coppersmith on wash coppers and 

side boilers for stoves (machines) .... 13B 

214. Employees delivering material to fitte rs 
and taking finished articles from 
fitters ........ ·:...... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 13E 

215. Fitter. making. repairing. setting or 
installing, c ooking stoves, ovens, gas or 
electric stoves over 1500mm In width 
and/or other heating and cooking 
appliances customarily used in cafes, 
kitchens, restaurants, hotels and ships, 
and produced by jobbing methods 11 B 

216. Fitter. making. repairing, assembling, 
reassembling, setting, installing or testing 
cooking stoves, ovens, gas or electric 
stoves over 900mm in width and up to 
1500mm In width .... .......... ................ 12C 

217. Rtter, making, repairing, assembling, 
reassembling, setting. installing or testing 
cooking stoves, ovens, gas or electric 
stoves 900mm or under in width ...... 13A 

218. Deleted 
219. Deleted 
220. Deleted 
221. Deleted 
222. Pattern fitter and pattem flier ........... 12C 
223. storeman (general store) ................. 12C 
224. Deleted 
225. Packer.ond/or despatcher ............... 12C 

DIVISION N 

DELETED 

226. Deleted 
227. Deleted 
228. Deleted 
229. Deleted 
230. Deleted 
231. Deleted 
232. Deleted 
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DIVISION 0 

STEEL PIPE MAKING 
(OTHER THAN DRAWN PIPES) 

THIS DMSION SHAll. ONLY APPLY POR THE 
EMPLOYED OF mEL MAINS pry LTD, AND 
PmR VERHEUL pry LTD IN NEW SOUTH 
WAllS, QUUNSLAND AND VICTORIA. 

233. Deleted 
234. Cement Mixer ............. ... .............. .. ..... 138 
235. Cement liner ......... .. .............. .............. 12E 
236. Cement !lner operator ........... .. ....... ... 12B 
237. Deleted 
238. Employee rounding and straightening 

steel pipes ... .... ......................... .. ........ 13A 
239. Employee on tar dip and sand 

rolling .................... ......... .... ................. 138 
240. Tar enamel coating machine 

operator . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 128 
241. Faucet maker in charge of furnace 12D 
242. Faucet maker's assistant ...... .... .. ....... 138 
243. Machine operator 

(in charge of machines) .............. ..... 12E 
244. Pipe Builder .... .... ........ ....... ......... ....... .. 12E 

DIVISION P 

PLASTICS 

P.1 Machine operator (as defined) 
(Including an employee who operates 
an extrusion, injection moulding, blow 
moulding, compression moulding, 
vacuum forming or R.F. welding 
machine or any other machine 
processing plastic articles) ... .... .... .. .. 128 

P.2 Machine operator (other) (as defined) 
(Including an employee who operates 
an extrusion. injection moulding, blow 
moulding, compression moulding, 
vacuum forming or R. F. welding 
machine or any other machine 
processing plastic articles) .. .......... ... 13D 

P.3 Examiner of materials - part finished or 
finished products (as defined) ...... ... 138 

P.4 Impregnating machine operator 
(as defined) ..... .......... .. .. .................... 13A 
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P.S Laminating machine operator 
(as defined) ............................. ....... ... 13A 

P.6 Silk screen maker ....... .................... .... 12E 
P. 7 Silk screen operator ................. ........ . 13D 
P.8 FRP (including fibre-glass) hand 

laminator - class 1 (as defined) .... 11 C 
P.9 FRP (including fibre-glass) hand 

laminator- class 2 (as defined) .... 12D 
P.10 FRP (including fibre-glass) laminator-

other ...... ..... .. .. ..................................... 138 
P.11 FRP (including fibre-glass) mould 

maker ........ ......................................... 11C 
P.12 FRP (Including fibre-glass) assembler (as 

defined) ..... ........ ..... ...... ........ .... ......... 13A 
P.13 FRP (inclUding fibre-glass) spray gun 

operator . .. .. .. .. .. .. .. .. .. . .. . .. . .. . .. .. .. .. .. .. .. . 12E 
P.14 Press Operator 

- rigid and semi-rigid plastics 
(as defined) ............. .... .. ...... ... ... ........ 12E 

P.15 Thermo welder/fabricator 
- rigid and semi-rigid plastics 
(as defined) ..... .............. ................ ... 11C 

P.16 Workers engaged in the process of 
synthetic foams made from polyester 
isocynate compositions on the following 
classes of work: 

(a) Operator in charge cl foaming 
machine ......... ................. ........ .... .. .. .. 12C 

(b) Assistant on foaming machine ........ 13D 
(c) Operator of trimming or cutting 

machine required to exercise discretion 
in setting up machine .. ........ ....... ...... 138 

(d) Operator of trimming or cutting 
machine - other .... ..... .... .......... ....... 13D 

P.17 Workers on styrene foam pr similar foam 
compositions or metal-foam laminates 
on the following classes or work: 

(a) Moulding .. .. .. ........ ............. .... ............. 138 
(b) Operator of trimming or cutting 

machine required to measure and/ or 
exercise d iscretion in setting up 
machine ...... .... ........... .. ......... ... ......... 138 

(c) .Operator of trimming or cutting 
machine - other .......... ................. ... 13D 

P.18 Sewing machinist ....... .. .. .... .. ..... .... . 13D 



DIVISION Q 

ELECTRICAL ADVERTISING AND 
FLUORESCENT LIGHTING 

274. Attendant at small rivet heating, bolt 
heating or similar types of fires or 
fumaces ................................ ....... ....... 138 

275. Bender of iron and steel frames used 
252. Glass tube bender ............................ 11C for reinforcing concrete ............ ......... 138 
253. Vacuum pumper .. ....... .. .................... 13D 276. Block and tackle hand .... .......... ........ 138 

DIVISION R 

DELETED 

254. Deleted 
255. Deleted 
256. Deleted 
257. Deleted 
258. Deleted 
259. Deleted 
260. Deleted 
261. Deleted 
262. Deleted 
263. Deleted 
264. Deleted 
265. Deleted 
266. Deleted 
267. Deleted 

DIVISIONS 

DELETED 

268. Deleted 
269. ·Deleted 
270. Deleted 
271. Deleted 

DIVISION T 

BRADFORD KENDALL FOUNDRIES, A 
DIVISION OF THE ANI CORPORATION LTD, 
QUEENSLAND 

277. Boiler (inside chipper and cleaner) 12E 
278. Cold saw operator .... ....... ..... ............. 13A 
279. Die caster ....... ... .......... ....... ..... ......... .. 12C 
280. Dogman and/or crane chaser .. : ..... . 12E 
281. Dogman and/or crane chaser working 

with mobile equipment 
(asdefined) ................... .................... 11A 

282. Dresser and grinder 
(when using portable machines) ..... 12E 

283. Dresser and grinder (other) ........... ... 13A 
284. Dresser, shot blast and sand blast -
(a) who operates from outside a properly 

enclosed cabin . . . . . . .. .. . .. .. .. .. .. . . . . . . . . . . . . 13C 
(b) other .............. .................... ... .. ............ 12C 

285. Emery wheel attendant ......... ............ 138 
286. Fork lift driver 
(a) lifting capacity up to 4550 kg ... ........ 11 B 
(b) lifting capacity over 4550 kg ............ 11A 

287. Friction saw operator ......... ..... ........... 13D 
288. Fumaceman (as defined) -

e lectric ............................................... 12C 
289. Fumaceman (as defined)- other 12C 
290. Fumaceman (as defined) on heavy 

angle Iron or heavy plate .................. 128 
291. Grinding machine or emery wheel 

operator .......... ...... .. ............................ 138 
292. Ladleman ................... ..................... .. 13D 
293. Logger (as defined) 

1st six months' experience .......... ...... 13D 
2nd six months' experience .. ... ..... ..... 138 
Thereafter . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 12E 

293a Insulator (as defined) 
272. Griffin wheel plant attendant .......... 12D 1st six months' experience ....... .... ...... 12E 

2nd six months' experience .............. 12C 
DIVISIONU Thereafter . .. .. .. .. .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 12A 

_IR_O_N1_.YO_R~_7N_G_A_N_D_G_EN_'E_RA_L ____ , 294. Mobile crone driver ......... ..... ....... ...... 11C 

273 
Ass' t tf 

138 
295. Oiler (overhead) .... ........................... 13D 

. 1s an umaceman ....................... . 
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296. Spray Painter (Ironwork and/or 
brush hand) .......... ............................. 13A 

297. Deleted 
298. Polisher ............................................... 13A 
299. Press and block hand assisting a 

boilersmlth or angle lronsmlth .......... 13A 
300. Process worker (as defined) 

(all divisions) ...................................... 13C 
301. Rigger and/or splicer- other than on 

construction work (as defined) 
(NSW and Queensland only) ........... 11A 

302. (I) Rigger and/or splicer · 
- other than on construction work 
(as defined) (South Australia. except for 
BHP Co Ltd. Tasmania and VICtoria only) 

(a) Less than twelve months' experience as. 
a rigger and/or splicer within or without 
the metal trades industry .................. 116 

(b) Thereafter .. .. .. . .. .. .. .. .. .. .. . .. .. .. .. .. . .. . .. .. .. . 11 A 
302. (II) Rigger and/or splicer 

employed by the Broken Hill Proprietary 
Company Ltd, In South Australia 

(a) Less than twelve moths' experience as a 
rigger and/or splicer within or without 
the metal trades industry .. . 11 B 

(b) Thereafter .......................... ···-·-- --.. - 11A 
303. Watchman and/or gatekeeper 

(NSt/t/ only) ......................................... 12C 
304. Deleted 
305. Employee directly assisting an employee 

whose wage rate Is equal to or in excess 
of that prescribed for classification 19 -
Mould polisher tor the relevant 
area ........................ ............................ 13D 

306. Employee directly assisting a 
tradesman .......................................... 12E 

307. other employees with not less than 
three months' experience in the metal 
trades Industry ...................................... 14 

308. Employees not elsewhere classified ... 14 
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DIVISION V 

PRODUCTIOA.' OF INDUSTRIAL GASES 

THE COMMONWEALTH INDUSTRIAL GASES 
UMITID, AND UQUID AIR AUSTRALIA UMmD, 
ONLY 

3:19. Oxygen plant operator ..................... 11 B 
309a Plant Operator (Sole) (as defined) 11A 
310. Assistant oxygen plant operator, 

acetylene p lant or other gas plant 
operator .............................................. 128 

311 . General process hand ....................... 12E 
312. Operator dry ice machine ................ 130 

DIVISIONW 

DIAMOND BIT DRILLS 

313. Diamond bit mould spotter 
(as defined) .. .. .. .. . .. . .. . .. .. .. . .. . .. . .. . .. .. .. . 128 

314. Diamond bit mould setter 
(asdeflned) ...... ............ .................... 12C 

315. Diamond bit mould filler 
(as defined) ................ ...................... 13C 

DIVISION X 

WIRE REINFORCING & WELDED WIRE MESH 

316. Fabric machine operator 
- Grade 1 (as defined) .................. . 11 C 

317. Bending machine operator ............. 12C 
318. Fabric machine operator (other) .... 12D 
319. Bar shear operator ............................. 12D 
320. Fltment machine operator ............... 12D 
321. Fabrlcshaper(asdefined) ............... 12D 
322. Fabric shaper (other) ............... ......... 13A 
323. Machine Operator (general) ........... 13A 
324. Machine assistant .............. ................ 138 

DIVISION Y 

WIRE WORKING 

325. Wire worker - Grade I (as defined) 11 B 
· 326. Wire worker - Grade II 

(as defined) ............................. .. ....... 11C 



327. Wire worker- Grade Ill 
(as defined) .................. ......... .. ....... .. 12C 

328. Wire worker - Grade rv 
(as defined) ........... ............... ............. 120 

329. Framemaker (as defined) .... ............ 120 
330. Erector (as defined) .............. .. ... ....... 12D 
331. Wire worker (other) ..... ... ................ .... 138 

DIVISION Z 

STORES 

332. Tool and/or material storeman 
(as defined) ...... ........ .......... ........ ...... 12C 

333. Storeman and/or packer 
(as defined) ................ .......... ............ 12C 

334.~ storeman in c~r~ of .store ... .......... 11C 

DIVISION AA 

ELECTRICAL TRADES UNION OF AUSTRALIA 
AND TYREE INDUSTRIES (VICTORIA) PTY LTD 
AND WILSON ELECmiCAL TRANSFORMER 
CO fYTYLTD 

335. Coil winders. heavy ................. .. ......... 118 
336. Transformer assemblers ...... .. ... ...... .... . 128 

DIVISIONAB 

THE BROKEN HILL PROPRIETARY CO LTD 

337. Deleted 
338. Deleted 
339. General Assistant ........ ......... .............. 130 

DIVISION AC 

THE FEDERATED IRONWORKERS' 
ASSOCIATION AND MRI PTY LTD 
UNANDERRA 

340. Platform operator ............................... 128 
341. Machine operator .............. ............... 12C 
342. Tin meltman ............... ........ ........ .. ...... 120 
343. Stannachlor operator .......... ... .. ... .. .... 12D 
3M. Tank farmer .... ............. .......... .... .......... 12E 
345. General hand .................. .................. 130 

DIVISION AD 

INDUSTRIAL INSmUMENTATION 

346. Instrument tradesman (as defined) 9A 
347. Instrument tradesman complex systems 

(as defined) ........... ....... ....................... .. 8 
348. Instrumentation and controls tradesman 

(as defined) ........ ............. .. ......... ......... 6 

DIVISION AE 

WATER HEATER DIVISION - RHEEM 
AUSTRALIA LIMITED AND AMALGAMATED 
METAL WORKERS' UNION 

349. Madel Maker (as defined) .............. ... 9A 

DIVISIONAF 

SHIPBUILDING AND BOATBUILDING -
REPAIR AND MAINTENANCE 

350. Shlpwright/Boatbuilder ........................ 10 

/ 
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APPENDIX 7 

METAL INDUSTRY tENGINE DRIVERS AND FIREMEN'S) AWARD 
COMPARATNE SCHEDULE OF OLD CLASSIFICATIONS AND N£1/1 
BROADBANDED WAGE LEVELS 
ADULtS NIW WAGE llVEI. 

DIVISION A 

STAnONARY ENGINE DRIVERS 

steam Engine -
First Class . . . . . . . . . .. . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . 11 B 
Rrst Class with Condenser ................. 11A(ii) 
Second Class .... ......... .... ... .... .... .... .......... 11 C 
Second Class with Condenser ............... 11 B 

Suction Gas and Other lntemal Combustion 
Engine 

Under 35kW Brakepower ............ .......... ... 128 
35kW Brakepower or Over but Under 180kW 

Brakepower ...... .................. ............... 11C 
180kW Brakepower and _Over .. ....... .. .... . 11A 

ELECTRIC MOTOR ATTENDAN7S 

On Motors Over 180kW Power .... .. ........ .... . 118 
On Motors 70kW Power up to 180kW 

Power ...... ..... ..... .. ............... ........ .. ..... .... .... 12C 
On Motors Under 701<W Power ...... ............. 13A 

When an employee attends two or more 
motors he/she shalf be paid at a rate 
calculated on the aggregate power of such 
motors. 

DIVISION B 

LOCOMOTIVE ENGINE DRIVERS 

If human beings other than train creNJ are 
sometimes or always carried .... .. ...... 11A(ii) 

others ... .. ........ ...................... ....................... 11A 

DIVISION C 

WINCH DRIVERS 

If Winches on Power House Construction 11 C 
others ....... ..... .............. .. .. ..... .... ... .. ... ... ........ 12B 
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DIVISION D 

CRANE DRIVERS 

Lofty Crones -
First Class .... .. ................. .. .. ..... .. ...... ..... 11A(ii) 
Second Class ....... .. ... ........ ......... .. ....... 11A(ii) 
Third Class ............................................... . 118 

Conti lever Cranes .... ...... .. ...... ........ ....... ..... 11A 
Crones Transporting Molten Metal in 

Foundries .. ...... .. ..... .. ........... .. ..... .. ............ 11A 
steam Travelling Crones -

Cockatoo Dockyard ...... .. .. ....... ..... ... ...... 11A 
Other Steam Travelling Cranes .... .............. 118 
Other Steam Cranes .. .. .. . . ... . .. .. .. .. .. . . . . . .. .. .. 11 C 
Grab Cranes .... ......... ..... ........ .. .... ... .......... 118 
Floating Cranes - Cockatoo Dockyard .... 9C 
Electrical Crones not elsewhere 

included: ................................. ................ 11C 
Four Motions and Over 

Overhead Traverser with Auxiliary Joist 
Traverser with Jib Holst 
Two or Three Mot ions 
Overhead Traverser ..... .......................... . 11C 
Stationary Jib 
Stationary Jib - Hoist 
Traverser Jib 

Hydraulic Stationary Jib Cranes .............. .. 12C 
Cranes and Hoist not elsewhere 

Included .................................. ..... .......... . 12D 
string Cranes - 5 Tonnes or less 

(except in NeNJ South Wales) .... .. .......... 13A 
. Fork Lifts -

Lifting Capacity up to 5,000kg ....... .. ..... . 11B 
Lifting Copacity In Exc ess of 5,000kg .... 11A 

Mobile Cranes - Lifting Capacity -
Up to 5 Tonnes .......... .............. ............ ..... 118 
Over 5 Tonnes and not Exceeding 

10 Tonnes .. ................. ............... ... .. ...... 11A 
Over 10 Tonnes and not Exceeding 

20Tonnas ......... .. ........................ ..... 11A(ii) 
Over 20 Tonnes and not Exceeding 

40 Tonnes .. ....... .. ..... ...... .... .................. 10C 
Over 40 Tonnes and not Exceeding 

80 Tonnes .. ....... .... .... .. ....... ..... .......... ... 10A 



Over 80 Tonnes and not Exceeding 
100 Tonnes ..... ............. .. .. ..... 10A 

Over 100 Tonnes and not Exceeding 
140 Tonnes ............ ................................. 9C 

Over 140 Tonnes and not Exceeding 
180Tonnes ...... .............. ................ ......... 98 

Over 180 Tonnes and not Exceeding 
220 Tonnes ........ ... ...... .......... ........ ........ .... 8 

Over 220 Tonnes .... ..... ......... ....... ................ . 7 

Where two or more fOlk lifts or cranes are 
engaged on any one lift the drivers thereof 
shall be paid an additional amount at the 
rata of $1.55 per day for each day so 
occupied. 

Mobile Hydraulic Platforms ........................ 11A 

DIVISION E 

TRACTION ENGINE DRIVERS 

Rail Engine Traction Motors ....................... 12C 
Internal Combustion Traction Motor ........ . 12C 
TowMotors ............. ..... ..... . ............. ............ 12D 

DIVISION F 

BOILER ATTENDANTS (FIREMEN) 

Boller Attendant ( Rreman) ............ ......... .. 12C 
Boller Attendant (Fireman) Rrst Class ...... 11 C 
Leading Boller Attendant or Rreman -

Rrst Class ........................................ .......... 118 
Leading Boiler Attendant or Rreman -

Second Class ......................................... . 11C 
Special C lass Boiler Attendant or Fireman 118 
Locomotive Fireman ................... 12C 

DIVISION G ' 

GREASERS 

Greaser or Oiler ........ .... .. .. ... ....... .... ............ 13A 
Greaser or O llar - First Class . . .. .. . . . 12C 
Trimmer ................. ....... ........ ....... .. .............. . 136 
Fuel man ................ ... .... ...... ....................... .. 136 
Engine Cleaner ........... ................................ 138 
Boiler Cleaner ................................ ...... ..... ... 138 

Provided that any person engaged inside the 
gas or water space or any other boiler, flue or 
economiser In the cleaning or scraping work 
shall, whilst so employed, be paid 88 cents 
per hour In addition to his ordinary or 
overtime rate of pay. 

DIVISION H 

MECHANICAL PLANT- DRIVERS OR 
OPERATORS 

Group 1 ....................... ................................ 128 
Group 2 .......................................... ............. 11C 
Group 3 ................................. ...................... 118 
Group 4 ......... ................. .......... .............. 11A(II) 
Group 5 .................................................. 11A(il) 
Group 6 ............. ....... ........ ........................... 108 

IND! )( TO M ECHANICAl PLANT 

Group1 
Pneumatic tyred tractors not using power 
operated attachments 351<W brake power 
and under. 

Group2 
Pneumatic tyred tractors not using power 
operated attac hments <:Ner 351<W brake 
power up to 70kW brake powef. 

Crawler tractors not using power operated 
attachments up to and Including Class 3. 

Pneumatic tyred tractors using power 
operated attachments up to 35kW b rake 
power. 

Crawler tractors using power operated 
attachments up to and Including Class 2. 

Road roller, power vibrating under 4 tonnes. 

Road roller. powered under 8 tonnes. 

Second driver - Navvy and dragllne - or 
dredge-type excavation. 

Pile driving machine. 
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Gtoup3 
Pneumatic tyred tractor not using power 
operated attachments over 70 and up to 
11 OkW brake power. 

Pneumatic fyred tractor using power 
operated attachments over 35 and up to 
70kW brake power. 

Crawler tractor using power operated 
attachments Class 3 and 4. 

Road roller. powered 8 tonnes and CNer. 

Road roller. powered. vibrating 4 tonnes and 
over. 

Loaders up to and including 0. 75 cubic 
metre. 
Group. 
Pneumatic 1yred tractor using power 
operated attachments over 70'rNJ and up to 
11 O'rNJ brake power. 

Crawter tractor not using power operated 
attachments above Class 5. 

Crawler tractor using power operated 
attachments Class 5 and 6. 

Excavator up to and including 0.5 cubic 
metre capacity. 

Grader. power operated below 35kW brake 
power. 

Loaders, front-end or overhead 0.75 cubic 
metre up to and including 2.25 cubic metres. 

Scraper. self pOwered under 10 cubic metres 
struck capacity. 

Group I 
Pneumatic tyred tractor using po'N9r 
operated attachments in excess df 110kW 
brake power. 

Crawler tractor using power operated 
attachments Class 7 and 8. 

Excavator above 0.5 cubic metres and up to 
and Including 2.25 metres. 
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Grader, power operated betOIN 35kW brake 
pOINer. 

Loaders. front-end and overhead. over 2.25 
cubic metres up to and Including 4.5 cubic 
metres. 

Scrapers. self powered over 10 cubic metres 
and up to and including 20 cubic metres 
struck capacity 

Group6 
Crawler tractor using power operated 
attachments Class 9. 

Excavators. over 2.25 cubic metres. 

Grader. power operated over 70kW brake 
power. 

Loaders. front-end and overhead over 4.5 
cubic metres capacity. 
Scraper, self powered over 20 cubic metres 
struck capacity. 



