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PART 1 - Application and Operation of Agreement

Title

This Agreement will be known as the Mater Nursing and Midwifery Enterprise Agreement
2026 (Agreement).

Date and Period of Operation

This Agreement will operate seven (7) days after the date of approval by the Fair Work
Commission and will have a nominal expiry date of 30 June 2029.

All payments prescribed in this Agreement will take effect upon operation of the
Agreement unless specified in the relevant clause and / or schedule.

Renewal or Replacement of Agreement

The Parties will aim to commence negotiations at least six (6) months prior to the expiration
of this Agreement. Unless otherwise agreed between the Mater and the Queensland
Nurses and Midwifery Union.

Relationships with Awards, Agreements and Other Conditions
This Agreement replaces Mater Nursing and Midwifery Enterprise Agreement 2022-2025.

This Agreement is a comprehensive agreement and replaces all other Awards, Enterprise
Agreements, and orders of the Fair Work Commission that would otherwise apply to
employees.

This agreement will be read and interpreted in conjunction with the National Employment
Standards (NES). Where there is an inconsistency between the agreement and the NES,
and the NES provides a greater benefit, the NES provision will apply to the extent of the
inconsistency.

Coverage

. This Agreement will cover:

a) Mater; and

b) Employees of Mater engaged in the classifications set out in Schedule
Three (Generic Level Statements) during the period of operation of the
agreement; and

c) The Queensland Nurses and Midwives' Union (QNMU) as a branch of
the Australian Nursing and Midwifery Federation (ANMF) provided
written notice is given in accordance with section 183(1) of the Act
and the Fair Work Commission notes in the document to approve the
Agreement, that the Agreement covers the QNMU.
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1.6. Posting of the Agreement

1.6.1. A copy of this Agreement will be made available on the Mater intranet so as to be easily
accessed by all employees.

1.7. Definitions

1.7.1. In this Agreement, the following definitions apply:

a)

b)

f)

g

h)

K)

m)

Act means the Fair Work Act 2009 (Cth).

Accrued Day Off (ADO) means a day accrued as a result of full fime employees
being rostered to work on average forty (40) ordinary hours per week over a four
(4) week work cycle, with the hours in excess of thirty-eight (38) per week being
credited fowards an Accrued Day Off (ADO).

Agreement means Mater Nursing and Midwifery Enterprise Agreement 2026.
AHPRA means Australian Health Practitioner Regulation Agency.

Caseload Model also referred to as Midwifery Group Practice (MGP) means a
small group of midwives with a focus on confinuity of care approach and who
provide antenatal, intrapartum and postnatal care for a defined number of
women.

Classification Level comprises a number of pay points or grades through which
employees will be eligible to progress.

Clinical Unit means the employee’s immediate work area, howsoever named.
Code means Nursing and Midwifery Board Australia (NMBA) Code of Conduct.

Continuity of Care means a consistent philosophy requiring an organisational
structure around which this type of care is provided. Models of continuity of care
fall into two (2) general categories:

(i) Caseload Model; and
(ii) Team Midwifery.

Core Midwives means midwives within a maternity unit who do not participate in
tfeam midwifery or caseload / group practice models. Core midwives may be
based in one area (antenatal, labour and birth or postnatal) and may not
necessarily follow the same group of women throughout the childbearing
period.

Delegate’s organisation means the employee organisation in accordance with
the rules of which the workplace delegate was appointed or elected.

Employee is the collective tferm which covers all classifications in clause 3.3
(Appointments to Classification Levels) of this Agreement.

Eligible employees means members and persons eligible to be members of the
delegate’s organisation who are employed by Mater.
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n) Four (4) week work cycle means a work cycle of twenty-eight (28) calendar
days in which an each employee shall work ordinary hours of work on no more
than nineteen (19) days in the four (4) week work cycle.

0) Framework means Nursing and Midwifery Board Australia Decision Making
Framework (DMF).

P) Grade means the specific base rate of remuneration payable to employees
within the Nurse Manager Classification Level.

q) Immediate Family means:

i. Aspouse or former spouse, de facto partner or former de facto partner, child,
parent, grandparent, grandchild or sibling of an employee, or

i. achild, parent, grandparent, grandchild or sibling of an employee’s spouse
or de facto partner, or

ii. astep-relations (eg. step-parents and step-children) as well as adoptive
relations.

iv. A de facto partner shall mean a person who lives with the employee in a
relationship as a couple on a genuine domestic basis but isn’t married to the
employee. The person can be: of the same sex or different sex to the
employee, or a current or former de facto partner of the employee.

v. For the purposes of compassionate leave, the definition of immediate family
includes a stillborn baby, if the baby would have been a member of the
immediate family of the employee if the baby was not stillborn.

r) Mater means Mater Misericordiae Limited ACN 096 708 922.
s) Mater Policy means a policy or procedure in place within Mater.
f) Midwifery Models of Care means models of maternity services in which midwives

are primary caregivers. These services may include midwife clinics, community
midwifery, team midwifery and birth centres.

u) National Employment Standards (NES) means the standards contained in the Act
V) NMBA means the Nursing and Midwifery Board of Australia.
w) Parties means:

i. Mater; and

i. employees for whom classifications and rates of pay are prescribed where
relevant.

X) Pay point means the specific base rate of remuneration payable to employees
within a Classification Level.

y) Representative means a representative nominated by an employee(s) which
may include a union representative, or any other person chosen by that
employee.