APPENDIX 8 

METAL INDUSTRY AWARD PART I 
NEW AWARD PROVISIONS FOR THE EMPLOYMENT OF TRAINEES 

13A- TRAINEESHIP (ATS) 

(a) OBJECTIVE 
This Clause sets out the basis for the 
voluntary employment by employers 
bound by this Award of Trainee under the 
Australian Traineeship System (ATS). The 
Australian Traineeshlp System comprises 
structured on-the-job training with an 
employer and off-the-job training by a 
training provider approved by an 
appropriate State Industry Training 
Authority. 
The object of this Clause is to provide the 
form and substance of the conditions of 
employment including the rates of pay, 
applicable to persons engaged under 
the Australian Traineeship System. The 
purpose is to enhance the skill levels and 
Mure employment prospects for young 
people. 
An objective of the Australian Tralneeship 
System is to provide additional 
employment and training opportunities 
for young people. 

(b) CONDITIONS OF TRAINING 
(I) A Trainee (ATS) shall attend an on 

and off-the-job training course or 
programme approved by the 
industrial parties involved and as 
prescribed In the relevant Training 
Agreement as notified to the Trainee 
(ATS) by the appropriate State 
Training Authority. 

(li) The employer shall ensure that the 
Trainee (ATS) attends the prescribed 
off-the-job training course and is 
provided with on-the-job training 
approved by the appropriate State 
Training Authority. 

( ii i) All such training shall be in 
accordance with the requirements 
of the appropriate State Training 
Authority. 

(c) CONDITIONS OF EMPLOYMENT 
(l) The Trainee (ATS) shall be engaged 

for a period of twelve months as a 
full-time employee provided that the 
Trainee shall be subject to a 
satisfactory probationary period of 
one month which may be reduced at 
the discretion of the employer. 

(ii) The Trainee Is permitted to be absent 
from work without loss of continuity of 
employment to attend off-the-job 
training in accordance with the 
Training Agreement. 

(iii) Where the employment of a Trainee 
by_an employer Is continued after the 
completion of the Traineeship period 
that period shall be counted as 
service for the purpose of this Award 
and long service leave requirements. 

(iv) OVertime and Shlftwork shall not be 
worked by Trainees (ATS) except in 
the circumstances where the section 
in which the Trainee (ATS) is receiving 
on-the-job training is required to work 
overtime, or the work of the section is 
normally carried out by shifts as 
prescribed by the Award. No Trainee 
(ATS) shall be required to work over­
time or shiftwork on his/her own. The 
Trainee wage shall be used as the 
basis for the calculation of overtime 
and/or shift penalty rates prescribed 
by the Award. 
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(v) Trainees (ATS) who fail to either 
complete the Tralneeship course or 
who cannot for any reason be 
placed in full-time employment with 
the employer on succesSful 
completion of the Traineeship course 
shall not be entitled to any 
severance payment in accordance 
with subclause (c) of Clause 42 of 
this Award. 

(vi) All other terms and conditions of the 
Award shall apply unless specifically 
varied by this Clause. 

(d) WAGES 
The weekly wages payable to Trainees 
(ATS) shall be determined by multiplying 
the appropriate Junior Rate as 
prescribed in subclause 13(a) of this 
Award. or the agreed weekly wage paid 
at the enterprise. by 39 which represents 
the actual weeks spent on the job and 
dMding that sum by 52 to provide a 
weekly wage. Further the rate 
determined shall In no case be less than 
the minimum rate prescribed by the ATS 
guidelines. 

In order to achieve stability of Income 
and related living standards these rates 
will be paid as a weekly wage and will 
be unaffected by the 13 weeks off-the­
job training to be carried out during the 
fwelve month training period. 
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(e) REVIEW 
Parties to the Award agree that a jointly 
conducted comprehensive review of the 
effectiveness of the ATS Traineeshlp 
System and Its applicability to the 
development of career paths in the 
Industry shall be undertaken to 
determine whether or not the Tralneeship 
should continue in its existing form. 



APPENDIX 9 . ' 

METAL INDUSTRY AWARD PART I 
NEW AWARD PROVISIONS FOR THE EMPLOYMENT OF ADULT APPRENTICES 

14A- ADULT APPRENTICES 

(a) DEFINmON 
For the purposes of this Award an adult 
apprentice means a person of 21 years 
of age or over at the time of entering into 
an Indenture to one of the trades 
specified in Clause 14 of this Award. 

(b) APPLICAnON OF GENERAL 
CONDJnONS OF APPRENTICESHIP 
The provisions of Clause 14 herein shall 
apply to adult apprentices unless 
specifically provided otherwi~ by this 
Clause. 

(c) CONTRACT OF INDENTURE 
(I) A suitable contract of indenture shall 

be drawn up between the adult 
apprentice and the employer 
stipulating:-

1. the names of the parties; 
2. a statement of the trade or trades to 

which the adult apprentice Is to be 
bound and which he or she is to be 
taught during the course and for the 
purpose of the apprenticeship; 

3. the duration of the contract; 
4. the credits to be granted In 

accordance with sub-clause (li) 
below; 

5. the details of the training to be 
successfully completed in order to 
gain recognition as a tradesperson; 

6. A covenant by the employer to 
teach and Instruct or cause the 
adult apprentice to be taught or 
Instructed in the trade to which the 
adult apprentice is bound; 

. 7. a covenant that for the duration of 
the contract of indenture the adult 
apprentice shall be of good conduct 
and shall diligently pursue his/her 
course of instruction; 

8. the date of which the 
apprenticeship Is to. commence or 
from which it is to be calculated; 

9. all other conditions of 
apprenticeship; 

(II) The training to be completed by an 
adult apprentice under a contract of 
indenture will be determined by the 
relevant State Training Authority 
through its approved agencies 
based upon training credits being 
granted for the relevant working 
experience and educational 
standard obtained by the 
apprentice. 

(d) WAGE RATE 
(i) Where a person was employed by 

an employer In the metal and 
engineering Industry immediately 
prior to becoming an adult 
apprentice with that employer. such 
person shall not suffer a reduction In 
the rate of pay by virtue of 
becoming indentured. 
For the purpose only of fixing a rate 
of pay the adult apprentice shall 
continue to receive the rate of pay 
that is from time to time applicable 
to the classification or class of work 
specified In Clause 8 of this Award 
and in which the adult apprentice 
was engaged Immediately prior to 
entering Into the contract of 
indenture. 
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( ii) Subject to clause (I) hereof the rate 
of pay of an adult apprentice shall 
be the minimum wage prescribed 
by clause 9 hereof or the rate 
prescribed by sub-clause 14 (j) 
hereof for the relevant year of 
apprenticeship whichever is the 
greater. · 

(e) PROPORTION 
An adult apprentice shall not be taken 
into account in determining the ratio of 
apprentices to tradespersons as 
prescribed by sub-clause 14(g) hereof. 

(f) PREFERENCE 
(i) Preference of employment as an 

adult apprentice should be given to 
an applicant who is currently 
employed by the employer so as to 
provide for genuine career path 
development. 

(ii) Adult apprentices shall not be 
employed at the expense of other 
apprentices. 

(g) REVIEW 
Parties to the Award agree that a jointly 
conducted comprehensive review of the 
effectiveness of adult apprenticeships 
shall be undertaken to determine 
whether or not adult apprenticeships 
should continue in their existing form. 
One issue to be considered is the age at 
which persons will be regarded as adult 
apprentices. 

94 



APPENDIX 10 INDEX 

A 
Actvonceci C3rttficote 63 
ActvoneedEn~n.o~ng 
Tradetpei'IOn lovell 

Oe11nl1ion c!l Oasslftca11on 36 
Actvonc«< ~ 
Tradesperson level II -

Oellnllion c!l Classlflcat1on 39 
Adult Apprentices 1 
AppenDIX9 
AnnUCIILeavo 

new award provls. 68 -· 70 
erose down 68 

ft.pprentic()l 
adult 12, 93 
broaci ba1ed tralnln" 12 
elecfrJcal/electronlc 12 
fabrlcot!on 12 
lndenued tradespersons 12 
mechanical 12 
training 12, 62 

Auociate Diploma~ 63 
Australian Tralnfilhlp 
Sydem 10, ,>.pp;tndlx 8 
A word 

flexlbllty66 
Implementation of 
restructuring 2 - 3 
mode111satfon 66 
relativity 23- 50, B 
rewriting 66 

8 
review of 2, 66 

ilraadOCindlng 53 - 55 
aosorptton Into ove~aword 
payments 53 
dellnlflon53 
different award provls. 54 
exemption provisions 54 
future adjustments to Part I 
of M.I.Awcrd-Appendx 1 
future odjustments to Port II 
of M.I.Awcrd-Appendlx 2 
future adjustments to M. I. 
(Engine Drfver1 & Firemen's) 
A wore-Appendix 4 
grodual process 53 
leveC!Ir:g up overaword 
payments 54 -55 
wcge 5Ub levels 53 

llroadballed Training 12, 61 
ilroad'iir Job Function 5 c 
Careor Path c., 56 - 58 

advance;nent and woge 
lncreasea 56 
delln. path for employees 5 
higher dulles 56 
mbced funcr.ons 56 
non trcdes emplo'(ees 9 
opportun!ly 5 
reclassficat1on of 
employees 56 -57 
timing of redasslflcation 
claims 57 
trades employees 11 
tralnln~ skill and 
competenc e 4. 56-57 
wcges and reclassillc. 58 

Clasllflcatlon Slnlcturo 
award woge re!atlvllies 8 
broader job functions 5 
communication and 
consultation 59 
definitions lit stand. 23 - 50 
defined career poth 5 
demarcat1on and labour 
flexibility 5 
disagreement/disputes 52 

essential features and 
undertylng pl1nclples 4 
establishing oorrect awcrd 
classlftcotton 51 
explanotoly notes 23 
Incorporation of Mefof 
lndU$IJy Awards and Metal 
Industry - (Engine Drlver5 
and Firemen's Award) 4 
Internal classlflcatlon and 
award alignment 51 
no opplicotton to 
overoward wages B 
outline 7 
phasing In awcrd 
percentages 8 
reference to appendices 2, 
6, 7 to determine levels 51 
sldls and competency 
standads 4, 23 
skills ~ training stondardl4, 
structural outline 7 
tesHng structure 2 
trainer/supervisor/co­
ordinator 7 
transition Implementation 
pe~od2-3 
wage groups Cl4 Cl 24- 50 
wages groups titles/ 
relatMttes 7 

Communlcallon and 
ConJUI!allon 59 
ContiNctlon Work 22 
Contract of Employment 

0 
awcrd changes 66 

D~nltlon1 
adult apprentices 12, 
Appendlx9 
broodbandlng 53, 
Appendices 1, 2,4 
broadbased training 60 - 63 
broader job functions 5 
career path 5, 56 - 58 
classlflc. struct. 4 - B. 56 - 58 
engineering streams 49 
lmplementot1on period 2 - 3 
labour flexlbiiHy 5- 6 
minimum rote5 adjustment 
Appendices 3 - 5 
overaward payments 54 
sk!lls and competency 
standards 23 
sldlls ~ training standardl4 
traineeships 10. Appendix 8 
trainer /supervisor/co­
ordinator 4B - 49 
trolrting leave 64 - 65 
vocational ftelds 49 - 50 
vocational streams 9 - 22 
wcge group classlflcaHons 
and standards 23- 50 

Demarcation lssl\ .. 5 - 6 
Dlplomae/Assocloted 63 
DllpUI•o; 

- aemarcotion problem ' 6 
- reclassification 52 
- procedure regarding 
training a rra ngements 65 

Draughflng Employe• (lcle 
M".!tallncl. Award Port II) 
.F, 
Englrvh Drivers " Flromen'l 
Award 

ciasslflcat1ons Incorporated 
lntoAword4 

Engineering Altoclatol 
defln!tlon and standards in 
levels 1 and 2 42 

Engineering Production 
C4irtlflcatet, 

new courses 61 

E~ Production 
ElriployMS 9 

Levels 1. 11. m.1v cennmons/ 
standards 24 - 28 

Engineering Production 
VocatlonafRelds 50 
Englne&rtng Streams 
elect~cal/electronlc 49 
fabrication 49 
mechanlcal49 

Engineering Technician 
LeYeii-11-III·IV· V 

Definition ~ Standard 32 - 40 
E~~ 
LoYell- I, 

Deflnhlon & S1ondard 30 - 32 
Englneorlng Trocte~pe~~on 
Special CICIII Levell - II, 

Definition & Standard 33 - 35 
Exemption• 

from broodbanding 
increases 54 
ffom minimum rote 
adJustments 77 

Exllllng Award Condition• 
llpply 

Part H Metal Ind. Award 15 
Port I Mefof Ind. Award 16 
Part IV Metal Ind. Award 18 
?artV Metal Ind. Award 20 

Exportence.d Engineer 
broodbandlng of 16 
definition and standard 44 
future minimum rates 
adjustment 16 
supplement. payments 16 . 
wac;LM and aalarles 16 

bpertenced Engln. Luvulll 
Dellnltlont:.landard 44 
~Sclenlltt 

broadbandlng 17 
de1'lnltton and ltandord 45 
existing award condiHons 
opply 18 
future minimum rates 
adjustment 18 
Level II Oel'nltlonJStond. 45 

Fsuppkwnen.payments18 

i'oremen and Supervlaort 
(tee Traln<>r/SUpervltor/Co· 
orc:lnator) 

new clasaiflcotlons 18 
Further infofmatlon oncJ 
AatiiiCinco 71 - 7-1 
G 
Graduate EnG~InoiOIJ Level\1 I, 
39-:0 

claSSification definition/ 
standord40 
exiltlng claAificaHons In 
groupC541 

Graduate/Diplomat-. 
~elentlll level I (3 y.ar 
COUIIV) 

claulflcatloo definition/ 
standard 36 - 38 
groduate scientist Ieveii (4 
to 5 year COUI'Ie) 39-40 
classification definition/ 
standard40 
existing dassiflcatlon In 
groupC541 

H 
Higher Dutlel56 
Hours of Work 
I new award pravblons 6M>7 

Inc~ of Metal 
lndu ry Aworda and Metal 
lnduslry 

(Engine DrtverJ and 
Aremen' s) Award 4 
Introduction 2 - 3 
l~tomentallon ol Award 
R81f1Udurtng 2· 3 

National Wage Cose 1989 2 
ob)ectfves 3 
revlew3 

J tes11ng of draft structure 2 

Junior Err~ 10 
L 
Labour Roxiblllty 5 - 6 

accreared training b 
broader job functions 5 
career path 5 
cross aklll!ng 15 
demarcation ellmln. 5-6 
enhancement 5 
new skill trainingS • 6 

Leactlna Hand Allowo~• 
PQrtl M I Award 11 

Port II M I Award 14 
L~ T~hnlcal Officer 

r~'Standard 43 

Mealllreak.i 
new award provls. 67 - 68 
M~tal Ind. Award PQ~ I, 9 

adult apprentices 12 
apprentices lnderitvred as 
englnee. trodesperiON 12 
apprentice broad based 
training 12 
broadbandlng adjustmentl 
53. 54 Appendix 1 
c~poth9 - 11 
cornparattvv IChedule of 
old and new classlncatlons 
-Appendlx6 
engineering producHon 
certificate 1 0 
junior employees 10 
leading hand allow. 11 
minimum rates adjust. 77 
mixed functiOns S6 
new employees 21 
non trodes employees 9 
production ty~fem 
ernplayees 10 
relating old cloalfk:otlons ta 
new9-12. 79 - 90 
special claq trodelp&ll. 11 
trades emplcv- 11 
trainees (AUI!rollan 
TrolneeshlpSystem) 10 
trolneeshlp provlllions­
Appendlx8 
wage employe81 9 

Metal Ind. Aword Part II 13 
broadbandlng adjuatmenfl 
53, 54, Appendix 2 
comparattve IChedule of 
old and new clossWk:attons 
-Appendx2 
existing award conditions 
apply 15 
leading hand allowan. 14 
location In cialllflcatlon 
~cture 13 

95 



mlnlmum rates adjustments 
AppendiX3 
progress. to higher level 14 
relating old clossificollons 
tonew13-15 
service Increments 13 
special transitional 
prOVIsions 13 
·technical computing 
aMowance 14 

Metal Ind. Award t'alf Ill 
comparison ot old to new 
clasatncations 15 
existing award condHions 
apply 16 
experienced engineers 
broodbandlng 16 
minimum rates adjust. 16 
non groduate engineers 
broodbondlng 15 
professional engineers­
compariJon of old and 
new classlflcottons 15 
supplementary payments 
lntroducedl6 
wages and salofles 
(weekly) 16 

Metal IndUstry Award i"cclt 
IV, 17 

compartson ot old or.d 
new ciOSI!iflcalions 17 
existing award conditions 
apply16 
exper1enced scientists 
broodbonded 17 
minimum rates Mure 
adjustments 18 
professional scientists 
classlflcations 17 
supplemen. payments 16 
wages and salar1es 
(weekly) 17 

r.lliltal Industry J;oward Part v. 18 
comparison of old and 
new c!osslflcot1ons 16 
existing award condlt1ons 
apply20 
trainer /supervisor /co­
ordinator classification 16 
supervisory training 20 
wage rote calculation 18 
wage rote fluctuations 19 
wage rate minlm\JTI 19 
wage rate Increase 
exceeding structural 
efflclency adjustment. 19 

Mcchonk:al iradosp~rton 
~clal Clau 1 1 
:Jl• tat lndutfrl (En!:!lno 
Drlvero1 and rfremen's) 
A\7ard 4 · 

broodbondlng future 
odjust:nents Appendix 4 
comparison of old & new 
closslftcoHons Appen. 6 
Incorporation In new 
wages structure 4 
minimum rates future 
adjustments Appendix 5 

Mlnlmurrl Ratos 
Adlustmont·Appon .• ~. 5 
Mbmd Functions 56 
Modular Training 60 • 62 
N 
National Cun1culur,1 
Devt!lopmcnt T~am 61 
NaHonol Motal and 
Ennlne~rtnc Skills and 
Trolnlng l:loatd 65 
Nation. Training Goard "'· t6 
National wago ca-. 
Auguat 19Ci92 . 
New Employeos 

96 

estobishi"lg closslfication 
level20-21 

Non Graduate Engineers 
new ClassmCOilorls 15 

Non Trades Employees 
Relatng Old to New 
ClassifiCations 9 

0 
On·Site Construe. Work 22 
Outline or New 
Classification Structure 7 
Overaward Payments 

p 

award percentag9$ 8 
broodbandlng effects 54 
deftnltlon 54 
levelling up and award 
percentages 8. 54 

Planning <~mployet>t (lee 
Metal Industry Award Part 
II) 
Post TradL<S certifieatos 62 
Principal Technical Officer 

deftnltlon and standards 44 
Principal Trainer/Supervisor 
Co-Ordinator 

Deflrllk>n/Stondard 43 
Production System 
Employe., crasslie. 9 • 1 o 

denn!tlon and standard 30 
Profeulonal Engm.rs 

existing aword conditions 
apply18 
lnccxporat.ln structure 15 
level II defin. standard 45 
level IIi defln. standard 47 
supplemen. poymenl116 
waQes 16 

PlotcSilonal SCientists 
exrst1ng award conditions 
apply 16 
lncorporat. In structure 14 
level Ill definit./standard 46 
level IV deflnlt./stondard 47 
supplement. paymenl1 16 
wages 16 

• ·rof.asslonal Vocational 
Field dO 
,Jrogresslon to ~:tohvr Lc.vol 
Parfll M I Award M 
R 
Reclaasiilcatlon or 
~inployoos57 

timing of reclosslfteotion 
claims 57 
trakU-ig sldll & competency 
requlremenl1 23. 57 
wages & reclossiftcot1on 58 

Relating Old Cl~leatlons 
to N<Jw Classlflcat. 9 • 2'­

eomporatlve schedule-

s 

Appendices 6 - 7 
new emplo'fees 20 
on site construction wo11< 22 
profess. engineers 15- 16 
profess scientists 17 - 18 
supervls. & foremen 18 - 20 
technical draughflng & 
planning employees 13 - 15 
wages ernploy99$ 9- 12 

Secondary Education 63 
SOrvlce Increment: 

Metal Indus. Award Pt II. 13 
ShlfiWOtk 

new award provisions 69 
Skills and Training 
standards and Prlnelples4 
Skills and Comp~ney 
Slondards 23 

bose for career path 4 
deftnlt1on 23 

Spacial Class Tradesperson 

L.OCotion in Ooss111cotlon 
Structure 11 

Special Transitional 
Provisions PI II M I Awatd 13 
standards (sH skill and 
competency standarda) 
Supervisor/Co-ordinator/ 
Trainer (se!l Trainer/ 
Supervlsora/Co·ordinator) 
Suporvlsors (See Trainer/ 
Supervl~ar/Co-ordlnator) 
Structural Efllcleney 

Clause 68 Metal Industry 
Award 59 

SUpurvlsor Tralnlrog 20 
Supplementary Payi!\Qnts 

Part Ill M I Award 16 
Port IV M I Award 18 

T 
Technical Computing 
Allowance 1.'. 

vocononal fields 49 
T~ehnlcal, Drc:;ughling and 
Planning Employees 
M.I.Awarcl Part n 13 • 15 

exlst1ng award conditions 
apply 15 
:eodlng hand al owan.14 
location In closslflcotions 13 
progression to next hQ1est 
level14 
se:vlce lncremen1113 
special transitional 
provisions 13 
technical computing 
allowance 14 

Trado training 62 
Trcde Vocatfonal Fields "9 
Trad?.s Er nployt!es 

career path 11 
location In closslflca!ion 
structure 11 
training 62 

Trainee; Enr.lneors 16 
Train•~ SelenHsts 18 
nalntt:~s (AUtl:alian 
TralnO)eshlp System) 10, 
r"\ppendlx t 
Tralner/SuperviiOr/Co· 
Ordlnator 1S- 20 

deftni!ion/stond. Ieveii. 46 
deftnlt./stond. :eve.r H. 46 -49 
defl.nltton/stondotd 
tech!11cal 49 
ex:sting award conditions 
apply20 
~uctuott"lg wages 19 
minimum wage rate 19 
new classification 18 
technical level definition 49 
+tolnlng 19 
vocationol fteld 50 
wage calculation 18 • 19 

Training L\'lave 
uwar<J provisions 64 - 65 

Training 60 • 65 
advanced cortificales 63 
associate diplomas 63 
availability of modular 
training 61 
broodbEJsed 61 
development of new 
system 60 
engineering production 
cert111cates 61 
modular training 60 
Notional Metals and 
Engineering SkMis and 
i ralnlng 8oord 65 
new COUISeS and 
qualifications 61 - 63 
new employees 
undertaking troiNng 21 
post trades certtflcotes 62 

secondary edJcatlon 63 
supervisory trc:inlng 20 
trade training 62 
train. leave (clause 68) 64 
translt1onol problems 60 
universities and professional 
engineering 63 

Transitlonallmplementat. 
P9riod 2 ·3 

objectives 3 
revlew3 

Transferring to New 
Claaslllcatron Structure -

comparative sched. 79 - 90 
disagreements/disputes 52 
establishing correct 
classific ation 51 

u 

new employees 20 
no aW'Clrd.atignment 
possible 52 
refer to appen. 2. 6. 7. 51 
steps Involved 51 - 52 

Universities ::r !"rofesslonal 
Cla111flcations 63 
Union COmmitment 8, 56 v 
Vocational i'iokls 49 - 50 

engheering production 50 
professional 50 
supervlsor/tralner/ co­
ordlnotor 50 
tecl"tnicol 49 
trode49 w 

Wages Employeec 
apprentices 12 
junior employees 10 
leading hand allowance 11 
non·trades employees 9 
production system 
employee 10 
relating old to new 
ciassiflcafions 9 - 12 
spec ial class tradespers. 11 
trades employees 11 
trainees (A.T.S.) system 10 

Wag• ' Groups 
deftnitions and relativities 
Cf4· to Cl 24- 50 

Wcgv lneroases 
adjustment to Port V of M I 
Aword57 
by advancement 56 
broodboncing -
AppencJces 1. 2. 4 
broodbandlng absorption 
into overaward poymenn 
Appendices 1 - 2. 4 
broadbandlng exemption 
applications 54 
exemption applications 54 
In excess of structural 
efficiency 19 
minimum rates adjustments 
Appendices 4. 5 
minimum rates absorption 
into overoword payments 
Appendices 3. 5 
Nation. Wage Case 1989 2 
Structural Effic iency 
Increases 2 - 3 
reclassrncotlon 57 

Wage Rato 
employee without relevant 
work experience. 21 
t rainer/supervisor co­
ordinator calculation 18 

Workplace Resource 
Centros 69 - 70 

establishment 69 
locations 69 
process70 
servlces69 







CONTENTS 

Introduction 2 

II The New Provisions- Obligations and Opportunities 3 

Consultative Mechanisms 4 

Developing a Training Program 7 

Utilising Employees' Full Skill and Competence 11 

Enterprise Flexibility Agreements t3 

Facilitative Award Provisions 1.5 
7.1 Hours of work 1-5 

7.2 Meal breaks 20 
7.3 Annual leave 21 

Application to Employees Covered by Other Awards 24 

II Avoiding Disputes 

II Appendices 
Appendix 1: 

Guidelines for the establishment and operation of 
consultative committees 
Appendix2: 

Classification Structure and Definitions 

• Outline of Classification Structure 

• Classification Definitions 

Appendix 3: 

25 

27 

32 

32 
33 

ACTU Code of Conduct on twelve hour shifts 46 



' INTRODUCTION 

This explanatory booklet sets out the variations to the Metal 
Industry Award and the Metal Industry (Engine Drivers and 
Firemen's) Award which were made on 20 March 1990, and 
provides information and advice to assist members in their 
implementation. 

The booklet does not deal in depth with the classification 
structure. That aspect of award restructuring will be fully 
covered in the Implementation Manual that is being produced 
jointly by MTIA and the Metal Trades Federation of Unions. 
Given the complexity of the transition from the old classification 
structure to the new, members are urged to wait for the 
Implementation Manual before addressing the classification of 
employees. It is expected that the Manual will be available 
during July. 

This booklet goes to the other changes to the awards. It deals 
with consultative mechanisms, training, hours of work, meals 
and annual leave. It also deals with the opportunities to reach 
special arrangements to improve flexibility within an enterprise. 

This booklet forms one of a series of publications which explain 
the restructured Metal Industry Award. That series includes: 

1. MTIA National Circular No. 4/90 of 21 March 1990 which 
gave members an outline of the changes to the Award; 

2. An MTIA members' briefing paper which elaborated on the 
award changes excluding wages and the classification structure, 
distributed at meetings of members on 5-6 April1990; 

3. The wages booklet Award Restructuring Stage 2 which 
detailed the changes to wages and allowances; 

4. This explanatory booklet on Consultation, Training and 
Award Fle.xioility which provides detailed information on the 
non-wages and classification structure changes; 

5. The Implementation lv!anual which will provide the 
comprehensive information needed by members to make the 
transition to the new classification structure. The Manual is 
expected to be available during July. 

In addition to these publications MTIA is running training 
courses to assist members with award restructuring. For further 
information on these courses contact the training department in 
your MTIA branch office. 
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NEW PROVISIONS- OBLIGATIONS 
AND OPPORTUNiliES 

On 20 March 1990 the Metal Industry Award parts I, II and V and 
the Metal Industry (Engine Drivers and Firemen's) Award were 
varied to provide for significantly greater flexibility within 
enterprises. The changes involve both obligations and 
opportunities for employers. 

The award now 

• requires enterprises to establish consultative mechanisms and 
procedures to discuss and implement the new award provisions 

• requires employers, in consultation with employees, to 
develop a training program appropriate to the needs of the 
enterprise 

• allows an employer to direct employees to work to the full 
range of their skill, competence and training 

• allows enterprises greater flexibility in arranging hours of 
work, meal breaks and annual leave 
• allows enterprises to implement any other agreed 
arrangement which increases flexibility, subject to certain 
conditions. 

The first two of these changes explidtly require employers to 
consult with employees: the remainder also depend for their 
success on employee support. 

The new provisions are essentially facilitative - they do not 
prescribe new arrangements but leave the way open for 
employers to negotiate directly with employees concerning the 
best application of the award. A wider range of options is now 
available but the extent to which greater flexibility can be 
achieved lies more firmly than ever with the extent of 
cooperation between management, employees and their unions. 

Members should therefore be aware that the full benefit of these 
award changes will only be realised if employers consult with 
employees regarding implementation and demonstrate the 
mutual benefit of enhanced flexibility. 



MECt.fANISMS~ 
ll:~-·----- - . 

Consultation at the enterprise level is vital to the success of award 
restructuring. Recognising this, the ~etal Industry Award has been 
varied to provide for the setting up of consultative mechanisms and 
procedures at the plnnl or enterprise level as follows: 

CIA{ :s~ i~IJ- .t.;TRr CTI Ril. f :I-"Ji'ICIF...'VC1:' ' 
n. 11tr' /l(lf'/lr'.< lu flu• mnll'rl•l"' ,.,,,,iff((/lfl t1,.,lf1r ~l'alinlf pr-.,ltu•t(••lf, 
illt'l'f"II:Ct· tllf' l'(f'#t'lt'fl•, . fll tHilfrltt'i~1' II !ttl 11/lt 1711llltlllfli l'f1111pt'ltltt'll'tll'llll q( 

lhr mr till aud r.IIJlilll't'l'lll/: llltlrlltll:t· ""'' '" t'llhflllrr 1111' rarr1lr 
upprwllmilir·• mui '''l' .<r t'fl/1~,. ul t'lllfJ(IIl'l'r•• itt 1/11· mdu.ffr';l·. 

b. ll ,.,,,.,., I''''"' ,,. fllll'lfll~•c till I 'IIIJJ/•1,1'11, the· ""'Pl"!'f'l'lf rJttrJ tlltlt 
n·lr·r·tml "'""fl .,, 111111111.' .• /,,t/1 1 .~t,f,/!,1, " ' '"ll~lllltJitl"t! llk'r/,rmiJim untl 
fli"HV'tlu!•'" •tflf""l"'lrll•• tr• liu .•i:r .. <t•·rwflll'l' rmd 111'1'1/,c r,f thtll plu111 11r 
r:ll/o'f'/li'!.•r·. \ lnl1ill>''" 1 •ri•r;/ ,,.. !li• '"''''"·' ,., •• ''llp/11.n r.• 11r unitlll ,,. 
lltlt•m., /r,r ,.,,,~<iJr·nllll''' ,.,.,,;,1,-,tf Willi tltr •II-/IY1;,.,.:< ''' \Uht"lttll,'o( (tl) 
,,,.,.. irt. ~l•r•!l ,,. /'"" c•t••tl ll!~ ... ,,lll: 111"' ,.,,,_,,/ltllin. mct'/tum.~m mul ,, ,,.., .• ,,11. "· 
r. lj,.,,_.lf•v·• ,,;..,·tl fl•t• t'llfi0:/1/rrru! •.•lt '"''111•-~''''i l 111tl• •ulwi,IU(' (II) 
l~rrr·w •im/1 /w 1 1'1~1.ir•l tu llli/llr,,,.,,,,,,,,,,, "-' thf' ll••u· r·/u.•.~itirulirm 
.\1/'tii"IIIIY' t/11· ltU'i/il•llil'• Jlllll"lJtlu/1,< l~ltllrtllll Ifill 1111.< illt"tlrt/ fliUi, :.llfl(ft1 
l•1 rlrlll.•t· fti .. _ tlltlllr·l"' ,,,,y·nuu::. tnlltlllliJ. 

,-!ward not prescriptirJe 
At 'A:TIA's insistence thr award provision relating to consultation is not 
prescriptive. It dOE's not spell out a "formula" for C-Onsultation as the 
metal trades unions had originally sought. Instead it recognises that 
the factors to be taken into account In establishing a consultative 
mechanism are simply "the size, strurture and needs of the plant or 
entrrprise''. This means that consultative mechanisms will differ from 
company to company. 

The purpose of consuUation 
Consultation in the workplace is designed to ensure that employers 
have regard to the interests and views of employees when 
management decisions are made. Consultative prartices are intended 
not to reduce managemrnl's responsibility for decision making but to 
promote better decision making through more effective 
communication and consultation within the workplace. 

1t is now important that employers be able to demonstrate the 
existence of a genuine mechanism for the communication and 
consideration of employe-e views. 

Choosing an appropt•iate mechanism 
Consultative mechanisms can take many forms depending upon the 
needs of the enterprise. Most employers tn the metal and engineering 
industry already haYe consultatiYe mechanisms of one form or another 
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in place. ~orne enterprises havl' consultative committees comprising 
both management and employee representatives. Smalll'r firms may 
have less formal arrangements which are just as effective. 

Consultation most commonly occurs in the following ways: 
• formal consultative committees comprising management and 
employee representatives 
• discussion at full meetings of all employees in an enterprise 
• discussion at full meetings of all employees in each of the work 
f!:roups or sections of an enterprise 
• discussion with individual employees on a one-to-one basis. 
The choice of an appropriate mechanism and procedures \\ill depend 
on the size, structure and needs of the enterprise. Both Ute employer 
and employees should agree that the chosen arrangements are 
appropriate and are functioning effectively. 

If existing consultative arrangements ar·e working well there is no 
need to restructure them. However members should ensure that the 
cmTent mechanism is capable of addressing the issues identified In the 
award as matters that musl be consulted upon, namely: 
• implementation of the new classification structure 
• facilitative provisions relating to hours of work, meal breaks and 
annual leave 
• training. 

Consultation may, of course, go beyond these three a1·eas. Members 
who wish to broaden the scope of consultation should reach 
agreement with employees and their unions, where appt•opriate, on 
any other issues to be discussed. If different consultative arrangements 
are to be applied In relation to different issues then the specific 
procedures to be used in each case should also be made clear. 
Members should review their existing consultative arrangements to 
ensure that they are operating satisfactorily. If they are not, then steps 
should be taken to rejuvenate those arrangements to meet current 
needs. In some cases it may be appropriate to expand the role of an 
existing structure such as a safety commiUee to encompass the wider 
agenda for consultation. Appendix 1 provides further details on how to 
define a new role for a Committee in tllis way. 
Afembers who have no existing consultative arrangements should now 
establish an appropriate mechanism and procedures. 

Guidelines for comultative committee& 
Detailed guidelines to assist employers wanting to establish a 
consultative committee are set out at Appendi.r. 1. Employers may be 
approached by the metal trades unions to adopt eonsultativc 
arrangements which are not compatiblt' with the size. structure and 
needs of the enterprise. 

While the unions have every right to have input Into the establishment 
and operation of consultative mechanisms and procedures in those 



enterprises where they have coverage of employees, they have no right 
to dictate the terms under which consultative committees are set up. 

Meettng the need& of the enrerprise 
Consultative arrangements are intended to promote positive 
cooperation in the implementation of award restructuring and the 
improvement of enterprise flexibility. Such arrangements should, 
therefm·e. be designed to implement the new award pro'\-isions within 
an enterprise given its size, structure and needs. Consultative 
arrangements are not to be a conduit for the imposition of unilaterally 
determined union policies on award restructuring and training. 

In m·der to achiew their purpose of promoting better decision making 
based on improved rommunication and consultation within the 
workplare, consultalive committees should also represent all 
employees covered by this award. No single union is entitled to 
dominate employee reprt>sentation if other unions have coverage in 
the enterprise, and employees who are not members of any union are 
also entitled to representation on a consultative committee. 

Traintngfor membera of consultative committees 
The Metal Trades Federation of TJnions has organised a program of 
training courses for employees who are appointed or elected to 
enterprise level consultative committees. 

MTlA regards such courses as constructive and encourages members 
to allow committee members to attend. Other options for training also 
exist. Participation in courses conducted by MTIA, the Workplace 
Resource Centres or other organisations may also help committee 
members to perfonn their role- more e-ffectively. 

The question of payment for time spent attending training courses 
should be decided in advance consistent with the company's training 
leave policies. 
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The Metal Industry Award has been varied to include a new clause on 
training: 

Cl.·ll SE M.'- TR-H,W, (i 
a. !7w purtu~.. .. to th1.• IIIL'tll'tl ,.,.,.,,~lliJir· tllat m flt·tftor '" 11U'I'f:ti~C thr 
r_(flnctu:r pmt/U('lit:ll,t' utul llllt·nmli•mal I'IJinfH'littrP.IIr • ._, r~f ltldtL.~t,·. 11 
(l.t'f'.ttlr.t mmmilnumt to traillin~ mtd .~/all tlrl't·lopml'lll 1-1 rnmirt'd. 
·lrt'Uf't/iiiJ:l). fflC' fltll'tit•l' l'fJifllllif 1/tt'llt~d!;l·:< Ito.-

/. tkt:l'lofJitlp '' ,,,,,.,. hi.:J.Iifl' :tl.i/lrd mul .fit~ .r1blr u·nrlclom:: 
li. fJNH'rrtw~ rmplo.•·• r.~ wtl!l ('ttrr·cr 11/IIJIII'/llnlltr.~ thrrmgh 

llfJI'ITifJnalf· ll'llillilf.Jt I•Jilcquirr mifli lwtm/ ~ltll/:t, tmd 
ill. n·umrml< bwna-:. lt1 tltr• lllili.~tllim. •!I ~lull( •U'CJtlii'Ctl. 

b. H11/ou:mll propet f'tm.cu/ta/1011 m nc.,.,lfchmr" ll"llh l'll/Jrlttusr lb} •tl 
r:tmtu• tJH - ."trttr/lll'lll F,fllrtrm~-. ,,,. thnm.ch thr nlllMt.thmrnt ''' tJ 
trmmn!f r·ommilfn. '"' rmtJ/111'•·1· t/ml/ dl'!'d'•ll 11 INII'''''IliJr'll,rt•tJm 
l'flll.~l~'''lllll"illt . 

I. ,,,. t•w·n•lll tlllll fltllln' .•lit II,,,.,,, ;If ill· ':"''''1'1'1.-c·. 
i;. I Itt· .~~~~ ·. ~(t'rlt'/ll!'!' llllrltNI•II't urtlw "''' , .. _.,,,,,, "' flu eul•·•rw••··~ 
I if. I itt ltf't'd ,, tin.,.,_.,, ,..,,.,,,,,..,,; •!, r.'t• , • ..,,.,.,,,,, 111 II• I ' rut.·r1Jt•t.•r 

mt.-1 i!u lt•rt .. lwul r''•f!hu·••rillf. iu,btt l!:\ ill1111tttlt ,.,,.,.1', ..• ·~•t:dm'lf'd f,y 
mrt't'dilf'rl rtlttt tl!lltllfll m •liiii iJtol!.• m"l !lf'·'ll'lfli r -
c . II hf'IT' It t~ <IJ!I'I'r'li .:1 (IVIIIIIII{!. r~•llllltlil<'l l1t r ~luh/i.~!trtl. tl:ri.llt.,lillifl.:: 
rmwuillt•t· •lwultl f,• ; •lt,.lilltit·tl /J,t NIIWI mm•l'f'l'" ''' t'ltlft!t•.•u· ttm! 
'"''fJ/1•,\"l't IT1111'41'nluliJY'.• mtrlllt!l·t' 11 l'llllr'lt'l' wit It'll d•·r!l'('' •Jutr.• if~ /Ytll• 
fllttl IT'"Pflli~iiniiflt'l, ,liw 1~1'<111/fl/r · 

i .l•lf':ttUftt(:tlfl 'lf tl fnl!lll'' f..' f.'lf •A! W IO fl/,tf w·mfu/11/i~l ·~/'IIVJIIlllt,!! 
tlfltll,.:f." rtfltl tYfl·,·t·t '~J tJiul'lf;·tli/1•' Jt , ,~~IIJ•I.-.~l~'t""~ 

ii. t!i.••nt•tliu!•flu •!1 lll ' iw,utif'"'' "'' iln ''" li'IOI,:; ''' ~~~t'tllll tuu/ 
trl.'lliftt#li/if.\ •J 1~<111!!1!;; • llli!" f II 1/II.J IYJ/1'1 I' IJ/I/t1•111111ll/l'~ til 1'111pft~Wt:,\, 

iit. /111 l'tl 'ttll/1111 111/ii,,:_ 1!/' ltltll l'i•lut•l t'titp/l,,t ·u• ,1111 /l'tllllltl~l tUUI 
l't't•!(l.(.((fit'tllll•ll; 

n ·. mmt!I•Jr llf/i uru/ mll'l" lfl)r ,,,.,,m,:ntu ,;I tll.'r! Pmpl•'.""t!.• 1111 u,,. ,, . 
·1fUIII/'-·I:(kt1tl'r lti'JI.,\ t~f /lit li11111111P, 

d. I. II lltn· a.• " rf'.•t•/1 t~l' ~.,,,M,Ifttfiou. In tll 'f'tit"tltllu~· 11-'lffl 1'/rm~r fJIJ 
111 iltl11'4fl'lt t1 ftYifllrtliJ ·~•mmitfn- mul u "'' th• t·mpl•'.' ,.r '""'''f'ITWd. ;t ;~ 
IIJU'ft•cl thai wJtltlm1wl tt ·(Jmln;~ m at·rtwciam·r ll'rtft tl1r p,.,,!!l'lllll 
tlr n :/rtJJrt! ,,,...,,lfll IIi .-ml,dau:<t' lfH lll·n·iJt •llun!ll IJt· r11Ulr11tlk~ll /J,I till 
'ntiJI•r.l't' t'. llml ll'fllllliiJ.! lllf{l ' lw ltmlt·rftl/a'l'ti riffttl "" ''' u./T flu• ,,,,,_ 
PNtl'iJ•vlllwl tf l11r fluintu;:.· r-• tuuln·lfll.'f'll rlur/11~ r•Hill•fll:' u•twkm;.l 
hfllii'X t/u· rmp/11,\'1'1 l 'llftn·run/ #Itt!/ 111•1 :tWfrr 1111,\' lu.~.~ t~f (IU,I' 1'hf• 
f'l11f1[tw('' ~<lllllltwlum~·~unrw/l(t· u·ttlllmltl (i/t' lt p11iJ lniintnlflnll.'r. 

il. !II," 1\J'</f. li~StJI'Wlft/ 11'11/l !<(llfl tf(tl'lt ,/i'n> /IJI fll ·,..~r·t'ibr;/ t~IIII"CI'$ 
anti fU t·,·riin•tl lt'.J'Il"'''/.:.( r1: rdtllllllp; t/1t1$t' lt•.t•tlm••f.·,. u:ltu•/; tlrt' 
ar·mlablt' 111 tllf I'IIIJilmn·'• lt"rllllwllllilwary) mr·un'f'd 111 l 'llflllt"rlirm 
u:itlz tlu· Ull([,•t·takitlll "'. ll'tJIIUIIP. •lmll hi' l'f'i 'llblll"'f'd /1) · thl' emp/11.w!r 
llfJtlfl prt1durtwn •I}· r.rtdl!ll('t ' 1(1 ~w·lt r.f'/1• mit tun · l't'tJI'tdt•ti til at 
l'ellnlmr~emrnt 11lrallul.~, ,.,,. 1111 tm '''""wl btt.~r.~ sul1Jrrt to lht 
pn:.tentatum t{l IY'fJOrl.~ ~~r.mtt~tfut•tor~· pmgl'r.'l.'-
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;;;, 1":., 1'1 I • •: ,.. : .,.,.. ': , .J ·I • '· ., t"t ' IJ ' 't•'h ·~ ., , , ,,, I It I·: Ill·. ~! ti';UIIt:. Ill 
utt••l"•!: ... ··'!··~ ~~ :'• '· • l'!t •. ,, ... :l 1'tir l '~~ • • ·. ; :,, ••• , • ! .. 1/!:rlll• ,,,,.,,,.,.,.;,Ill 
,. ·,;r:li·• •. • i • f'',•t ,J,, .' ~~ :••I ·• 11 1 • •. tt'.'.''J/: ,,cl (·t ,/'it l 'NIJ:'t:.i-' 

1', 'f,l•.:l~ll• ... •f:,.r '•i'•i'l:',,ro,·' ,;,''•,;·r 'fi• '•f•';l' JP'•Jij,,,,,, 
fll!t.l .,.,,,_,,, '•· '' • ''i'• ,.' ,~ j, •· ,,, ... • •tt•'o:•,u • "!·'•'' ;,/•u-: ''t (Ill J!lt'tl'lltllJI'. tfcr 
/Jtlrt· •. • .,1 o:' '•'/• ··!·•' ;.1.-. : l!o/•:. ':t ""' t~! !JU~.·· .'J,'t .. :·,,_. t.•-:•'''"'''11~ in 
·, .• b·t,!,:•";·.:,·· ,t .. ··,·;,.;,.~:,.~. • •. 1/,, •·i•i•·'l .,. ~fl.'tJr'/l·ri i't.~I;/kt'!tl~l.oa (ttl 

/,•:·;~,_ ,,. 1.1-,. ,.,,,;,,if .. o ··r 1trt· 1 , ..... ,1_,.,,(Jj. t ~··1;: f, /~~'•·'' lui' flit 

lff'Jio-l•,:tu'\' /'I'·,., 'l''ft, ·,· ,,1 
q' J,j;,:r'.lf't; 'oilt'IIJ 1 ' pr l;•o~J/.ffJI.,.: h••1/l .• 11' f' 

(flll/1(1'11 Jt ;Jlt'Jit.' ,, ... _,.. ~u r:.11, .'''" ~,!• tut_,,t,i', J ll'f'). • lttf.'iJI.!:, l.•·uinJif.'.t f'• 
lll~i-1 ,·J;, ~~~~·,J.., r, / ' '•! 'H•fl(r/i'llf :!i/''J'·''I•' flitd.•J.~ /h~ iiltltJ/tJ/1(/ 

.1~ tu,- .f:·.,,;,;, .••····'J.· .. • '''~':f''·' ,, ~ ··l·~ ·.nu· ~ ' ' ' '·' ,,,..,, :, , ... ,,,,·i !•1 
\,o/l·j, l'l1 

;•1 ;;If (•J'r 0l •; 1:, .. '·f •t,f' ''·I• ~· I : • l t CJI IJ•• 0 lal /iuJJ(, .'1~11: /1!"11/ll -.• 
1~/ 1.'/li.IH It I Ot!/1 ,,. i '{' f r-1:·f- ~\ '.'}( '.'' ,,J J,"t 1 , t1:: f , ' t .: 

A firm commitm~nt to training 
The first part of this new provision contains a commitment by all 
parties to training nnd skill development, including removal of the 
barriers to skill al'quisition. 
MTIA pla!'!'S the highest priority on increased training because of one 
essential truth. That Is, when the last ounce of extra productivity has 
been squlo'ez:ed out or new technology, out of more nexible work 
art·angements and the elimination of demarcation, the only sustainable 
higher productivity opportunities left will depend upon the quality of 
th<' people in our industry: how well they are trained and retrained. 
lt is, tht>rf.'fore. vital that employers move promptly to develop a 
training program that met"ts the needs of their enterprise. 
Consultation with t.'mplo;ree..~ 
The award provides that a training program is to be developed by an 
employer following proper consultation ""itb employees. 
Proper consultation may be undertaken either through the consultative 
mechanism set up under Clause 6B or through a training committee. 
There is no requirement for an employer to establish a separate 
training committee. Consultation on training may take place through 
the more gPneral consultative mechanism established under Clause 
68, whether that he- a committeE' or some other mechanism. 
A tt·aining commillee is one mechanism by which employers can 
consull with emplo~·ees on training matters. If one is set up its purpose 
is to facilitate the consul!ation process between management and 
employees. It is not a decision making body and the responsibility for 
developing a t.t·aining program and implemt>nting training policies 
l'emains with managemE:'nl. 
\\'here a training committee is established the award spells out some 
details of its operation. A training committee must comprise an equal 
number of employt>r and employee representatives and have a charter 
which clt>arly states its role and responsibilities. The award provides 
examples of what might b<' incorporated in the training committee's 
charter at subclause 6C(c) and detailed guidelines on tht> 
e-stablishment of consultative committees nre provided inAppmdix 1. 
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Training to meet th~ need8 of the enterprise 
Following consultation with employees. employers are required to 
develop a training program which assesses skill needs and plans for 
future training. 
The training program should be based on the nef."ds of the individual 
enterprise. It should take Into account: 
• the current and future skill needs of the entl."rprise 
• the size, structure and nature of the operations of the f."nterprise 
• rhe nef."d to develop vocational skills relevant to the enterprise and 
the metal and engineering industry tluough courses conducted by 
accredited educational institutions and providers. 
The emphasis on the enterprise is signiticant. The award provision is 
not advocating training for the sake of it nor training in skills thal are 
not needed by the enterprise.Training is intended to directly support 
the skill needs of each individual company. 
It is to bf." expected that training programs will therefore vary from one 
company to another. In small establishments the training program 
may be relatively straight forward while In larger establishments il 
may require detailed df."velopment. 

Det~eloping a training program 
Dep<.>nding on the needs of the enterprise the development of a 
training program may involve: 
• conducting a skills analysis to assess the current and future skill 
needs of the enterprise; 
• reYiewlng existing training arrangements to determine whether or 
not they a•·e adequate; 
• conducting a program amongst employees, supervisors and 
management to increase awareness of the benefits of training; 
• investigating off-tht•-job training providers especially TAt'E for 
appropriate t1·aining packages which are available; 
• looking at ways of structuring on-the-job training with a view to the 
enterprise becoming accredited as a training provider; 
• evaluating the likely impact of competency based training on the 
enterprise; 
• increasing internal training l't'som-ces (people, equipment and time) 
to provide more on-the-job training; 
• assessing what training Is needed to achievf." multi-skilling (who, 
what. when, where and how); 
• considering the opportunities for existing adult employees to 
undertake apprenticeships; 
• considering the opportunities to engage trainees; 
• reviewing the training budget. 
Attending training courses 
Attendance at training l'Ourses is subject to two conditions: 
• the employee and the employer must agree; 
• the training must bf." consistent with the enterprise's training 
program. 
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This means that an individual employf'e nominated to attend a training 
course must first be properly consulted, the employer and employee 
must both agree and the tmining must be consistent with the overall 
plan for the enterprise. 
Payment for time spent on training 
The award provides that training may be undertaken on or ofT the job. 
Where an employef' attends training courses during ordinary working 
hours, the award provides that the employee shall not suffer any loss 
of pay. 
An employee attending training courses outside ot·dinary working 
hours is not entitled under the award to any payment for the period of 
attendance. Individual arrangements and policies in this respect are 
for the employer to determine. 
Reimbursement of costs 
The award provides that any rosts associated with standard fees for 
prescribed courses and prescribed textbooks (excluding those 
textbooks which are available in the employer's technical library) 
incuJ'I'ed in connection with the undertaking of training shall be 
reimbursed by the employer on an annual basis. 
Reimbursement ofthese costs is subject to two conditions: 
• the employee must produce evidence of expenditure; 
• the employee must present a report of satisfactory progress. 
Travel costs properly incurred by an employee undertaking training 
which exceed those normally incurred travelling to and from work 
shall also be reimbursed by the employer. 
Rer,iew of the training clau~e 
The new training clause is to operate on an interim basis until it is 
reviewed in December 1990. In the meantime the parties are to 
monitot· its effectiveness in encouraging the development of a more 
highly sldlled workforce, a career path and better utilisation of skills. 
The Metal Trades Federation of unions has reserved its right to press 
for mandatory training leave again after December 1990. If the unions 
can show that employers have not set up proper consultative mech­
anisms and have not acted on the award requirement to develop 
training programs within their enterptises, they may use this failure as 
grounds for arguing for a minimum award prescription of paid training 
hours. 
:\1TlA therefore urges members to set up an appropriate consultative 
mechanism and commenee the process of developing a training 
program as soon as possible. Care should also be taken to ensure that 
once a training program is developed the cost, value and training 
outeomes of the program are identifiable and measurable. Quantifying 
the amount spent on training will be partieularly important in view of 
the one percent "training guarantee levy" that is expec ted to be 
introduced by the Fedet•al Government from 1 July 1990. ~ITIA will 
shortly issue separate advice to member s on this matter. 
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UnLISING EMPlOYEES' FULl' . ~ 
-·- _SKlLLANDGOM~ErENCE ~---. --~ 

The aim of award restructuring is to rid the metal and engineering 
industry of the obsolete work practices and rigid occupational boxes 
which have served to limit career development and the utilisation of 
the full skills of employees. 

The changes to the award consist of complementary provisions 
relating to training, consultation, and the transition to a new 
classification structure. These provisions azoe further supported by an 
award variation designed to overcome demarcations based on 
particular job functions or the use of particular tools or equipment. 

The new provision provides that: 

Cl.tl:SE 6 - CO . ....,TR,iCT OF EUPI,O'tJIE.:\ 'T 
lr. I. .4n """'/"·"" mu.•· dlm1 "" rmplm.,., w rorr.c· tml :curh drill~ QJI 

are rclthm lhr limllll '''"''' ,..,,,,,,,wi'':.: $1- rU, '"'mprlrm'f' mul trolmnlf 
ron!ltlllt'-111 trtl/1 Urr t1tl~lltmil•lll tcl•"t•t'lurt' ,,,. 111111 llll"tlfYI fltYII'tdr.d thtrt 
l!Uc•l• dlltlt',f m-r ""' df'I'/J1'"''''" prtmllllf' dr· .• /.:11/mp. 

11. -111 nnplu_,.,_.,. mt~\· tlm·•!l '"' nfl/11'~'·,.,. '" ,.,,,.,v tJtll :<ur.lt dutlt·.t 
and II ttl' 111ltt1• '""'·~ llntl ; .,,.,,,,,,.,,, m: ''"II 111· n qiiiiY'clprt•••ldt:d th111 lhl' 
rmplll,)'f'r hrU< ltc't'll l'"'l'l'rl.' ' il'tlillul 11• tl11' 111ft' 'if •ut•lt 111111.~ ami 
t'-lfllipmt'!nt. 

UL ltl,r dimt11111 l~o~urd /1,,. m1 l'IH/JI11yr r· fJIINifltlll 111 .~llhrltt~ f1J 
and fli) ~hull bf' ('flfltl~<lr:llf ,.,,,, lhr OIIIJio,,-rr\ t't'~<f"lll~<thtlltlno 111 prot•ttk 
a $lfh and hrrl/lh,\' IC."OI'inll/t t'lll'lrtJIIIntlll 

Award breaks down derTUJrcation 
This award provision means that if an employee has the skills and 
training to perform a job or use certain tools and equipment safely, 
then he or she should be able to do so without being obstructed by 
outdated job or union demarcations. With this provision the Industrial 
Relations Commission has clearly indicated that such demarcations 
will no longer be accepted. 

Du~ning better jobs 
Under the new classification structure employers will have enormous 
flexibility to create jobs incorporating the tasks and functions which 
meet the needs of the enterprise. The award will not itself define a 
narrow occupational box, together with title and duties, applicable to 
every employee. Instead, employers will be able- to flexibly specify the 
scope, function and skills of jobs performed within their workplace. 

The provision, therefore, allows employers to redesign jobs to 
incorporate broader functions and utilise multiple skills. Job design is 
a major undertaking: it means identiJYing the tasks that are crucial to 
an organisation's success, building those into the job and then training 
employees to ensure that they can perform those tasks to the desired 
standard. 
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If a job is to be- f>Xpande-d thE>n many other factm·s relating to training, 
supervision and administration may need to change. This is not 
surprising when it is rerognised that an enterprise's administrative, 
supervisory and training infrastru<·turf' has been built up around the 
old style jobs." ht•n those jobs change the old strurtures may not suit 
the nt>w way of Wllrking: tht' training may be unsuitable or inadequate, 
suprrvision rna~ be inappropriate, and the record keeping and 
r<'portin~ systrms may not support the wider role of employees. 
lmplemf'nling nn~· rhnnge to !l job under this clause should, therefore 
take into aerount the enterprise's training program and its 
admini~trathe and supt•rviso~ systems . 
.Job design should also be looked at in consultation with employees. 
While the a\\ard gives an employer the- right to direct employees to 
perform work in line with their skills, competence and training, 
employees nPed to be- consulted about such matters. Without 
consultation, attempts to overcome existing demarcations and 
redl'!!ign jobs at·e likely to bl' resisted. It is appropriate therefore to use 
the consultntivr mcC'Iumisms discussed in 8t!ction J before putting this 
provision into effect. 
lmplt!mentatlon Manual 
The detailed inftu·matiou needed to locate new jobs within the 
classification structurl' and to consider chthns for reclassification will 
be contained in the Implementation Manual which is expected to be 
available during July. While the Manual is be-ing finalised members 
should begin to t•onsider how they can best utilise the broader job 
ddiniUuns. Tht'l>t' definitions eontained in various appendices in the 
Award art• prol'iclcd as .·lppendi.2: 2. :\1eombcrs will find the detailed 
infonna!ion JH'I'dl'd lo make the lransition to the new classification 
litrueture in the Implementation Manual. 
Not dt:$ignro to promote deskilling. 
In directing l'mployees to work across a wider range of duties. 
c•mployet'!' arE> tn ensnrf' that such dulles are not designed to promote 
cleskillinp;. \Yhilc jobs may be made broader, they cannot be 
r•est1-u11ured so as to rrquit·e employees to regularly and consistently 
pcr·rorm task~ which are unrelatecl to lheir principal function and at a 
lower level of skill lhan the work they usually perform. 
This is entirely consistent 'vith the aim of employers in award 
n·strut'luring: to hH'rease pt·oductivity and eft1ciency through the 
beltcr utilisation of employees' skill, competence and training. This 
ean mean dit't'C'ting employees to pf'rform a total task, including 
prf'paration of mate-rials and clean-up where this is incidental to the 
main task. It can also ml'an directing f'tnployees to perform work at a 
low!'r lrvel of 11kill for short periods such as during a breakdown of 
machint>t'Y· 
Jlowevt·•· memhcr·s ~\ill lind employees unwilling to cooperate in more 
fleJCiblt> job dl•sign if it is pet·cched that this will lead to desldlling. 
Close consultation with f'rnployt>es and proper recognition of a mutual 



commitment to skill aiJUisition rathe1' than deski\llng is needed if thl." 
full scope of this provision is to be rt>alisf'd. 
Following strenuous representations by t\JTIA the awarll has been 
varied to Include a new provision which givt•s employers the 
opportunity to negotiate directly with employees regarding 
arrangements whkh better suit thf' needs of the f'nterprisP. The awo!'d 
provides that: 

CLJU,e 68 -STllf.CTf 'll U. 1-:f-"1·1(:1!·; \Cl 
d. lltthtmt lmtiltll~ lh• n~lth ,,tnl/1• ,. •w , .,,,,,,,, ,., ,,, '' liltlltU '" 
atofattnllitm, tttn · flt/11'1 tllo 'fl~w·• ,,, .,!!;.11• ,.1 f. : ;,,.~ •'(t .•!· Jl,·.,.,f:;/i/1 •:! th•• 
pi''"' nr ,.,,,.,P''~-'~' ,,.,.1 ~"".:'' · ,,. ,,-.,; ··· ·~~ ·.: ... ;, •· . .. ,.,,,, .. ~, ,,. n., •. 
CtJitU1ll~ •• ,,,, ''"" ,, . .... I ,.;.111,.,,; •• I , ... :. .,.; ••. it ' . ..... ,.,,-•. ~· ·' ,,,,,, ,, 
IIIIJIIttm•ntf'tl '-llUrt-11~· t l:r l>tll•••n·r.~ •·, ,,,: .. :.,., ,_.,,. 

• t'''' •'''""~:.'· ... '''11/':",! ·"''"~u .,,,, ~~ !_1, .. : :·. .· ; ~ · •• • .••• ,-;,: !-':~·:. ,,.,a,,~~•·tl 
iltllltlrll''-'·~ 

e tht' 11111/ill't/,l l!/t'lltJ1/11.l~ ' ·' ,,f,. 1-/1 rJ /•:· ."/1. "l• oll•;,r (II Jrl t'iol ''i "f' 
t•nll'lpn., .. l1111# ,...,.,,111~~' '''!t n lo• It:• - 'II· ' ' ' • 

e Rll I'T'II/Jfll,l't't' dull/luJi.f' /11111/111' I • • ' ' I,. :,t -': . ! 1 :!.- · '"' • • 
• ,,,,~,.,~!:1'11111 tllldl'!l ,,,. : ... ~,,,,,'( '. Jf~•i i'4 / , ...... ' . 1."· .;.;·J·, ·: ·;·· ·· .. 

e till'' U;.!ri ·C ' IIII ' I~·f •hfll/ J,,· .-;;~ 1 ·,: •I • • • 'IIJ-' ' :/; • ·,.. 1:; .... /·eli"tlll 
llldiiSitT,i/llt•l,,lt••,,~ r.•u!,,,,,,.;,,,i ut!d ~~ .:t:, ..... -, ~i ... .-.,,tt •. ,:.·,-,,.-t ,t,. ,, 
.•rhnltdt '" 1/ur •II'''''' •slit/ ,,,,,.. ,,, •. ,_ ,., . ., .•r•· '"''"~''•'·t. ,! '"'~ 
tllt'fltYl It• tlu· rJ ,,.,,, •>I ''''·' ''"'''I>J:.-r• •;. : 
Freedom to negotiate o.t the enterprise levt!l 

This provision gives employer!! the opportunity to nt'gotiate any 
arrangements which meet the needs of the ente1-prise, subject to the 
conditions in Clause 68. Thus al a particular enterprist" the employer. 
employees and their union may rea{·h an ap;reement to introduct• any 
innovative arrangements desi~ne-d to increase t~nterprise lle-'\:ibility. 

The emphasis in this process is clearly upon thP ability to reach 
agreement. The award doe-s not proYide a V(•hkle for Lht" unilateral 
imposition of arrangements by any party. Howt•vcr whcore ajlrt"ement 
has been reached and the other condillons satisfied, employers are. 
under this provision. able to obtain the approYal of the Commission 
and secure those arrangt"ments as a Schedule to the award. 

Conditions must be wtiifred 
The conditions which must be satisfied io 01·der to obtain the approval 
of the Commission are that sueh arrangements: 

• must 1wt erode 11ational standards. 
Examples of "national standards" might include the 58 hour week, 
four weeks annual leave, matemity leave. l'!'dunllancy entillements. 
• must ha·ve the genuine agreement of the majority qf employee.~ 
aJfectetl by the change. 
This means that employers should consult any employees am•rted and 
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put in place fotmaJ processes to test their agreement (such as a formal 

vote supplemented by written consent of individual employees). Care 
should be taken to consider the views of those employees who do not 
support the arrangements to ensure that their opposition does not 
impede the successful implementation of change. 

• must not cause an employee to lose income. 
This requirement does not limit the ability of enterprises to seek 
agreement on the restntcturing of wages and allowances, provided 
that no employee loses income as a result. Arrangements that 
restructure wages and allowances in order to maximise efficiency and 
increase employet' motivation are quite legitimate. 

• must be agreed to by the reltvant union(s). 
Under this requirement the relevant union(s) must be a party to the 
agreement. They must at least bt' informed when the matter is notified 
to the Commission for its approval. In practice however members 
ought to involve the relevant union(s) in the early stages of 
consultation as their subsequent agreement is a precondition to 
approval by the Commission. It is an award provision that the relevant 
union(s) shall not unreasonably oppose any agreement and in the 
event this is the case, MTIA should be notified immediately. 
Consult with employee1 to identffy optiolU 
By way of illustration only, some examples of arrangements which 
might be considered by members in consultation with employees and 
their union(s) include: 
• time off in lieu of overtime 
• ordinary hours outside the band of 6.00am - 6.00pm 
• working for twelve hour periods (either day work or shift work) 
other than between the hours 6.00am - 6.00pm 
• more flexible arrangements to run shifts at times other than those 
specified in the award 
• greater flexibility in the manner and timing of notice for shiftwork, 
hours of work, stand by and call back 
• split shifts 
• "annualised wages" based on an annual hours ceiling. 
This list is not exhaustive and the award provision has no time limit 
for implementation. Members may find that proposals appropriate to 
their enterprise are revealed in consultative discussions with 
employees. Where proposals for enterprise flexibility lie outside that 
which is available under the award, this new award provision will 
offer 8ll avenue by which employer and employees may formalise an 
agreement. 
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I FACILITATE AWARD PROVISIONSi·~-~J.J 

In addition to the general enterprise flexibility clause, the award has 
been varied to allow for greater flexibility In relation to hours of work, 
meal breaks and annual leave. 
In most c.ases the variations allow more flexible arrangements only 
where agreement Is reached between the employer and the majority 
of employees concerned. In seeking the agreement of employees 
members should apply the consultative mechanism and procedures 
required under Clause 6B of the award and discussed in Section 3 of 
this booklet. 
In addition. where the agreement of individual employees or a 
majority of employees is required a procedure for documenting that 
agreement should be implemented. This could take the form of a 
document recording the vote on a particular issue which is signed by 
the shop steward or appropriate employee representative. It could also 
take the form of notices signed by individual emfloyees. Whatever 
mt'lhod is adopted. members should be aware o the need to hold 
properly documented evidence of employees' agreement. 

fll HOURS OF WORK 
Spre(td of ordinary hours 
Ordinary hours of work may now be IUTanged across a wider band and 
worked in longer periods including twelve hour periods. 
The chAnges to the award pt•ovisions on ordinary hours of work are as 
follows: 

f.'/, 11 Sl! I H- /101./I.S OF 11'0111\ 
r. ~'''' "',~;,,,,:, ,,,,,., ,,,. wurl. l'rt M·nbt•tl ltrl'rm •/mil ,,,. , .,.,..,.,/ 
fttlo.'t!tl"'"·· ~··· ..,\·r·t•l ,,.,.,~ .. ;:/lund.:-. ''' t!ir ti~<Mtllt•l' "'flu· r'lllfJ/11,1'1'1' 
IJi·tw• t tt t•.llfhHu 11mt tt.fllljlm l'nu·uit .It hill flu w·lrlt'll fll'rlulttt',l' lw111~• Ill' 
1/'UI'I. •lla/1 ht t/,.JI'tlllr'm·tl by ''f;.'~'' ,,.,, l••·twrf"lt till l'lllpl,,"f'r 11nd llu: 
fllrl/ut'i(t' •tl' ,.,,,,,,,r,•~ m t/11 plfllll ur ,,.,,.,. ,,·nmn tw :cn1inn:c t-nne%rnt'tl. 
11,.,,•· •:/t t! l!trlllt'l l!t•, f ll'llrlo r/mlt' f'l'illf (II 1/tr ltf111'11fl •if lttHI,.. .IY.J:t'd tn 
li•T•t••JicJI; t't, Ill(/, /lrr I ~llllf'/ttttlll t;, ll'ilff'!l lil'rl'titltl' TYllf/o tlfY' pti,Wib/t 
.•/lrtll ht' til'flll•·fl .i"r tl••· J1llf7111•f rtf flu• Jllfbri•IU~<t tu I••· fiUrl 'If lhr· 
IIITii mll :'' !it till'.• ttf tl'rrr/; 

t/, /7t• un/mw' imu•oc 'If ll'tW/. /ll'f':wri hf•t! 1/l'l't'ill lffltl/1 lltl! f.l'l'l.'l 't/ltn 
"" llfll' ll•l,l' ,.,~lrt•lf'll i/tt~l 

i. ''' till.' twt·lt fl;:.t't"rr'' ttf m •tllfmr,t· h•·ur~ u·lll'rr llt f' nrdmor.' 
ll'••rl•l"i' ""'"'·• ,,,., "' 1 .l'fHd n11111 1111 111~1· t.ltn. thr tlrrrtnlfl'mtlll qf IWUI'!f. 
Rltrtll ,, . • cuiJJI'r'l '" a~rrt'llll'nl /Jrlll'f'tll ,, t'm/1/ll.l'r.t· ami tltr ltlt&/t.,.i(l' ''' 
t 'llll ' f•l.l1'• '11 ;, tl1r p/11111 ,,. ll'tlr/, }ft't1mtt r;r w•f'I/Mt!lt1tnt'f'l11td. and 

II rw tll'l'tWJ;I Ill(' III ,,.,,, , .,., fln rmpltl 1"r.l'. thr Ullltm Ill' llllltlfll 
t'tltlrw l'fl,.(l lfllt( lflf' IIUIJfiNt•· "' t'tr/fl/tn'o f'11 Ill t/11 p/ullt ll/' U•••tof.· IC«.IIflll til' 
~, .,.,,.,,,. •~m,., ,.,u.,l. ,,,.,,inc''"!' hmtnc ,,, t·.rrr•~'''''7 ,,.,.,,.,. •m ""·" dtr.r 
llm.•· IH' 1''111'/i•·rf Sil/1}!'1'/ /rl 

I flu· l'tr~pft~ ll~, · w td tltr· 1'111/llmTr~:c t1111N'Ntt'd IH'IIlJll(llitlrtliJ,l tht 
,,.,.llf•rlfllmrll lll'tlllft llllcl ,,~fr'.' pi'<Wt:tmrl.• 'tf th, 11.Tt· t:mlr of 
( ·'''"'"''' tm lrtvlr•t• ,,,,, . . •hl/t~. 
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2 prnper health mtmitnntu:pt~ltYtllll'~ l~o·ttil! ttliiYiflttc .. tl. 
J $Ultab/e ro~·trr rl/1llii~'Citlf lift f.•c ;II~ lllot<fr • li/1o ; 

4 propt!t' 51lpt!rt!J.•wn brm~· prm·t~fl·,/. 

This means that ordinary hours of day work may now be arranged 
anytime within the twelve hour band from 6.00am to 6.00pm. Outside 
this band the ordinary hours usually constitute shift work. which is 
discussed in more detail below. 

Eight hours still standard 
An eight hour day remains the "standard~ and hours in excess of this 
cannot he unilaterally imposed. Obviously, existing arrangements 
featuring longer hours do not have to be confirmed but where new 
arrangements are to bt> implemented employees are to be consulted 
and their agreement sought. A summary of the various options for 
hours of day wot·k and the conditions which apply is shown below: 

Number qf ordinary hour., 

Upto8 

More than 8 and up to 10 

More than 10 and up to 12 

ArTtJngement 

Arranged at the discretion of the 
employer 

Arrangement subject to agreement with 
the majority of employees concerned 

Arrangement subject to agreement with 
the majority of employees and the 
union(s) concerned, and meeting the 
extra conditions relating to Occupational 
Health and Safely and supervision. 

It should be noted that day work in periods of twelvE' ordinary hours 
can only be implementt>d if a number of conditions relating to 
orcupational health and safety and supervision are satisfied, and may 
only be arranged between 6.00am and 6.00pm. 

Where it is intended that work be arranged over a twelve hour period 
outside this band (for example 5.00am to 5.00pm or 7.00am to 7.00pm) 
the award provisions relating to overtime or shift work would become 
applicable. Where other arrangements are more suited to the needs of 
the enterprise, members should consider reaching an enterprise 
flexibility agreement under subclause 6B(d). 

It should also be noted that the award provisions relating to meal 
breaks have been made more flexible. Where members wish to 
implement a working day which is longer than eight hours, It is 
advisable to discuss the flexible scheduling of meal breaks with 
employees at Utallime. 

Shift work 
The new provisions also make it possible to work shifts of twelve 
ordinary hours. The amendments to the award are as follows: 
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Cl.ul. l,'SE t9- SHI!iT WOJUf. 
b. IIOIU"I - cnnllnuoru ~N~rk 1h(fr• 
Th11 lfubrlolm! ~h111/ 11ppl,\' to 'h(ll w•wl..·tn rm ffllllittuou.~ umrk m. 
MITitl b(/uiT ddlm:d. 'l'ht• ordillUI':I' hmtl'lt •If r.h(JIIwrlrrn 11haU ar'lf'ruift 
.U prr wnlt rnrlu.~IIV ql" r'l'tb ttmr rmd ~till not t:l'fTtd I f1 htiW"$ 1, ZIJ 
rmnrrutll't' drl,\'11. J'r'flridt'll tlml, u•hf'IY' J.hr tnrpl~'t'r and tht' majority 
•tf tmplv.n'f'.c e'f•nt"l'rrttHIII/-."1'f't'. " ,., .... ,,.,. S,\"Jtt·m ma,l' rJptralt' tJn tht' ball$ 
tlmt lilt' ll'tf'ki,'t tll'r.fYI/« r~f Jll mvlilla,· hours '" tiC'IIltl'ed or·tr a ptrrod 
ll'hlrh t'Xt'tf!thl .lll NHMt'l'lttll't' dtl,'"A, ,t;tlbll'f'l Ia lhf'jtJI/QU'IR!f etmd/tfomo, 
1ur-h ·'''tn tl'm'it·,.,.,. :chttlt ,.,rlr 111 IIUI'h 111111'11 u~ tht' rmpi•J.~r may requlw 

I 11htll .thttll r.omtllff ''' "''' 111t1rt' lltal1 tm hom'!; mt-lu!Cir~ •tf f'rih tmrr 
/ 1mritlnl that 

I. m 1111.1· llrt'alllf(!mrnl tJ/ ••rd111ary u•arl..-lnlf hour~o u•hr.I? tht 
Qrtitllnl';'' hm11~ tll"'' Ill t·.rt"t'l d rtp.lrl ••II 1111,\' ,,lllfl thr IIN'rllllltiRtnl qj 
IIIIUH>' ~l.ttll bt· :miJ/rt•l ,,, tll£1'rrmt'lll /1rltucu1 tlu· f'l11pl•J,W'I and thf' 
nlllllll·tf) '!f mrpl11yr,.~ 111 !!u• plunl , . u-•11'1.· Jtrl"lwll "r .C('r.tUJn~ Mntv'.rnt'tl; 
tlftd 

IL I•." ''ll'''t·llfl'/11 l•r·tu·r'tlt "" rlltpl,._l'tr. l11r 11n11m nr unum• 
,.,,,,,t'rtlf'tt 11ntl th•· mll/111i(l' tif '"''""·'n·~ 111 thr /1/tml. ,.,,ric :tt't'lfrAr fH' 
·••·flir~t~.\ ,.,.,,.,.,.,,t"d. m'tlifttrt:t· h"lll" "''' r.ln'l'tilfiK lrrc,.,. n11 an..'· tin,y 
mu.•· ,,,. , .,,r/,,.tl.ctti•Jf('ll,.. 

I ,,,,. •·mpiii.Wt' llhd 11,,. ,.,,,,,,,l.n~ :o "'tnn'ltll'tl IJt'lfll: ,_'?ltdrYI h,t· ''" 
'""~'IIP"''m,,t '''''lith fmd xr&f,.:,,. pm•·uimt!i ,,, th•· u:n Cnd, ,,, 
r •mtiuf'l "" lrt·tlt'l' h"'u ~h(RI'; 

.! fi'Yipt'l'/lr.ttlfll Ulld trltllllltJI'ul,t! pl'tJll'durn: /U'UI# UI,.,Hill~d: 

J ~Uflrtlllr rr~Jttl'r un'fm~tr•mrnts btitr.e llllfdr; aiUI 
-1 /ln'Pf't' .~,,,,.,.,.;,,,,, llt'lllflJJf'fll'idt'fl 

Ill. I-:.H1JII ttl 1111 lf'~tllur 'IUIIIJ!"•rrr ''' .•lt!/1.~ m1 t'lllfJI•JJ'f'l' ~hulltwt 
br l't't/llin•d '" ~~'"'* lllt111' tlum ,,,,. 11/trn ;, NU'h 1-1 lmurR 

lr. 'f'lt•t•nt~· tmmtl~ .chttll bl' ttllmutl '" ~htn lt'flrl.-rl'lt rat'h ~lltll ((II' 
,.,.,h. u·lur.h ~oha/1111' r'Otmtr.d a11 tim,. ll''"'"'td. 
l'~ llnu,..- nthno thnn t'Ontirr•ous shift U'Orlt 
Th1.• .•uhl'lat~Af' llhnlltJPfJ('·t•Jifh(lt lflfll*'~ nt•lllpoll mntmrwWI umr/1. tU 
iu'l't'lll/H;ftJIY' dl'fltU'd ,"illbJt'N ta rlnlllt' 18.1 · lmplrmmlallllll q.f 111 hour 
11•nk. n11ti rl11u~r liB • Ptv'ltWirtr'l'lt ,ftu· rn-pltlfll tli,.-uutmr4. th~ ~Jrdlrtury 
houl'lt •tf 11'111'1.' lhlliiiH 'tn ttrt'rtl/lf' ttl J lt fH r Wti'A ltJ hr rr.orl.·ed rm nnt 
qf tlu•,lbllmrtnll btt,-~. 

1. IIi ltulll':t rt'llhm , ptriflt.l nnt t'.r.t'tt'flffll! lft"t-rn ron.•et'IIIIVt' dtQ'I, 

U. 1fl hm11 ~ u•lthm " pt'rtnd nat r..rrndlnif ftlllrtttn ronsr.t'ulll't' 
dt~' ''" 

Ui 114 huul'lt u·rthln u prrrtKI nat t'.t't't'l'dllllf11 rrJII8CClllll't' dn,l"ll, or 

11•. I S1 ht~un lf'llhrn '' prnnd ""' Ut'tt'dlrrlfJI tYmncuur~ d~l'l. 
v. Thr tlt'tltntln' hmtn llhtlll IH ll' twlrrd rontmuously r~pl .for 

mr.al hl't'nb 111 thl' r'b&m~tion •if tM rmplt•,rrr ·111 t.mpla,l"~ shall not bt 
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reqwred to work for more than /'i'L'f! hours wtthout a breali.jor a meal 
E:rcept at regular changeovrr qf ~hifts an employet> shall not be re.quzred 
to work more than one .~hift m each Z4 hours 

t•l. Prot•ided that 
I. the ordtnary houn. of work prescribed herrm shall not tJXCtJed 
ten hours on any day; 

2 m an.Y arrangement o.f ordmar;r workmg lloun where the 
ordmary· u:orking hour~ are to e:rceed e~ght on any ~<hl./t tlie 
arrangemeTII uj hours .~hall be fUb}ect to agreement betwern the 
emplo.:rer and the ma}orit;)- qf Pmployre~ m the plant or u·ork .~ect10n 
or .~Pctrom concerned, and 
J. bJ agrer.nunt between an employrr, thr umon or union.$ 
roru:emed and thr mwonty of emplo;.-ee.' m the plant, u•ork sectwn 
or secllollS roncemP4. ordinary hours nnt t rceeding trm~lt•t? on any 
day may be u·orked ,,ubjt.et to 
1 the emplo,ver and thr employee.~ roncer-ned b(-mg f(UU/i'd by the 
ocrrtplltional ht!alth and ~a.ft'ty provwons of the -ICTC Codr of 
Conduct on twel1'f hour t/uJb, 

B proper health ami monitonng procedure:s heme mtrodu(:(!d. 

C .~wtable rosier arrangtmunts bemg nuuie, 
11 proJXr supervrston bemg prot•uled. 

The implementation of twelve hour shifts requires special care. 
Employers must ensure that due regard is paid to the supervisory and 
occupational health and safety aspects of extended working hours. 
A copy of the ACTU code of conduct on twelve hour shifts is included 
as Appendix J for the information of members. 
Sick leave and annual leave 
Entitlt>ments for the accrual and taking of sick leave and annual leave 
are detailed in the relevant clauses of the Metal Industry Award. 
Members should consult the award closely regarding the entitlements 
of employt>es whose ordinary hours of work exceed eight on any day. 

Sick leave is accrued and taken by such employees on an hourly basis. 
Accrual is at the rate of 40 hours in the first year of service and 64 
hours in second and subsequent years. Where an employee usually 
works more than eight ordinary hours in a day, an application for sick 
leave will involve a debit to his or her accrued sick leave equal to the 
number of ordinary hours usually worked on that day. 

Annual leave is also accrued and taken by such employees on an 
hourly basis. Accrual is at the rate of2.923 hours for each 58 ordinary 
working hours worked. While the total 152 hours of annual leave 
accrued after twelve months' service is also applied on an hourly basis, 
employees should still observe that leave as the equivalent of twenty 
eight days leavl' (in<'iuding non-working days). 

Members should consult the award for further details of employees' 
leave entitlements. 
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&amplu of the arrangement of ordinar:r hours 
Employers must arrange how·s of work to average out at thirty eight 
hours per week over one, two, three or four weeks (see Clauses 18, 
18A and 19 of the Metal Industry Award). Somt' examples of how hours 
of work might be arranged to meet this requiremt'nt are shown below. 
&ample 1 Day work 
(assuming agreement on meal break qfter up to st:r hours work) .from 
Monday to Friday 

5 x 12 hour day less one unpaid half hour meal break 
ie 5 x 11.5 working hours per day 

34.5 hours worked over a three day week Monday to Friday. 
To average 76 hours within a work cycle of 14 c~tlendar days -
1 sl week - 5 days (3 x 1 I .5) = 34.5 ordinary hours 
2nd week- 4 days (3 x 11.5) + (1 x 7.0) = 41.5 ordinary hours 
&ample 2 Day work or non-continuous shift work 
(assuming meal break required qfter ./it>e hours work) 

5 x 12 hour day less two unpaid half hom· meal breaks 
le 3 x 11 working hours per day 

33 hours worked over a three day week 
To average 76 hours within a work cycle of 14 calendar days 
1 $t week - 3 days (3 x 11) = 33 ordinary hours 
2nd wuk- 4 days (3 x 1 J) + (1 x 10) = 43 ordinary hours 

&ample J Day work or non-continuous shift work 
(auuming agreement on meal breaks taken in addition to t2 hours 
actoolly worked) 

3 x 12.5 hour day less one half hour unpaid meal break 
or 5 x 15.0 hour day less two half hour unpaid meal breaks 
ie 5 x 12 working hours pl'r day 

36 hours per week worked over a three day period 
To average 152 hours within a work cycle of 28 calendar days -
1st week- 3 days (5 x 12) = 36 ordinary hours 
2nd week - 3 days (3 x 12) = 36 ordinary hours 
Jrd week- 3 days (5 x 12) = 36 ordinary hours 
41h w~lf.- 4 days (5 x 12) + (1 x 8) = 44 ordinary hours 

Example 4 Continuous shift work 
(with a 20 minute paid crib break) 

3 x 12 hour day with crib break counted as time worked 
ie 3 x 12 working hours per day 
= 56 hours per week worked over a three day period 
To average 152 hours within a work cycle of 28 calendar days -
t st week - 5 days (~ x 12) = 36 ordmary hours 
2nd week - 3 days (3 x 12) = 36 ordinary hours 
Jrd week- 3 days (3 x 12) = 36 ordinary hours 
4th week - 4 days (5 x 12) ~ (1 x 8) = 44 ordinary hours 
Some enterprises may wish to make up the weekly ordinary hours by 
working an additional day partly on overtime. Taking Example 1, 
hours could be arranged as follows. 
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Example .J Day work on a four day week 
(asSilming agreement on meal break after up to six hours work) 
Monday to Friday. 

ie 
5 x 12 hour day less one unpaid half hour meal break 
5 x 11.5 working hours per day 
~4.5 hours per week 

To work the full 58 ordinary hours each week, work -
5 days x 11.5 ordinary hours 
1 day x 3.5 ordinary hours plus 7.0 hours overtime 

To average 76 ordinary hours within a work cycle of 14 calendar days, 
work-
1st week - 5 days 
2nd week -4 days 

5 x 11.5 ordinary hours 
3 x 11.5 ordinary hours 

plus 1 x (7.0 ordinary and 4.5 overtime) 

These examples are intended to be by way of illustration only. Members 
will need to consider the operational needs of their enterprise in light 
of the other considerations specified in the award. 

IE MEAL BREAKS 
The award has been varied to provide for greater flexibility in the 
scheduling of meal breaks to maintain an efficient flow of production. 
The award provisions are as follows: 

CLAUSE 20- ME.4/,BIIE..·IAS 
a. ..tn 'mplo,l-r,. ~hall nt)t br rtt!lllrr>d 111 u·url.-,lt~r ,.,,,.,. 1/um ,Jir"f' ,,,,..,., 
u•ithtml n bm1k,fnt' tl mml. l,,.,,..itircl 111111: 

I. in tYII<I'I< whN~' t'flltlt 'l'tl Ill' tsl/tN' fmililil'.c llfY" hmllt•l/ /fl lllf: r.:·lrrtl 
that tnf'ttl brt'OA-.~ nmllt IN 11/ll~'t'trd mit!"·' '' tn·ull il i.~ tmlf•n,•fiftlblt• 
jrJr all 'mp/t1,1'f't'll 111 ltlft,. (I mral lm·u!.- u·ithm .fin Jmu,... tm 1 mplt~W'I' 
shall not b' rt'quirrtllt) ll"or/, /Ill' ,,,,. ;lttm ;.~l lurrll'!' lf·itlllluf (I lll'ttllt' 
for a mr.al: t1nd 

11. by ttl{rumf'lll beltt·utt 1111 nllpllr,l'n tllld lht mu/t~rit,l" t~J' 
~mplt~)'t'.n in tfu> plant. u•r•rli· t~ofl·litm ,.,. •N1iiii1Ji ,.,m~·r.,,l, tm t'mplo,,.,..!' 
11r rmpi~Tn 11un· M JTqtlil'nl 111 ,.m·f.· 111 r.rN"/1-~ t!f.llr'f' lmun hul 11111 
mt~rt than •/.1. hnu~ ttl tJrdirmn.· 1'011'.~ •tt 1"1.'' u·11hm11 tl metrl brml;. 
b. Thr 11111t" ttl tnlmt;r a .•rltt•tiu/,-d mmlltrm/; m· w.d /Jn•ct£· 1~,. tlllt ' ,,. 
,,,.., t•mplt~l'l''lf mt~;~•IN.· tlllt"l'f."ll /J,1· rm 1 mplt1,1'r1' {f il i:t ttrn:~.cttr,l" ,,, "''' 0111 
m mvlcr 111 m'.t't tt rtqm,.,.m,•ntftll' t'f~t~l!nlllty •II ttfit'IYlfi llm•. 

e. :In rmplt~,,.,.,. ,,,,. :tlllprt'l' ll•f" tim1· 'lf tn!.'mp '' metll arul rt~t brmlr 
, , m,.,t nprrntmnaltTqul,..•nwllt.~ 
d. .~uhjct:l In tit~ pmrilmm '!l .~lll,rltmttr (11) ht•t'f'ttl; till «'tnplu.rl!t' 
t'mplt~;l"t"d tltt 11 rtf(lllat• mt~illll'ntatt''' m11n .~hull umrlo· tlurrng mr.td 
brtulr;x 111 tmlt1Uir,r mit'S 1(! 1''1.'' lf'llfllc' l't'r lll:'lrlll'lnl In tltJ .~,, ,ft•r tM 
purpot.' t~/ maklnflgtwJ brru/;d''"'" t~f pltml tJr 11p1111 ,.tiUllllt' 
maintc-nanC't! qfpkmt ll'hlrlr tvm unf.•·l,,. tlnnl' whilt' ·'"M pltmt i.~ idlt 
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r t:.rrt'pl1111 pf.r,.ldnt ,. ~tu/lrlall.~t 11 (a) tmd (b) hNWfl, and ez«pl 
ll'hrrr any nl«mnt~r'f! amtnttmlrllt iJC mt,rtllrlllll cu a mull qf inplant 
dll'NiuitmJC m. prrw1df'fi m r.·t.m.~t· lll8. timr crnd a lullf mtn &hall be 
pmd fllr ttllu:urk tlun~ dllritltJ mml lmm~ ttnd therto,ik'r until n m'al 
bmtA• i.ollultl'll. 
Previously day workers could not be directed to work at ordinary rates 
for more than five hours without a meal break, unless canteen 
facilities were limited in which case the maximum was six hours. 
Now it is possible for an employer and the majority of employees in a 
plant or section to agree to an arrangement whereby employees can be 
directed to work for six hours before a break for a meal. Such an 
agreement might form the basis of regular scheduling or it might be 
used as a 'safety net• when unforeseen changes to production 
demand a change to meal times. Members should discuss the benefits 
of this type of flexibility with employees. 

Staggering and rescheduling of meal breaks 
In addition, employers may stagger meal and rest breaks to meet 
operational requirements and may alter the scheduled time of a meal 
or rest break to ensure continuity of production. 
These provisions give members greater scope to schedule meal and 
rest breaks in an efficient cycle, and to alter breaks In response to 
unforeseen changes to production. For example, where a breakdown 
in equipment occurs there is now greater flexibility to alter meal 
breaks to be taken during idle time or to stagger them to maintain 
continuity of production, subject to a ceiling of five hours work (or if 
agreed, six hours work) before a break. 
Meal breaks while on 11hifr 
It should be noted that meal breaks for employees engaged on shift 
work are governed by Clause 19- Shift Work. That clause provides for 
meal breaks as follows: 

• continuous shift work, a twenty minute paid crib break 

• non-continuous shift, an unpaid meal break after not more than five 
hours. 

These provisions specify the type and timing of meal breaks while on 
shift work. Employers have the same flexibility to stagger and 
reschedule meal breaks within these time constraints as is available in 
relation to day work . 

• ANNUAL LEAVE 
The award has been varied to allow for greater flexibility in the 
arrangement of annual leave by agreement between an employer and 
individual employees. The amended provisions include: 

CLA VSE 2J - .4:\WV:tl. ! .. E. 11 "E 
d. Bm~n IMI't" 

. lltnUtiiiMl'f! tl/la/1 be lflrYII and 111/(('11 Ul ()Rf' tJI' IU'O mnllniiOUI pmodl 
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({the annunllem•e Is gir:cn in tu·o rontinum.u ptriCids, then one qftholt' 
pf.nud-' mu.~t bf• qf at leo.Jf Z I ronseruti~ dm"K, ml'luding n(Jil-WorkinB 
da,l"S Prot•rdfd that, (! the emp/oyt'r and an employu so a(P'ee, ht.• 
annual lrat·e mtilltment mc1y be i(tt'f.n and tahen in tu·o ~cparate 
penod11, ntllhtr rif u•lurh i11 at Ita# 11 Nmstnlth"t' ~. int:ludinfl ntm­
u:orlung days. or ill tlll"t'e .•t'parott' perwt/.8. 
Prot:Jdtd furtht<r that an emp/(•.rte ma.~·, ll)tth the comtmt al hJS 
tmplo;rf'l. tuJ.·r .olwrt trnn annualltm'f'. nrJt t'.TCYt'dm~fuur do.n in any 
c·altndar ,war, ut 11 tunr or tlml's ~l'parfltr ,/rom an~· of tht prrtod.'f 
df.ll'rmmtd in utt.~ll'dtliU'f! rmth thi~ ~tlbr.lmue 
h. 7ime qf taltmg lear~ 
ttnnual ltfll"t' -Jha/1 be• /(tl't'll at a timr Ji.rrd b.v the tmplo,Ytt wttlun a 
penod not r:r-r~rdrtlfl 11Lr munth~o ./rom the dctte urhro~r tlu> rlshttu tmnual 
lent't' nccnud and qfttT tmt lr1.• 1/um.fnur rutks noti" trJ the empW,'ft 
l'rrJl'tdc·d that h.' flJ.'h'l'menl /ltt.u.·ern all t'tnplrl,)'fr and an emplot't't', 
allnualll'ai'C may hr tflkrn fit an,l' tmu• U:lthrn a pfrwd tif tu:eil't' 
mmlllt~.from the dall' at wlm-ltLI f,/111 dur m1d u•tth lc.<~.( than.lbut u•rt'b 
nrltll't! to thr rmplo,lY'.t'. 

Where employers exercise their discretion to direct an employee to 
take annual leave at a lime fixed by the employer, the previous award 
conditions still apply. That is: 
• the leave must be given and taken within six months offalllng due 
• at least four weeks notice must be given to the employee 
• the leave must be taken in either 

• one continuous period or 
• two periods (one of which is at least 21 days). 

Subject to agreement between an employer and the individual 
employee concerned, however, the award now provides that: 
• leave may be given and taken within twelve months offalling due 
• less than four weeks notice may be given to the employee 
• the leave may be taken in 

• one continuous period 
• two separate periods of any length 
• three separate periods of any length, or 
• any of the above plus up to four days of short term annual leave. 

This means that where employers and employees agree, annual leave 
may be taken in up to seven separate periods, including up to four 
single days. 
This gives employers far greater flexibility to arrange annual leave to 
meet the operational needs of the business, to combine with other 
events such as religious and public holidays and to meet employee 
requests for short term personal leave. These provisions may be of use 
to employers in addressing the issue of employee absenteeism. 
Annual close dou•n 
The award provisions relating to annual clast' down have also been 
changed to provide greater flexibility. Clause 25 has been varied to 
include the following: 
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CLAUSE 2J ~ANNUAl~ LEAJlE 
m .. Annual close down 

v. 4n employrr m.aJ· close down hn plant for one or two separau 
penodsjor the purpose qf granting annual/eat'~! zn accordaru:e u•Uh tJus 
subclawre. (ftht' employer closes down Jus plant 111 two separate penod! 
one qf those penotb shaU In for a penod qf at "rut 21 consecutitse da.rs, 
tnt:ludmlf non· working days 
PrrJ1'1ded that where tht majorltJ qf tmaploree.~ cmwerm~d agret, an 
emploJ·er ma;t· c/o$e down the plant, work stctlon or srcflom an oM, two 
or tlzrtr separaU penotb for the purpose rif grarrttng annual kar:t m 
accordance with thLt subclall&e Prot•ltkd fu,·ther that f/ an emplo:rer 
clfJ-~e' dnwn Jus plant on more than one occa&wn, one of thOle prnod~ 
shall bejor a ptrwd fl,/'at lrA&t.fourteen ronserulit•e da;~-s tncludin& non­
workillif day~. In s!K'h ro~e~. the emplfl.)-rr ,,hall ad1•ise the employees 
00~1ed of tM propo.~ed date11 qf r.a~/1 r/()Jjf do!l'n bqort. ask&Rlf them 
.for the,,. Of(T'tement. 
n. Part cle»e doum and part ro•terrd leal't' 

i. An empla,·er may dose dou:n IlL' pltmt, or a semon or &rcttom 
thn-eqf. for a period qf at least 21 con.,eC'rttn·e dap. includmg non­
wol'kinfl, da,u and grant tht bulnnce. r~l thr cmnuallt'al.'~ due to an 
employe~ Lll onl' rontinu.ou.' perwd m aet.'flrdancr 1dth a roster 

Pmndrd that b,l agreeme'lt wtth. the mmorily qJ employt-e.~ tvmrnnf.'d, 
an t>mpl()ytr may clo.~e dou·n 1w plant .for a Df.t'lcxl ell ot lea.st .fo~n 
roll.~eculii:t' day, znrludlf18 no"'workul/! dtJ.)"iC and grant tltt' bal111u:t qf 
tilt' aflnuallt>atv dut. to an. employY tn· mUJual arrongrment 

The options for an employer wishing to close down a flant for the 
purposes of granting employees all or part of their annua leave are as 
follows; 

• one continuous close down; 
• two separate dose downs (one of which is at least 21 days) 
• a close down of at least 21 days, with the balance granted as 
rostered leave In one continuous period. 
In addition, where the majority of employees agree an employer may 
close down the plant as follows; 
• two or three separate dose downs (one of which is at least 14 days) 
provided that employees are advised or the proposed dates before 
being asked for their agreement; 
• one close down of at least 14 days with the balance or annual leave 
to be taken by mutual arrangement with the individual employee. 
These provisions give further flexibility to employers to arrange 
annual leave in a manner which meets the needs of both the 
enterprise and employees. 



APPLICATION TO EMPLOYEES 
COVERED BY OTHER AWARDS 

- - - - --

The provisions of the Metal Industry Award are only binding upon 
those employees who perform work covered by that Award. Employers 
are, therefore, legally bound only to implement the award changes as 
they relate to those employees. Where employees in an enterprise are 
covered by different awards care should be taken to observe the terms 
of each award. However, many members maywish to apply the 
provisions of this Award more widely across the workplace, 
particularly those provisions relating to consultation and training. 

The extent to which the initiatives contained ln this booklet are 
applied to other award employees will, of course, depend on the needs 
of the enterprise. ln deciding whether to adopt these changes more 
widely across the enlt>rprise, members could consider the following. 

Where 1Jifetal Industry Award emplo;ree. are in the minorlt:r 
Where employees covered by this Award are in the minority, it may be 
appropriate to confine the implementation of its provisions to the 
relevant section or sections of the plant. This could be done by 
establishing a consultative process specifically to address those issues 
nominated bv the Commission - the new classification structure, 
training and the facilitative award provisions. In this way consultation 
would focus upon those issues without having to deal also with matte1·s 
of concern to employees covered by other awards. 

However where employers wish to use the changes under this Award 
as a stimulus to the entire organisation, it may be appropriate to 
address the issues of consultation and training more broadly. This 
could be done by establishing or rejuvenating a consultative 
mechanism that covers all employees. In such cases it may be 
necessary to address some of the issues speclflc to the Metal Industry 
Award (such as the classiOcation structure) through a subcommittee 
or a separate working g1·oup. 

Where other employee• compri8e a •~n(ficant minority 
Where companies have some employees covered by other awards it 
may be appropriate to include those employees in the consultative 
arrangements and tt·alning program, and to consider how they might 
participate in any other changes that are implemented in order to 
increase flt>xibility. Employers should ensure that those employees are 
included when tlte consultative mechanism and procedures are 
agreed and the training program is developed. If a consultative 
committee is established then those employees should be represented 
in the structure of that committee. 
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The Metal lndushj' Awtml alrt'ady contains an avoidance of disputes 
procedure at Clause 6(j), designed to promote the resolution of 
disputes through rnnsullalion and cooperation. 
Any disputes that might arise reftat'ding consultnlion over training or 
the development of a training program at·e to be dealt with In 
accordance with that procedure. It should also be used to assist in the 
resolution of disputes which might arise rcgardinp: thr implementation 
of any other award pt·ovisions. 
It is very important that employers insist on lhP observam~e of the 
disputes avoidanee procedun· and IJ1at it is applied conslstenll~. 
6(i) ! r.,;,Jrmt :- t!.S httli~<!J'if!f fJivtmlt'• 
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I . .St1niblt time limits shall bt aUowctl jt)r thr romplrtion of IM 
t:arioul ~la!fe.~ of tile Ji.Cf'US.titm.o,. 4t il'ast llet:tn ~~ Yhould be allowed 
.fm a/l.,ltlg~ qftlu dlAC'U.-..t~tml< to be./lllall.•ed, 

J f:mplum.• .•lwll br. plartd nn a nrlf(JtUJttd .!t.Ulemrnt Howetw, f! 
thr ntpJtlutwn prrll'r.'·' u rrhawted u:rtlwut tM di!pW bt.Jl•g l'e$0/ved, 
tht. parht'!. shaU jotnU,l· or indn•iduully refer tht mntter to tlu Awtrolum 
Cnnciliahnn and ArbttrrU1nn Comnu.uum.for asrilttance it& rncllvi~ the 
dt.\pllll:; 

6 In ordt:r to al/ou· .ft~r tlu' pttU'(.Iul rt'llolutwll qf lf"let:afK'ts thl' 
partir.~ !illall bt' rtJimmtttd w at'oul sluppu.ges a/ work, uKkouts or an.v 
otlln bart.• t~r lmutatirms m1 the prrjormant•t of u:oi"A whalr: tht 
pmcrdut"t':. r1fnr~l•tlutum a11d c'tJtlf1fitlllon arr br.l~/rJI/ou·ed. 

1 nit: rmploytr , hull rllsure that all proctlCI!r. applied dunn~( lht 
tJperatmn ~f lht pmrr.dun arr: m ucrtll'danl't u•ith r.q(t- U'()rking 
pml'lttY' m1d NIRitiAlt'nt ll'lth tllobluht-d ruslfJm and pmt'ti~ at thr 
u·rJr/..plar.r Tl11s w•nitllmcv qf rndu#r"'ol diJplltr..• provr~inn u·1ll nM 
•<fftrt tlt t' tlllfmtmll r(l tlir~ di.•putn rrttlt-nrrnt prnrtdm-e ,f;,r urcJmr 
di.•lllf,(Jifll..'f prr~<r.rlbrd ill (.'lmm• 6(t/Jft•ltl) or tlu' pror.t'dlll'e ·''' IIUI m 
Clnll~t! 1 i>U•:J o.f tiJr llll'lll'd 

Members who find themselves involved in a dispute regarding any 
aspect of award restructuring are encouraged to contact MTIA at the 
appropriate stage in this procedure. 
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APPENDIX 1 . . :I 
--- - --

GUIDELINES FOR THE 
ESTABLISHMENT AND 
OPERAOON OF CONSULTAnVE 
COMMITTEES 
The Metal Industry Award requires the 
parties at the enterprise or plant level to 
set up consultative mechanisms and 
procedures. One mechanism that Is avail­
able Is a formal consultative committee 
made up of representatives of manage­
ment and employees. 

Such a committee Is not a decision 
making body and does not replace the 
function and responsibility of manage­
ment for running the business. Manage­
ment retains that authority, but under this 
award provision employees hove the right 
to have their views heard and token Into 
account before decisions ore mode by 
management. 

Portlclpalfve practices con lead to better 
decision making. As one of the consulta­
tive mechanisms available to the parties. 
consultative committees are Intended to 
provide a means to more effective 
communication and consutotion with a• 
employees within the workplace. 
Where employers wish to set up a con­
sultative committee as the mechanism for 
consultation, or to rejuvenate an existing 
arrangement. the following guidelines may 
assist In the process. 

DEFINING EFFECTIVE CONSULTATION 
Consultation occurs where parties with 
common Interests but potentially different 
objectives exchange Information and 
view-points. A consultative committee can 
help achieve this by providing a mech­
anism tor the exchange of views. 

In order for consultation to be effective. 
employees and management must both 
be genuine participants In the process. 
Management should make a positive 
commitment to act In good faith In re­
sponse to the recommendations of the 

consultative committee, and employees 
should be prepared to put aside previous 
expectations and limits to participation. 

Consultation is effective If It 

• ensures that the views of employees are 
known and token Into occOU'lt 

• provides management with an In­
formed basis upon which to make 
decisions. 

In order to achieve this, employee repre­
sentatives should be actively involved In 
the committee. hove access to relevant 
Information and If necessary. undergo 
training In committee processes. They 
should also be able to consult with 
worl<mates about their views. 

BEFORE ESTABUSHING A 
C~UADVECO~E 

The successful establishment and opera­
tion of a consultative committee is a task 
mode easier by forethought and ongoing 
attention to detail. Some problems which 
commonly arise in relation to such 
committees Include: 

• misunderstanding as to the role and 
scope of the committee, particularly its 
power to Influence management deci­
sions and the range of Issues to be 
considered 

• management anxiety about the role of 
the committee 

• random growth of the matters 
discussed by the committee 

• frustration or Intimidation of committee 
members due to poor meeting procedure. 

Management should therefore give 
careful consideration to how It would like 
to see a consultative committee operate 
prior to commencing negotiations on Its 
establishment Wllh employees and unions. 
In particular. management must hove 
decided the extent ot Its commitment In 
terms of resources and management 
backup, 

MTIA wl5hes to oclcnowledge that J.G. Alen's Joint Consultation CNSW Department of lndustriol Relat1ons 
ond Employment. 1 Oxford Sf. DolllnghUrSt) was used os o reference source In the formulation of 1tlese 
guldetlnes. 
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A checkNst for management to consider 
would include: 
• what the role and responsibilities of the 
committee will be 
• the scope of the committee Including 
any areas explicitly excluded (eg 
indMdual grievances, personality conflicts. 
performance dfflcultles. Industrial relations 
Issues. wages. OH&s) 
• prlorltles 
• membership of the committee 
• length of office of representatives 
• administrative support for the com­
mittee and responsibility for calling 
meetings 
• reporting responsibilities and pro­
cedures 

• training support 
• procedure for feedback to the com­
mittee. 

Management should also decide how the 
consultative committee will fit Into the 
company's overall communication system 
(eg Individual and workgroup commun­
ication with supervisors). Input from super­
visors and middle managers should be 
sought at an early stage to ensure that the 
committee complements rather than 
undermines their role In policy making and 
communication. This Is important if the 
committee Is to be seen as one part of a 
comprehensiVe approach to consultation 
and communication throughout the 
workplace. 
Management should also assess the 
environment In which the changes will be 
Introduced: the level of trust within the 
organisation. the ease with which employ­
ees and managers cope with change. 
and any external factors which might 
hove an Impact (eg economic conditions. 
the Introduction of new technology. 
relocation). These factors should be taken 
Into account In deciding the role and 
scope of the committee. 
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II ESTABliSHING THE CONSULTATIVE 
COMMITTEE 

As the operation of the consultative 
committee Is to be a joint exercise so too 
should be Its setting up. 
Holling thought first about the main factors 
Involved In setting up the committee. 
management should consult with the 
workforce at large about the benefits of 
joint consultation. Some employees may 
be Initially apathetic or dlstrusHul of 
consultative processes. Management will 
need to make o genuine commitment to 
consult with and toke Into account the 
views of employees before making 
decisions affecting them. 

Where the workforce Is unlonlsed the 
appropriate channel for discussing how 
the consultative committee might be 
established Is through the shop stewards 
and/or union officials. In a non-unlonlsed 
plant or enterprise it may be appropriate 
to ask employees to choose repre­
sentatives from amongst their own ranks to 
represent them In any discussions with 
management. These representatives must 
be giVen every opportunity to consult with 
those they are representing. 
Hoving reached agreement In principle on 
the need to establish a consultative com­
mittee and each side having committed 
themselves to making It work. the next step 
would be discuss the structure of the 
committee and how it should operate. 
Under the Metal Industry Award con­
sultattve mechanisms ere to be on-going 
arrangements for the purpose of 
considering measures •to Increase the 
efficiency. productivity and International 
competitiveness of the metal and 
engineering Industry and to enhance the 
career opportunities and job security of 
employees In the industry•. 

Accordingly, It Is desirable that a good 
deal of thought and discussion be given to 
how a consultative committee Is to be 
structured and how It Is to operate. 
It may be appropriate. therefore. to draft 
a constitution. This does not necessarily 
hove to be drafted by o lawyer. Instead a 
coi'TVT'littee might be formed to draft the 



constitution of the Consultative Commit­
tee. Whether or not It Is decided to hove a 
written constitution, the following matters 
need to be considered In establishing and 
operating a consultottve committee: 

• aims and objectives 

• scope 
• membership 

• meetings 
• agenda. minutes and administration 

• training for committee members. 

Each of these are dealt with In tum below. 

3.1 AIMS AND OBJECTIVES 
A statement of the committee's alm5 and 
ob)ecttves Is needed to Identify Its charter, 
a requirement under the award. A 
statement that reflects the objectives 
Identified In Clouse 6B(a) of the Metal 
Industry Award might be appropriate, for 
example: 
"Members of this consultatl\le committee 
are committed to cooperating positively 
to Increase the efficiency, productivity 
and lntematlonal competitiveness of XYZ 
Enterprise and to enhance the career 
opportunities and job security of Its 
employees.· 

3.2 SCOPE OF THE COMMITTEE 
The matters to be considered by the Com­
mittee ore to be determined by negotia­
tion at the enterprise. The scope of 
discussion wUI depend on the size. struct~.M"e 
and needs of that enterptlse. 

Consultation Is most effective when It Is 
focused on particular issues. Even where 
the goal Is to generally improve the level 
of communication and consultation within 
an enterprise, committees are best 
oriented around specific tasks. 
The Metal Industry Award requires that the 
following three areas must be considered: 

• Implementation of the new c lassifica­
tion structure 
• the award's facilitatiVe provisions 
• training (If a separate t raining com­
mittee has not been established). 

Other matters which might be brought 
within the scope of o consultative com­
mittee Include: 
• safety, health and welfare 

• technological change 
• communication and Information sharing 

• work organisation 
• labour tumover and absenteeism 

• profit and soles performances 

• production and investment programs 

• export performance 

• research and development 

• product diversification 
• appointments. promotions. transfers 

• Industrial relations issues (excluding 
wages) 
• quality of products and serv!ces. 

This list Is not exhaustive. It Is meant only to 
give on Idea of some of the matters which 
might be considered by a consultative 
committee. 

3.3 MEMBERSHIP OF THE COMMITTEE 
It Is generally desirable that a consultative 
commiHee comprise equal numbers of 
management and employee representa­
tives. However since such committees do 
not operate on a ·voting· basis but on 
consensual discussion, equal numbers may 
not be considered necessary. 
In the f inal analysis , management will 
decide whether any recommendation or 
proposal by the committee Is to be 
Implemented. It Is. therefore appropriate 
that at least one of the management 
representatives should have decision 
making power. 
The employee members of the committee 
should be properly representattve of the 
workforce In the plant or enterprise. No 
one union Is entitled to dominate employ­
ee representation If there are other unions 
with members In the plant. Shop stewOfds 
hoVe no automatic right to membership of 
the committee. Non-union members 
should not be excluded from being 
represented on the committee. 
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SIZE 
Management should decide the size of 
the committee In line with a reasonable 
assessment of the needs and operational 
structure of the enterprise. Most 
committees range In size from four 
~ (In a smoler enterprise) to twelve 
(in a very large enterprise). Anything larger 
than this Is usually unwieldy and 
unproductive. 

Sl'RUCTURE 
Whatever committee structure Is preferred, 
management should seek to gain 
agreement as to the composition and 
coverage of the committee. 

Employee representatives can be elected 
or appointed. It would be clearly 
Inappropriate for management to appoint 
employee representatives. Management 
might, however, require election or 
appointment procedures to apply fairly 
across all employees to ensure proper 
representation of all nominated work­
groups and union and non-union 
members. 
If representatives ore to be elected some 
procedure needs to be agreed upon 
unless It Is a union shop and It has been 
agreed that the union's election pro­
cedures will be adopted. Some of the 
matters Which need to be agreed include: 
• eligibility to be a candidate (eg 
member of a particular work group or 
department. permanent employee) 
• eligibility to vote (eg will casuals be 
included) 
• polling procedures (eg secret ballot or 
show of hands) 
• method of election (eg first post the 
post). 

The committee shoUd determine who wtu 
act as chairperson. Often this wiH be the 
senior management representative with 
decision making authority. Alternatively, 
the role may be rotated on a regular basis. 
The chairperson's role Is to ·manage• the 
meeting and ensure business Is conducted 
in an orderly, efficient and courteous 
manner. Because the committee Is not a 
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decision-making body the chairperson 
does not exercise o casting vote. 

3.AMEmNGS 
It Is Important for meetings to be con­
ducted on o regular basis at o convenient 
time of the day with provision tor 
e>Ctraordlnory meetings If the need arises. 
During the Initial stages of Implementing 
the new classification structure It may be 
necessary to meet weekly or even more 
frequently. 
It may be felt appropriate to establish a 
quorum - that ts, a minimum number of 
representatives who must be present In 
order tor the meeting to proceed. 
The award Is silent on the Issue of payment 
for time spent at consultative committee 
meetings. MTIA's advice to members Is 
that where meetings ore held during 
ordinary hours of work employees should 
not suffer a toss In pay due to their 
attendance. Where employees attend 
outside their ordinary hours of work (for 
example shift workers attending day time 
meetings) then employers should 
determine o policy appropriate to the 
enterprise. There Is no obligation upon 
employers to pay for voluntary 
attendance at consultative committee 
meetings, but as for as possible members 
policies should be designed to encourage 
participation. 

3.5 AGENDA, MINUT£$ AND 
ADMINJSTRAnON 
Meeting agendas should be detennlned 
by the committee consistent with Its 
charter and within the scope of Issues the 
committee Is entitled to address. Any 
member of the committee should be 
entitled to place a matter on the agenda. 
The agenda should be prepared and 
Issued to committee members at a t1me 
reasonably in advance of the meeting. 
Because of the nature of some agenda 
Items It may be necessary to provide more 
Information by way of background 
papers. 
Consideration will need to be given to the 
proced~e to be followed where Items to 
be discussed ore raised Without notice. It 



may be appropriate that they be dealt 
with In the course of the meeting under 
·Any Further Business· or deferred until the 
next meeting. 

It will need to be determined whether or 
not a complete record of the meeting Is 
necessary and who wru be responsible for 
recording the facts. Members of the 
committee could rotate taking notes or 
management may make secretarial 
support available. 

In any case It Is essential that the 
workforce be kept fully aware of the !&sues 
raised at committee meetings. A Ast of the 
Items raised and a report of the discussion 
should be posted on the notice board or 
distributed to employees In the form of a 
clrcular.or newsletter. 

The level of administrative support to be 
made available should also be decided 
and reviewed from time to ttme In light of 
the workload of the committee. During the 
period of implementation of the new 
classification structure the committee may 
need to meet often with greater support tn 
terms of typing, photocopying. minute 
taking and time tor reading reports, wrlttng 
and discussion. 

3.6 TRAINING 
It Is Important that if a consultative com­
mittee Is to work efficiently, members of 
the committee should receive training to 
enable them to communicate and consult 
effectively not only with each other but 
also wtth their constituents. Any training 
should be jointly provided for 
management and employee repre­
sentatives and might address: 

• the overall role and alms of the 
committee and Its lnltlot objectives 

• the role and responsibilities of 
representatives, Including Issues of 
confidentiality 
• meeting procedure (Including the role 
of the chairperson. the taking of minutes. 
the setting and management of on 
agenda but not Including the strict low 
and procedures of more formal 
committees) 

• effective communication. 

The Metal Trades Federation of Unions has 
arranged a program of training courses for 
employees who are appointed or elected 
to consultative committees. MTIA regards 
such courses as constructive and en­
cou-ages companies to a•ow committee 
membefs to attend. Other training options 
ore also available through MTIA, the 
WorkpiQCe Resource Centres, TAFE and 
other training organisations. 
The question of payment for time spent 
attending training courses should be 
decided In advance consistent with the 
company's training leave policies. 

REVIEWING TliE COMMITTEE 
Where the consultative committee has 
been set up as a vehicle tor ongoing 
consultation. it should have a regular 
procedure for measuring progress and 
reviewing Its own performance. This 
process should Involve the members of the 
committee and any other Interested 
parties In the organisation in: 
• measuring the progress of the com· 
mittee against its work plan 

• deciding which parts have been most 
successful 

• deciding which parts have been least 
successful. 

Regular review of the work of the 
committee will help Its members to avoid 
drifting ott the main Issues. focusing on 
trlvtallssues. or moving outside its charter. It 
also gives an opportunity to consider 
whether the role of the committee ought 
to change. 
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CLASSIFICATION 
DEFINITIONS 
TRAINER/SUPERVISOR/CO-ORDINATOR -
LEVELl 
Is an employee who ls:-
Responsible for the work of other 
employees and/or provision of structured 
on-the-job training. Such an employee has 
completed ·x· modules of training In 
supervision and/or training. Such an 
employee shall receive not less than 122% 
of the rate pold to fhe highest technically 
qualified employee supervised or trained 
(excluding JeacllnQ hands allowances). 

It has been agreed In principle that a 
trainer/supervisor /co-ordinator who 
acquires additional accredited technical 
training which Is relevant to the perfor­
mance of his/her work shall receive an 
additional amount to be negotiated 
between the parties. Notwithstandng no 
supervisor /trainer /co-ordinator shall 
receive an Increase Jess than any general 
wage Increase awarded by the Industrial 
Relations Commission and any future 
award increases not subject to on 
agreement on absorption. 

TRAINER/SUPERVISOR/CO-oRDINATOR -
LEVEL U 
Responsible for supervision and/or training 
or Trainers/ Supervlsors/Co-<>rdinator- Level 
1. Such an employee has completed ·x· 
modules of training in supervision and/or 
training. Such an employee shall receive 
not less than 115% of the highest rate of 
pay of those persons supervised and/or 
trained. 

TRAINER/SUPERVISOR/CO-ORDINATOR • 
TECHNtCAL 
An employee who is responsible primarily 
for the exercise of skills in technical fields as 
defined, up to the level of his/her skill and 
competence and who is additionally 
Involved In 1t1e supervision/training of other 
technical employees. Such an employee 
shall receive not less than 1 07% of fhe rate 
of pay applicable to the employee's 
technical classification. 

WAGE GROUP: C14 
PROPOSED RELATIVITY TO C10 76% 

ENGINEERING/PRODUCTION EMPLOYEE 
LEVELl 

An Engineering/Production Employee 
Level I Is an employee who Is undertaking 
up to 38 hours induction training which 
may Include Information on the enterprise, 
conditions of employment, introduction to 
supervisors and fellow workers. training 
and career path opportunities, plant 
layout. work and documentation 
procedures. occupational health and 
safety. equal employment opportunity 
and quality control/assurance. 
An employee at this level performs routine 
duties essentially of a manual nature and 
to the level of his/her tralnlng:-

1. Performs general labouring and 
cleaning duties; 

2. Exercises minimal judgement; 
3. Works under direct supervision; or 

4. Is undertaking structured training so as 
to enable them to work at C 13 level. 

WAGE GROUP: C13 
PROPOSW RElATIVITY '0 C 10 82"< 

ENGINEERING/PRODUCTION EMPLOYEE 
LEVEL II 
An Engineering/Production Employee 
Level II Is an employee who has com­
pleted up to three months structured 
training so as to enable the employee to 
perform work within fhe scope of this level. 

An employee at this level performs worlc 
above and beyond the skills of an 
employee at C14 and to the level of 
his/her trolning:-
1. Works under direct supervision either 
Individually or In a team environment. 

2. Understands and undertakes basic 
quality control/assurance procedures 
Including the ability to recognise basic 
quality deviations/faults. 
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3. Understands and ut111ses basic statistical 
process control procedures. 

Indicative of the tasks which on employee 
at this level may perform ore the following: 
• repetition work on automatic. semi­
automatic or single purpose machines or 
equipment; 
• assembles components using basic 
written, spoken and/or diagrammatic 
Instructions In an assembly environment; 

• basic soldering or butt and spot welding 
skills or cuts scrap with oxy-acetylene blow 
pipe; 

• uses selected hand-tools; 
• boiler cleaning; 
• maintains simple records; 
• uses hand trolleys and pallet trucks; 
• assists in the provision of on the job 
training in conjunction with tradespersons 
and supervisor/trainers. 

WAGE GROUP: C12 
PROPOSED RELAfJVITY TO ClO 87 4% • • • 

ENGJNEERING/PRODUC'nON EMPLOYEE 
llVELill 
An Engineering/Production Employee 
Level Ill is an employee who has 
completed an Engineering Production 
Certificate I or equivalent training so as to 
enable the employee to perform work 
within the scope of this level. 

An employee at this level performs work 
above and beyond the skills of an 
employee at C 13 and to the level of 
his/her training. 
I. Is responsible for the quality of his/her 
own work subject to routine supervision; 
2. Works under routine supervision either 
Individually or In a team environment; 
3. Exercises discretion within his/her level 
of skills and training. 
Indicative of the tasks which an employee 
at this lever may perform are the following: 

• operates flexibly between assembly 
statlons; 
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•operates machinery and equipment 
requiring the exercise of skill and 
knowledge beyond that of an employee 
at level C13; 
• non-trade engineering skills; 
• basic tracing and sketching skills; 
• receiving. despatching. distributing, 
sorting, checking, packing (other than 
repetitive packing In a standard container 
or containers In which such goods are 
ordinarily sold), documenting and 
recording of goods, materials and 

. components; 
• basic inventory control In the context of 
a production process 
• basic keyboard skills; 
• advanced soldering techniques; 
• boiler attendant; 
• operation of mobile equipment Includ­
ing forklifts. hand trolleys, pallet trucks. 
overhead crane and winch operation; 
• ability to measure accurately; 
• assists one or more tradespersons; 
• welding which requires the exercise of 
knowledge and skffts above C 13; 
• assists In the provision of on the job 
training In conjunction with tradespersons 
and supervisor/trainers. 

WAGE GROUP: Cll 
PROP05W RELAiiVITV ·o ':1r; 92 J' 

ENGINEERING/PRODUcriON EMPLOYEE 
LEVEL IV 
An Engineering/Production Employee 
level IV Is an employee who has 
completed an Engineering Production 
Certlficate II or equivalent training so as to 
enable the employee to perform work 
within the scope of this level. 
An employee at this level performs work 
above and beyond the skills of an 
employee at c 12 and to the level of 
his/her tralnlng:-
1. works from complex Instructions and 
procedures; 
2. assists In the provision of on the job 
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training to a limited degree; 

3. co-ordinates work In a team 
environment or works IndiVIdually under 
general supervision: 
4. Is responsible tor assuring the quall!y of 
their own work. 

Indicative of the tasks which on employee 
at this level may perform are the 
following:-

• uses precision measuring Instruments; 
• machine setting, loading and 
operation; 

• rigging (cert!ffcated); 
• Inventory and store control Including:-

- licensed operation of all appropriate 
materials handling equipment: 
- use of tools and equipment within the 
scope (basic non-trades) maintenance; 

- computer operation at a level higher 
than that of an employee at C121evel; 

• Intermediate keyboard skills; 

• basic engineering and fault finding sklls; 

• performs basic quality checks on the 
work of others; 

• licensed and certified for forklift, engine 
driving and crane driving operations to a 
level higher than Cl2; 

• has a knowledge of the employer's 
operation as it relates to production 
process: 
• lubrication of production machinery 
equipment: 
• assists In the provision of on the job 
training in conjunction with tradespersons 
and supeNisorjtrainers. 

WAGE GROUP: ClO 
PROPOSED RELATIVITY TO ClO 100''• 

ENGINEERING TRADESPERSON LEVEL I 
An Engineering Tradesperson Level I Is an 
employee who holds a Trade Certificate or 
Trodespersons Rights Certificate as o:-

1. Engineering Tradesperson (electri­
cal/electronic) Levell; 

ii. Engineering Trodesperson (mechanical) 
Levell; 

Ill. Engineering Trodesperson (fabrication) 
Levell; 

and Is able exercise the skills and 
knowledge of that trade. 

An Engineering Tradesperson Level I works 
above and beyond on employee at C1 1 
and to the level of his/her tralnlng:-
1. understands and applies quality control 
techniques: 

2. exercises good Interpersonal and 
commt..nlcatlons skills; 

3. exercises keyboard skills at a level 
higher than Cll. 

4. exercises discretion within the scope of 
this grade; 

5. performs work under limited supervision 
either Individually or In a team 
environment; 
6. operates all lifting equipment incidental 
to hls/her work; 

1. performs non-trade tasks Incidental to 
his/her work; 

a. performs work which while primarily 
involving the skills of the employee's trade 
is incidental or peripheral to the primary 
task and facilitates the completion of the 
whole task. Such incidental or peripheral 
work would not require additional formal 
technical training; 

9. able to Inspect products and/ or 
materials for conformity with established 
operational standards. 

PRODUCllON SYSTEM EMPLOYEE 
A Production System Employee Is an 
employee who, while still being primarily 
engaged In engineering/production work 
applies the skills acquired through the 
successful completion of a trade 
certificate level qualification in the 
production. dishibution, or stores functions 
according to the needs of the enterprise. 

A Production System Employee works 
above and beyond on employee at C 1 1 
and to the level of his/her tralnlng:-

1. understands and applies quality control 
techniques; 



2. exercises good Interpersonal 
communications sl<ilis; 

3. exercises diScretion within the scope of 
this grade; 
4. exercises keyboard skills at a level 
higher than Cll; 
5. performs work under general supervision 
either Individually or In a team 
environment; 
6. able to Inspect products and/or 
materials for conformity with established 
operational standards. 
tndlcatllle tasks which an employee at this 
level may perform are as follows:-
• approves and passes first off samples 
and maintains quality of product; 
• works from productiOn drawings, prints 
or plans; 

• operates. sets up and adjusts all 
production machinery In a plant Including 
production process welding to the extent 
of training; 
• can perform a range of engineering 
maintenance functions including; 

- removing equipment fastenings 
Including use of destructive cutting 
equipment; 
- lubrication of production equipment; 
- running adjustments to production 
equipment; 

• operates all Otting equipment; 
• basic production scheduling and 
materials handling within the scope of the 
production process or directly related 
functions within raw materials/finished 
goods locations in conjunction with 
technicians; 
• understands and applies computer 
techniques as they relate to production 
process operations; 

• first class engine drivers' certificate; 
• high level stores and Inventory 
responsibility beyond the requirements of 
an employee at c 11: 

• assists In the provision of on the job 
training In conjunction with trades persons 
and trainers; 

• has a sound knowledge of the 
employers operations as It relates to the 
producflon process. 

WAGE GROUP: C9 
PROPOSED PFLAT"/ITY TO C 10 185'•o 

ENGINEERING TRADESPE~ON LEVEL II 
An Engineering Tradesperson Level II Is on; 
I. Engineering Tradesperson (electri­
cal/electronic) Lever II; or 
il. Engineering Tradesperson (mechanical) 
Level II; or 
Ill. Engineering Tradesperson (fabrication) 
Level II; 

who has completed the folio~ training 
requirement: 
I. 33% of the modules towards on 
appropriate Post Trade Certificate; 
ii. or x percentage of modules towards an 
AdVanced Certificate; 

ill. or y percentage of modules towards on 
Associate Diploma; 
prescribed In the Appendix X ot these 
definitiOns. 
An Engineering Tradesperson Level If works 
above and beyond a Tradesperson at ClO 
and to the level of hfs/her training: 
1. exercises the skills attained through 
satisfactory completion of the training 
prescribed for this classificatiOn subject to 
the standards prescribed by Appendix X of 
thfsAword; 
2. exercises discretion within the scope of 
this grade; 

3. works under general supervision either 
Individually or in a team environment; 
4. understands and implements quality 
control techniques. 
5. provides trade guidance and assist­
ance as part of o worl< team; 
6. exercises trade skills relevant to the 
specific requirements of the enterprise at a 
level higher than Engineering Tradasperson 
Levell. 
Tasks which on employee at this level may 



perform are subject to the employee 
having the appropriate Trade and Post 
Trade Training to enable them to perform 
particular tasks. 

ENGINEERING TECHNICIAN LEVEL I 
An Engineering Technician Level I is on 
employee who has the equivalent level of 
training and/or experience to a C9 
tradesperson in the technical fields as 
defined but Is engaged In detail 
draughting or routine planning or 
technical tasks requiring technical 
knowledge. 

WAGE GROUP: C8 
PROPOSED RELATIVITY TO ClO 110', 

ENGINEERING TRADESPERSON SPECIAL 
CLASS LEVEL I 

A Special Class Engineering Tradesperson 
Levell means o:-
1. Special Closs Engineering Tradesperson 
(electf1cal/electronlc) Levell; 
11. Speclol Closs Engineering Tradesperson 
(mechanical) Levell; or 
Ill. Special Closs Englneertng Tradesperson 
(fabrication) Levell: 
who has completed the following training 
requirement: 
1. 66% of the modules towards on 
appropriate post trade certificate: 
ii. or x percentage of modules towards an 
advanced certificate: 
iii. or y percentage of modules towards on 
associate diploma; 
as prescribed in Appendix X of these 
definitions. 
A Special Class Engineering Trodesperson 
Level I works above and beyond a 
Tradesperson at C9 and to the level of 
his/her tralnlng:-
1. exercises the skills attained through 
satisfactory completion of the training 
prescr1bed for this classltlcotton subject to 
the standards prescribed by Appendix ·x· 
of this Award; 

2. provides trade guidance and assist­
ance as part of a work team; 
3. assists In the provision of training, in 
conjt..nctlon with supervisors and trainers; 
4. understands and Implements quality 
control techniques: 
5. works under llm!ted supervision either 
individually or in a team environment: 

The following indicative tasks which on 
employee at this level may perform are 
subject to the employee having 
appropriate trade and post trade training 
to enable the employee to perform the 
particular Indicative tasks:-
• exercises high precision trade skills using 
various materials and/or specialised 
techniques: 

• performs operations on a CAD/CAM 
terminal In the performance of routine 
modifications to NC/CNC programs: 
• Installs. repairs and maintains, tests. 
modifies. commissions and or fault flnds on 
complex machinery and equipment which 
utilise hydraulic and or pneumatic 
principles and in the course of such work. is 
required to read and understand hydraulic 
and pneumatic circuitry which controls 
fluid power systems: 
• works on complex or Intricate circuitry 
which Involves examining, diagnosing and 
modifying systems comprising Inter­
connected circuitS. 

ENGINEERING TECHNICIAN LEVEL II 
Engineering Technician Level II means on 
employee who has an equivalent level of 
training and/or experience to an 
Engineering Trodesperson Level Ill but is 
engaged in detail droughting or planning 
or technical work which requires the 
exercise of judgement and sklllln excess of 
that required of on employee at C9 under 
the supervision of technical staff. 

37 



WAGE GROUP: C7 
PROPOSEDREtATIVITYTOCIO 115°'o 

ENGINEERING TRADESPERSON 
SPECIAL CLASS · LEVEL II 
A Special Class Engineering Tradesperson 
Level II means a:· 
i. Special Closs Engineering Tradesperson 
(electrfcal/electronic) Level II; or 

li. Special Class Engineerfng Trodesperson 
(mechaniCal) Level II; or 

iii. Special Class Engineerfng Tradesperson 
(fabrication) Level II; 

who has completed the following training 
requirement: 

i. an appropriate Post Trade Certificate; 

II. or x percentage of modules towards an 
Advanced Certlflcate; 

Ill. or y percentage of modules towards on 
Associate Diploma; 

as prescribed In Appendix X of these 
definitions. 

An Engineer1ng Trodesperson Special Class 
Level II works above and beyond a 
Tradesperson at ca and to the level of 
his/her training:· 
1. exercises the skills attained through 
satisfactory completion of the training 
prescribed for this classification subject to 
the standards prescribed by the Manual 
that forms Appendix ·x· of this Award; 

2. is able to provide trade guidance and 
assistance as part of a work team; 

3. provides training In conjunction with 
supervisors and trainers; 

4. understands and implements quality 
control techniques; 

5. works under limited supervision either 
Individually or in a team environment; 

The following Indicative tasks which on 
employee at this level may perform ore 
subject to the employee having appro­
priate Trade and Post Trade Training to 
enable the employee to perform the 
particular Indicative tasks: 

• works on machines or equipment which 
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utilise complex mechanical, hydraulic 
and/or pneumatic circuitry and controls or 
a combination thereof; 

• works on machinery or equipment 
which utilise complex electrical/electronic 
circuitry and controls; 

• works on lnstrlJ'Tlents which make up a 
complex cootrol system Which utRises some 
combination of electrical/electronic. 
mechanical or fluid power principles; 

• applies advanced computer numerical 
control techniques in machining or cutting 
or welding or fabrication; 

• exercises Intermediate CAD/CAM skills 
In the performance of routine mod­
Ifications to programs; 

• works on complex or Intricate 
Interconnected electrical circuits at a level 
aboveCS; 

• works on complex radio/communi· 
cation equipment. 

NB: The Post Trade Certificate referred to in 
this deflnltlon Is not directly comparable 
wtth existing post-trade qualifications a1d 
the possession of such qualifications does 
not Itself justify classification of a 
tradesperson to this level. 

ENGINEERING TECHNICIAN LEVEL Ill 
Engineering Technical level Ill means an 
employee who has equivalent level of 
training and/or experience to an 
Engineering Tradesperson • Special Class 
Level II but Is engaged In one of the 
following areas: 

I. detail draughtlng or planning or 
technical duties requiring judgement and 
skill In excess of that required of a 
Technician at ca under the supervision of 
Technical Stoff; or possesses a level of 
training and/or experience at C8 level and 
exercises cross skHiing In technical fields as 
defined. 



WAGE GROUP: C6 

ADVANCED ENGINEERING TRADESPEISON • 
LEVELl 
An Advanced Engineering Tradesperson 
Levell means an:-
1. Advanced Engineering Tradesperson 
(electrical/electronic) Levell; or 
il. Advanced Engineering Tradesperson 
(mechanical) Levell; or 
Ill. Advanced Engineering Tradesperson 
(fabrication) Levell; who has completed:-
• x moduleS of on Advanced Certificate: 
• or y modules of on Associate Diploma: 
• or equivalent accredited training. 
as prescribed in Appendix X of these 
definitions. 
An Advanced Engineering Tradesperson 
Level I works above and beyond a 
Trodesperson at C7 and to the level of 
his/her training: 
1. undertakes quality control and work 
orgonfsatfon at a level higher than for C7; 
2. provides trade guidance and 
assistance as part of a work team; 
3. assists In the provision of training to 
employees in conjunction with super­
visors/trainers: 
4. performs maintenance planning and 
predictive maintenance work not In 
technical fields; 
5. works under limited supervlslon either 
Individually or In a team environment; 
6. prepares reports of o technical nature 
on specific tasks or assignments as 
directed: 
7. exercises brood discretion within the 
scope of this level. 
The following Indicative tasks which on 
employee at this level may perform are 
subject to the employee having 
appropriate Trade and Post Trade Training 
to enable the employee to perform the 
particular indicative tasks: 
• working on combinations of machines 
or equipment which utilise complex 
electric or electronic or mechanical or 
fluid power principles: 

• working on Instruments which make up 
a complex control system which utilise 
some combination of electrical, electronic. 
mechanical or fluid power principles. and 
electronic circuitry containing complex 
digital and/or analogue control systems 
ullllsing integrated circuitry; 
• applies computer Integrated manu­
facturing techniques involving a higher 
level of computing operating and pro­
gramming skills than for C7: 
• working on various forms of machinery 
and equipment which are electronically 
controlled by complex digital and/or 
analogue control systems using Integrated 
circuitry. 

ENGINEERING tECHNICIAN LEVEL IV 
An Engineering Technician Level IV means 
an employee who has equivalent level of 
training and skills to an Advanced 
Engineering Tradesperson - Level I but Is 
engaged in one of the following areas to 
the extent of that training; 
I. detail draughtlng involvtng orlglnoity of 
thought which requires the exercise of 
judgement and skill in excess of that 
required of a Technician at C7 level under 
the supervision of Technical and/or 
professional staff; or 
11. Is engaged In planning or technical 
duties requiring judgement and skill in 
excess of that required of a Technician at 
C7 level under the supervision of Technical 
and/or professional staff: or 
iii. exercises a level of cross sl<llllng In 
technical fields as defined. 

GRADUATE/DIPLOMATE SCIENTIST LEVEL I (3 
YEAR COURSE) 
The graduate/diplomate scientist Is the 
commencement level. The scientist 
undertakes initial professional scientific 
tasks of limited scope and complexity, 
such as minor phases of broader 
assignments . In office, plant. field or 
laboratory work. 

CLASSIFICATION LEVEl DEFINJnON 
Under supervision from higher level 
Professional Scientists as to method of 
approach and requirements, the Pro-
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tessional Scientist performs normal 
professional scientific work and exercises 
individual judgement and Initiative in the 
application of scientific principles. tech­
niques and methods. 
In assisting more senior professional 
scientists by carrying out tasks requiring 
accuracy and adherence to prescribed 
methods of scientific analysis, design or 
computation. the Scientist draws upon 
advanced techniques and methods 
learned during and after the under­
graduate course. 
Training. development. and experience 
using a variety of standard scientific 
methods and procedures. enable the 
professional scientist to develop increasing 
professional judgement and apply It 
progressively to more difficult tasks at 
Level 11. 

Decisions ore related to tasks performed 
relying upon precedent or defined 
procedures for guidance. Recommenda­
tions are related to solution of problems In 
connection to the tasks performed. 
Work is reviewed by higher level Pro­
fessional Scientists for validity, adequacy. 
methods and procedures. With profes­
sional development and experience work 
receives less review and the professional 
scientist progressively exercises more 
individual judgement until the level of 
competence at Levell lis cchieved. 
The professional scientist may assign and 
check work of technical staff assigned to 
work on a common project. 

WAGE GROUP: CS 
PROPOSED RELATIVITY TO CIO 130% 

ADVANCED ENGINEERING TRADESPERSON 
- L£VELII 
An Advanced Engineering Tradesperson 
Level II means an:-
1. Advanced Engineering Tradesperson 
(electrical/electronic) Level II; or 

II. Advanced Engineering Tradesperson 
(mechanical) Level II; or 
Ill. Advanced Engineering Tradesperson 
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(fablfcatlon) level II; 
who hos completed: 
• on Advanced Certificate; 
• or y modules of on Associate Diploma; 
• or equivalent accredited training. 
as prescribed In Appendix X of these 
definitions. 
An Advanced Engineering Tradesperson 
Level II works above and beyond a 
Tradesperson at C6 and to the level of 
his/her tralnlng:-
1. Provides technical guidance within the 
scope of this level; 
2. Prepares reports of a technical nature 
on specific tasks or assignments as 
directed or within the scope of dlscret1on 
at this level; 
3. Has an overall knowledge and 
understanding of the operating principles 
of the systems and equipment on which 
tlhe tradesperson Is required to corry out 
his/her task; 
4. Assists In the p rovision of on the job 
training In conjunction with supervisors and 
trainers; 
The following Indicative tasks which on 
employee at this level may perform ore 
subject to the employee having 
appropriate Trade and Post Trade Training 
to enable the employee to perform the 
particular Indicative tasks:-
• through o systems approach Is able to 
exercise high level diagnostic skills on 
complex forms of machinery. equipment 
and Instruments which utilise some 
combination of electrical. electronic. 
mechanical or fluid power principles; 
• set up, c ommission. maintain and 
operate sophisticated maintenance, 
production and test equipment and/or 
systems Involving the applic ation of 
computer operating skills at a higher level 
than an Advance d Engineering 
Tradesperson Level l; 
• works on various forms of mac hinery 
and equipment electronic ally controlled 
by complex dig ital and/ or analogue 
control systems using Integrated circ uitry; 
• works on c omplex electronics or 
instruments or communications equipment 



or control systems which utillse electronic 
principles and electronic circuitry 
containing complex analogue and/or 
digital control systems using Integrated 
circuitry. 

ENGINEERING TECHNICIAN LEVEL V 
An Engineering Technician Level V has an 
equivalent level of training and/or 
experience to a that of on Advanced 
Engineering Tradesperson Level II but Is 
engaged on one of the following areas; 
I. undertakes draughtlng or planning or 
technical duttes which require the exercise 
of judgement and skill In excess of that 
required at the level of C6; or 
11. exercises a level of cross skllllng In 
technical fields as defined. consistent with 
the training and expet1ence at this grade. 

GRADUATE ICIENTIIT LML I <'TO II YEAR 
COURSE) 
The graduate Scientist Is the com­
mencement level. The Scientist undertakes 
Initial professional scientific tasks of limited 
scope and complexity. such as minor 
phases of broader assignments. In office, 
plant. field or laboratory work. 
ClaMificatlon Level D-'Jnltlon 
Under supervision from higher level 
Professional Scientists as to method of 
approach and requirements, the Pro­
fessional Scientist performs normal 
professional scientific work and exercises 
individual judgement and Initiative In the 
application of scientific principles, 
techniques and methods. 
In assisting more senior professional 
scientists by carrying out tasks requiring 
accuracy and adherence to prescribed 
methods of scientific analysis, design or 
computation, the Scientist draws upon 
advanced techniques and methods 
learned during and after the under­
graduate course. 
Training. development, and experience 
using o variety of standard scientific 
methods ond procedures. enable the pro­
fessional scientist to develop Increasing 
professional judgement and apply it pro­
gressively to more difficult tasks at Level II. 
Decisions ore related to tasks performed, 
relying upon precedent or defined 

procedures for guidance. Recommenda­
tions ore related to solution of problems in 
connectlon to the tasks performed. 
Work Is reviewed by higher level Pro­
fessional Scientists for validity. adequacy. 
methods and procedures. With profes­
sional development and experience work 
receives less review, and the professional 
scientist progressively exercises more 
Individual judgement until the level of 
competence at Level Ills achieved. 
The professional scientist may assign and 
check work of technical staff assigned to 
work on a common project. 

QRADUAT£ INQINEER LML I 
The graduate engineer Is the 
commencement level. The engineer 
undertakes Initial professional engineering 
tasks of limited scope and complexity, 
such as minor phases of broader 
assignments. In office. plant. field or 
laboratory work. 
Classifteatlon Level Definition 
Under supervision from higher level 
Professional Engineers as to method of 
approach and requirements, the 
Professional Engineer performs normal 
professional engineering work and 
exercises Individual judgement and 
Initiative In the application of engineering 
principles. techniques and methods. 
In assisting more senior professional 
engineers by carrying out tasks requiring 
accuracy and adherence to prescribed 
methods of engineering analysis, design or 
computation, the Engineer draws upon 
advanced techniques and methods 
learned during and after the under­
graduate course. 
Training. development and experience 
using a variety of standard engineering 
methods and procedures, enable the 
professional engineer to develop increas­
Ing professional judgement and apply It 
progressively to more dfficiJt tasks at Level D. 
Decisions ore related to tasks performed. 
relying upon precedent or defined 
procedures tor guidance. Recommenda­
tions are related to solution of problems In 
connection to the tasks performed. 
Work Is reviewed by higher level Pro­
fessional Engineers for validity, adequacy 
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methods and procedures. With pro­
fessional development and experience, 
work receives less review, and the pro­
fessional engineer progressively exercises 
more Individual judgement until the level 
of competence at Level ills achieved. 
The professional engineer moy osslgn and 
check work of technical staff assigned to 
work on a common project. 

WAGE GROUP: C4 
PROPOSfD ~llATIVITY TO C I 0 13<;'·~ 

INQINIIIIINQ AIIOCIA1'1 LIVIL I 
Engineering Associate level I means an 
employee who works above and beyond 
a Technician at Level C5 and has 
successfully completed 3rd year part time 
of an Associate Diploma or the equivalent 
level of accredited training and Is 
engaged in: 
I. making of major design drawings or 
graphics or performing technical duties in 
a specific field of engineering, laboratory 
or scientific practice such as research 
design, testing. manufacture, assembly, 
construction, operation, diagnostics and 
maintenance of equipment facilities or 
products, Including computer software, 
quality processes, occupational health 
and safety and/or standards and plant 
and material security processes and like 
work; or 
ii. planning of operations and/or pro­
cesses Including the estimation of 
requirements of staffing, materials cost 
and quantities and machinery require­
ments, purchasing materials or compo­
nents, scheduling, work study. Industrial 
engineering and/or materials handling 
processes. 

WAGE GROUP: C3 
P~OPQ;,ED P~.A'IVITV TO C 10 14t> 

ENcatNEIItlNtl ASSOCIATE· LIVIL II 
Engineering Associate Level II means an 
employee who works above and beyond 
on Engineering Associate at level C4 and 
has successfully completed an Associate 
Diploma or the equivalent level of 
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accreeited training and Is engaged ln:-

1. performing draughting. or planning or 
technical duties which require the exercise 
of judgement and skill In excess of that 
required by on Engineering Associate at 
LeveiC4;or 
ll possesses the skills of on Engineering 
Associate Level I In a technical field and 
exercises additional skills In o different 
technical field as defined. 

WAGE GROUP: C2(a) 

LIADINti1'1CHNICAL OPPICIR 
Leading Technical Officer means an 
employee who works above and beyond 
on Engineering Associate Level II at level 
C3 and has successfully completed 5th 
year of o part time Diploma or Associate 
Diploma plus additional training or the 
equivalent level of accredited training. An 
employee at C2a Is able to perform or co­
ordinate work In more than one engin­
eering, scientific or technical field as 
defined. or performs duties In a technical, 
engineering or scientific field which 
requires the exercise of Judgement and or 
skill In excess of that required of on 
Engineering Associate - level II. 

PltlNCIIIAL TRAINIR/IUPIRVIIOI/CO• 
ORDINATOit 
Principal Trainer/Supervisor/Co-ordinator 
means o Trainer /SuperviSor /Co-ordinator 
Who when engaged at this level; 
1. possesses a sound knowledge of 
occupational health and safety, Industrial 
relations. and communlcatlons processes 
and Is able to use this knowledge In 
!raining and leading the work of others; 
2. possesses o general knowledge and 
aworeness of the administrative. business. 
and mal<etfng strategies of the enterpl1se. 
Indicative of the tasks which an employee 
at this level may perform ore as follows; 
• plans, writes and delivers training 
programs for all engineering/production 
employees. apprentices, trainees. trade 
and lower technlcol ievels; 



• plans and directs the work of 
engineering/production employees 
especially In new work organisation 
environments e.g. group work arrange­
ments. CIM production techniques. 

WAGE GROUP: C2(b) 
PROPO'iFD RELATIVITY TO C I 0 I oO , 

PRINCIPAL l£CHNICAL OFFICER 
A Principal Technical Officer Is an 
employee who has successfully com­
pleted a ~omo or the equivalent level 
of accredited training. Within organi­
sational pollcy guidelines and objecttves o 
Principal Technical Officer: 

1. performs work requiring mature 
technical knowledge Involving a high 
degree of autonomy, originality and 
Independent judgement; 

2 looks after and is responsible for 
projects and co-ordinating such projects 
with other areas of the organisation as 
required by the operation of the 
organisation; 

3 Is responsible for the co-ordination of 
general and specialist employees 
engaged on projects requiring complex 
and specialised knowledge; 
4 plans and Implements those programs 
necessary to achieve the objectives of a 
particular project; 
5 In the performance of the above 
functions, applies knowledge and/or 
guidance relevant In any or al of the fields 
of designing. planning and technical work 
os required by the company's operation; 
6 operates within brood statements of 
objectives without requiring detailed 
Instructions; or 
7. performs work at the above level of 
skill In a particular technical field; 
8. has os the overriding featLKe of his/her 
employment the ability to perform 
creative, original work of o highly complex 
and sophisticated nature; 
9. provides specialised technical 
guidance to other employees performing 
work wtthln the some technical field: 

EXP£RIENCED ENGINEER L£VELII 
Following development through Level I. a 
Level II engineer is an experienced 
engineer who plans and conducts 
professional engineering work without 
detailed supervision. but with guidance on 
unusual features and who is usually 
engaged on more responsible engineering 
assignments requiring substantial 
professional experience. At this level the 
Professional Engineer performs work at on 
equivalent skills level but does not 
necessarily perform the same tasks or 
functions os a Principal Technical Officer. 
OR 

A Wage Group CS employee who has 
completed additional accredited educa­
tion and training so as to reach a standard 
equivalent to a four year degree and who 
Is required to perform the work set out 
above. 

EXPERIENaD SCIENTIST L£VEL II 
FoHowlng development through CS or C6 
a Level II Professional Scientist is an 
experienced scientist who plans and 
conducts professional scientific work 
without supervlslon, but with guidance on 
unusual features and who Is usually 
engaged in more responsible scientific 
assignments requiring substantial profes­
sional experience. At this level the 
Professional Scientist performs work at on 
equivalent skill level but does not 
necessarily perform the same tasks or 
functions os a Principal Technical Officer. 
OR 
A Wage Group CS or C6 employee who 
has completed additional accredited 
education and training so as to reach a 
standard equivalent to a four year degree 
and who is required to perform the work 
set out above. 
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WAGE GROUP: Cl(a) 
PROPOSED RELATIVIfY TO C 10 180', 

PROFESSIONAL ENGINEER LEVEL Ill 
A Level Ill Professional Engineer performs 
duties requiring the appllcaffon of matue 
professional engineering knowledge. With 
scope for Individual accomplishment and 
co-ordination of more difficult assign­
ments. the professional engineer deals 
with problems for which it Is necessary to 
modify established guides and devise new 
approaches. 
The professional engineer may make some 
original contribution or apply new profes­
sional engineering approaches and 
techniques to the design or development 
of equipment or special aspects of 
products, facilities, and buildings. 
Recommendations may be reviewed for 
soundness of judgement but are usually 
regarded as technically accurate and 
feasible. The professional engineer makes 
responsible decisions on matters assigned. 
Including the establishment of professkmai 
engineering standards and procedures. 
consults, recommends and advises In 
speciality engineering areas. 
Work Is carried out within broad guidelines 
requiring conformity with overall objec­
tives. relative priorities and necessary co­
operation with other units. Informed 
professional engineering guidance may 
be available. 
The professional engineer outlines and 
assigns work. reviews It for technical 
accuracy and adequacy. and may plan. 
direct, co-ordinate and supervise the wO!I< 
of other professional and technical staff. 
OR 
A Wage Group C2(b) employee who has 
completed additional accredited educa­
tion and training (e.g. which may be in the 
case of engineering one ye01 full-time or 
two years part-time) so as to reach a 
standard equivalent to a four year degree 
and who Is required to perform the work 
setout above. 

PROFESSIONAL SCIENTIST LEVEL Ill 
A Level Ill Professional Scientist performs 
duties requiring the application of moue 
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professional scientific knowledge. With 
scope tor Individual accomplishment and 
co-ordination of more difficult assign­
ments. the professional deals with prob­
lems for which It Is necessary to modify 
established guides and devise new 
approaches. 
The Professional Scientist may make some 
original contribution or apply new 
professional scientific approaches and 
techniques to the design or development 
of equipment or special aspects of 
products, tacNltles and buildings. 
Recommendations may be reviewed to 
soundness of judgement but ore usual~) 
regarded as technically accurate and 
feasible. The professional scientist makes 
responsible decisions on matters assigned. 
Including the establishment of professional 
scientific standards and procedures. 
consults, recommends and advises in 
speciality areas. 
WOik Is carried out within broad guidelines 
requiring conformity with overall objec­
tives. relative priorities and necessary co­
operation with other units. Informed 
professlonol scientific guidance may be 
available. 
The Professional Scientist outlines and 
assigns work. reviews It for technical 
accuracy and adequacy. and may plan, 
direct, co-ordinate and supervise the work 
of other professional and technical staff. 
OR 
A Wage Group C2(b) employee who has 
completed additional accredited educo 
fion and training (e.g. which may be In the 
case of science one year full-time or two 
years part-time) so as to reach a standard 
equivalent to a four year degree and who 
Is required to perform the work set out 
above. 

WAGE GROUP: Cl(b) 

PROFESSIONAL ENGINEER LEVEL IV 
A Level IV Professional Engineer iS required 
to perform professional engineering work 
involving considerable independence in 
approach. demanding a considerable 
degree of originality, Ingenuity and 



judgement. and knowledge of more than 
one field of engineering. or expertise (for 
example. acts as his/her organisation's 
technical reference authority) In a 
particular field of professional engineering. 
The Professional Engineer:-
• Initiates or participates In short or long 
range planning and makes Independent 
decisions on engineering policies and 
procedures within on overall program; 
• gives technical advlce to management 
and operoting departments; 
• may take detailed technical respons­
ibility for product development and 
provision of specialised engineering 
systems. facilities and functions; 
• co-ordinates work programs; and 
• directs or advises on use of equipment 
and material. 
The Professional Engineer makes responsi­
ble decisions not usually subject to 
technical review, decides courses of 
action necessary to expedite the success­
ful accomplishment of assigned projects. 
and may make recommendations involv­
Ing Iorge sums or long-range objectives. 
Duties are assigned only In terms of broad 
objectives. and ore reviewed for policy. 
soundness of approach. accomplishment 
and general effectiveness. 
The Professional Engineer supervises a 
group or groups Including Professional 
Engineers and other staff. or exercises 
authority or technical control over a group 
of professional staff. In both Instances 
engaged In complex engineering 
applications. 
OR 

A Wage Group Cl(a) employee who has 
completed accredited education and 
training so as to reach a standard equiva­
lent to a four year degree and who Is re­
quired to perform the work set out above. 

PROF£SSIONAL SCIEN11ST l£VEt.IV 

A Level IV Professional Scientist is required 
to perform professional scientific work 
Involving considerable independence in 
approach. demanding a considerable 
degree of originality. Ingenuity and 
judgement. and knowledge of more than 
one field of science. or expertise (for 

example. acts as his/her organisations 
technical reference authority) In a 
particular field of professional science. The 
Professional Scientist:-
• Initiates or participates In short or long 
range planning and makes Independent 
decisions on scientific policies and 
procedures wlthln an overall program; 
• gives technical advice to management 
and operating departments; 
• may toke detailed technical 
responsibility tor product development 
and provision of specialised scientific 
systems. facilities and functions; 
• co-ordinates work programs; and 
• directs or advlses on use of equipment 
and material. 
The Professional Scientist makes responsi­
ble decisions not usually subject to tech­
nical review. decides courses of action 
necessary to expedite the successful 
accomplishment of assigned projects. and 
may make recommendations Involving 
large sums or long-range objectiVes. 
Duties ore assigned only In terms of broad 
objectives. and ore reviewed for policy. 
soundness of approach. accomplishment 
and general effectiveness. 
The Professional Scientist supervises a 
group or groups Including Professional 
Scientists and other staff, or exercises 
authority and technical control over a 
group of professional staff, In both 
Instances engaged in complex scientific 
applications. 

OR 

A Wage Group Cl(a) employee who has 
completed accredited education and 
training so as to reach a standard 
equivalent to a four year degree and who 
Is required to perform the work set out 
above. 
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APPENDIX 3 
I 

ACTU CODE OF CONDUCT 
ON TWELVE HOUR SHIFT 
WORK 

INTRODUCTION 
1.1 The ACTU Executive reaffirms Its 
policy on shift work as set out In the ACTU 
Working Condttlons Polley 1985. 

1.2 Shift work Involving twelve hour 
rosters moy not Introduce a new range of 
hazards Into the workplace but rather may 
exacerbate existing problems foced by 
shift workers. The main hazards associated 
with twelve hour shrtts continue to Involve 
disrupted sleep patterns. fatigue, 
disturbance of eating habits, social 
dislocation and psychological problems. 

1.3 Data show that shift workers (and 
former shift workers) suffer a higher 
incidence of gastro-intestinal disorders 
and gastric and duodenal ulcers than day 
workers. Shift workers also more often 
report colds or other respirotOIY illnesses 
than their day work counterparts. Further, 
the Incidence of nervous disorders and 
drug-taking Is higher tor shift workers than 
day workers. Slmilarty, women shift workers 
have a higher incidence of menstrual 
problems. Recent studies Indicate a link 
between shift work and cardiac heart 
disease. 

1.4 Twelve hour shift work, with correctly 
designed rosters, may provide beneftts to 
workers by reducing cumulative fatigue, 
Increasing leisure time and relieving the 
pressure of seven day shift work. For twelve 
hour shift work to be advantageous. it is 
essential the Increased leisure time be 
used for recuperation and recreation and 
not as on opportunity for additional 
emofoyment. 

1.5 WhHe doy work does not Involve the 
same disturbances to circadian rhythms as 
night work, twelve hour day work may still 
involve disruption to sleep and eating 
patterns, fatigue, social dislocation and 
psychological problems. 

INTRODUCTION OF TWELVE HOUR 
SHIFT WORK 

2. l The Introduction of twelve hour shifts 
should be permitted only: 

• where there Is a continuous work 
process or other special c lrcumstonces 
can be shown to exist; 

• where twelve hour shift work will not 
Impose excessive physical or mental 
workload; 
• where, otter a proper examination of 
the possible lnju~ous effects to employee 
health and social well-being, the re orr 
demonstrated benefits for the worker. 
concerned; 

• after full consultation with unlon(s) and 
the two thirds majority support of affected 
workers. and 

• In conjunction with possibilities ot 
reducing working time generaly. 

The introduction of twelve hour shrtt work 
should be on a trlal basis for twelve months 
to allow workers to evaluate changed 
shifts. 

• WOMEN AND YOUNG PERSONS 
3.1 State and Federal Governments 
need to review legislative restrictions on 
the employment of women and young 
persons. 
3.2 Unions do not oppose the employ­
ment of women on twelve hour shrtt work 
but recognise the adverse effects of shlf+ 
work on all errployees. 

3.3 Unions should oppose the employ­
ment of persons under the age of 
eighteen on twelve hour night shifts. 

• CONTROL MEASURES 

-4.1 INTRODUCTION 
4.1.l To minimise the health and 

safety risks of twelve hour shrtt work. unions 
should negotiate the following control 
measures. The application of these 
measures may vary according to the 
Industry and workload Involved. 



4.2 SHIFT ROSTERS 
4.2.1 Rosters must be developed In 

consultation with employees through their 
unions and provision made tor ongoing 
consultation and resolution of disputes 
about the rosters. 
To reduce the hazards associated with 
night and shltt work. rosters should be 
designed to: 
o hove a maximum of two night shifts In 
succession; 
• have at least a twelve hour Interval 
between shifts; 

• have a short cycle period wtth regular 
rotations; 
• Include at least two free weekends 
each month; 

• have the day shift not start before 
6.00am; 
• allow workers some flexibility about shift 
change times and shlft length, and 

• provide In addition to normal breaks. 
where practicable. an extended rest 
period during night shift. Breaks should 
occur at the same time each night. 

4.2.2 In all but highly exceptional 
circumstances. the maximum length of 
time a worker should have to remain on 
duty before being relieved Is 2 hours. 

4.2.3 Overtime should not be worked 
In conjunction with twelVe hour shifts. In no 
circumstances should overtime work 
override the basic principles of roster 
design. 

4.2.4 Special rosters are required for 
workers exposed to hazards, where health 
and safety standards are determined on 
the basts of exposure over eight hours. 
These rosters must be designed In 
consultation with employees through their 
unions. 

4.3 AWA'i.D VA'i.IAnONS 
4.3.1 In accordance wtth emerging 

overseas standards . unions should 
negotiate: 

• an additional paid break per shift (the 
duration of this break will depend on the 
nature of the work); 

• additional paid leave increasing with 
years of service; 

• earty rellrement provisions; 

• where a total rate is used the individual 
component parts of penalties, allowances. 
base rate etc should be Identified; 

• job security for older and long term shift 
workers. and 
• overtime limitations and maximum 
weekly hours. 

4.3.2 TwelVe hour shifts should not be 
pold at ordinary time rates - weekend and 
holiday penalties payments etc should 
continue to apply. 

4.3.3 Unions should oppose the 
introduction of twelve hour shifts which 
InvolVe bonus/Incentive schemes or other 
pressures to achieve production (eg 
piecework). 

4.3.4 The Introduction of twelve hour 
shifts shoUld be submitted to the relevant 
industrial trtbunal for formal ratification. This 
means that any provisions relating to shift 
allowances, maintenance of eamlngs etc 
must conform to the currently applicable 
wage fl)(ing principles. 

4.3.5 Awards which provide for the 
introduction of twelve hour shift work 
should contain a ·sunset clause· which 
may be activated by the union(s) at the 
expiry of the tria l period referred to in 
paragraph 2.1 . 

4.4 ADMINISTRATIVE MEASURES 
4.4.1 Employer support services con 

assist In minimising the inconvenience and 
disturbances of shift work. Such services 
could Include: 
• provision of adequate information in 
everyday language to address such issues 
as shift rosters. rest. fatigue. the effects of 
medication and other drugs. employer 
services etc (this Information should be 
provided In appropllate languages); 
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• availability of nutritionally balanced 
meals end drlnks during shifts; 

• provision of transport services to and 
from the workplace and/or arranging 
more convenient utilisation of available 
transport faclntles; 

• provision for rest areas and social/ 
transport facilities; 

• training for supervisors to Increase 
awareness of the special requirements of 
twelve hour shift working; 

• assistance in home renovations to 
facilitate sleeping during the day, and 

• child care facilities. 

4.5 HEALTH AND RELATED MAnERS 
4.5. 1 Introduction 

Most people are affected by shltt work. In 
addition, older workers and those already 
suffering from digestive disorders, diabetes, 
heart diseases, psychological problems, 
alcohol and drug addlctfon and chronic 
sleep disturbances, face additional 
burdens. 

4.5.2 Health Services 

4.5.2.1 Employers should provide 
health supervision and health services for 
shift workers inCluding: 

• pre-placement health examinations to 
advise the worker about adjustment to the 
job assignment. Special provisions 
Including transfer to doy-tlme jobs moy be 
reqt*ed; 

• periodic health examinations (within 12 
months otter starting night work and 
regularly thereafter). Again. transfer 
provisions or readjustment of the job 
ass~ntmayberequWed;and 

• health counselling and preventative 
health core including temporary or 
permanent transfer to day-time work. 

4.5.3 Procedures Following Health 
Surveillance 

4.5.3.1 The results of health surveil­
lance should be confidential to the worker 
and should be released to a third party 
(eg the employer) only with the written 
consent of the individual concerned. All 
results should be accompanied by a clear 
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explanation at what they mean in 
practice. A certificate of fitness (or 
otherwise) should be provided to the 
employer by the medical practitioner. 
Aggregate data should be provided to 
unions. 

4.5.3.2 Where there Is a need to 
transfer from shift work. a period of 
adjustment should be provided to enable 
the worker to adapt to any reduction In 
Income. Consideration should also be 
given to the preservation of super­
annuation enfttlements for long-term shift 
workers Who subsequently move to lowE' 
paid work for health reasons. 

4.5.3.3 Where It ls not possible to 
continue on shift work tor health reasons. 
the employer shell toke all necessary steps 
to find suitable oltematlve employment for 
the worker, and shall be required to 
maintain earnings in the Interim. 
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