Z) Shift worker for the purposes of the National Employment Standards (NES) (s87 of
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aaq)

bb)

cc)

dd)

the Act) means an employee:

i. whoisregularly rostered over twenty-four (24) hours, seven (7) days of the
week in a Clinical Unit that operates twenty-four (24) hours, seven (7) days of
the week ; and

i. who regularly works weekends (fifteen (15) or more weekend shifts (i.e. where
the maijority of hours in a shift are worked on either a Saturday or Sunday) in a
year, pro rata for part time employees); and

ii. who regularly works night shifts (ten (10) or more night shifts in a year — pro-
rata for part fime employees).

A year for the purpose of this definition is the twelve (12) month period from the
employee’s annual leave accrual anniversary date.

Employees will also qualify as a shift worker for the purposes of the National
Employment Standards (s87 of the Act) if they:

i. arerequired by Mater to work only night shifts, or

i. workin a unit where there is no other shift option other than night shifts.

For clarity, employees whose preference is to work night shifts will not qualify as a
shift worker for the purposes of the NES (s87 of the Act).

Standards means Nursing and Midwifery Board Australia Standards for Practice
(Registered Nurse, Midwife, Nurse Practitioner, Enrolled Nurse).

Team Midwifery means a team of midwives (six (6) - eight (8)) who collaborate to
provide antenatal, intrapartum and postnatal care for a defined group of
women. It is a model of maternity care provided by a tfeam of midwives who
may provide continuity of care through pregnancy, labour and birth and early
parentfing.

Time off in Lieu (TOIL) is fime (hours worked) that is accrued (banked) and taken
at a later stage that is provided to an employee in lieu of being paid overtime.

Union means the Queensland Nurses and Midwives' Union of Employees
(QNMU),as a branch of the Australian Nursing and Midwifery Federation (ANMF)
subject to clause 1.5.1 c).

1.8. Flexibility Term

1.8.1 Mater and an employee covered by this enterprise agreement may agree to make an
individual flexibility arrangement to vary the effect of terms of the agreement if:

a)
.
i,

the arrangement deals with one (1) or more of the following matters:
arrangements about when work is performed;
overtime rates;
penalty rates;
allowances;

leave loading; and
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b) the arrangement meets the genuine needs of Mater and employee in relation to
the maftter or matters it deals with; and

c) the arrangement is genuinely agreed to by Mater and employee, without
coercion or duress.

1.8.2 An individual flexibility arrangement may only be made after the individual employee
has commenced employment with Mater.

1.8.3 If Mater wishes to initiate the making of an individual flexibility arrangement, they must:
a) give the employee a written proposal; and

b) if Mater is aware that the employee has, or should reasonably be aware that the
employee may have, limited understanding of written English, take reasonable
steps to ensure that the employee understands the proposal.

1.8.4 If Mater proposes to enter into an individual flexibility arrangement with an employee,
Mater must meet with the employee to discuss the proposal prior fo entering the
individual flexibility arrangement if the employee requests such a meeting.

1.8.5 Mater must ensure that the terms of the individual flexibility arrangement:

a) are about permitted matters under section 172 of the Fair Work Act 2009; and
b) are not unlawful terms under section 194 of the Fair Work Act 2009; and
c) result in the employee being befter off overall than the employee would have

been if no individual flexibility arrangement were agreed to.

1.8.6 Mater must ensure that the individual flexibility arrangement:

a) is in writing; and
b) includes the name of the employer (Mater) and employee; and
c) is signed by Mater and employee and, if the employee is under 18 years of age,

is signed by a parent or guardian of the employee; and

d) includes details of:
i.  the terms of the enterprise agreement that will be varied by the arrangement; and
i. how the arrangement will vary the effect of the terms; and

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

e) states the day on which the arrangement commences; and

f) describes how the individual flexibility arrangement can be terminated.

1.8.7 Mater must give the employee a copy of the individual flexibility arrangement within
fourteen (14) days after it is agreed fo.
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1.8.8

1.8.9

1.8.10

2,

2.1.

2.1.1.

2.2,

2.2.1.

23.

2.3.1.

2.3.2.

2.3.3.

2.3.4.

Mater or employee may terminate the individual flexibility arrangement:
a) at any tfime, by agreement in writing between Mater and the employee; or

b) by Mater or the employee giving twenty-eight (28) days written notice to the
other party.

An individual flexibility arrangement terminated in accordance with clause 1.8.8 (b)
ceases to have effect at the end of the period of notice required under that clause.

Mater or an employee may refer to clause 12.3 (Prevention and Seftlement of Disputes)
to deal with disputes that may arise concerning the matters dealt with in the individual
flexibility arrangement.

Note: In addition to this clause, the National Employment Standards of the Fair Work Act
2009 give some employees the right to request flexible working arrangements in certain
circumstances.

PART 2 - Types of Employment

Employment Types

At the time of engagement, Mater will inform each employee, in writing, whether they
are employed on a full fime, part time or casual basis.

Full Time Employees

A full fime employee is engaged to work thirty-eight (38) hours per week, seventy-six (76)
hours per fortnight or 152 hours per month in accordance with clause 5.1 (Ordinary Hours
of Work).

Part Time Employees

A part fime employee is engaged to work a regular number of hours per fortnight and is
employed for fewer than an average of seventy-six (76) hours per fortnight.

Before commencing employment, a part time employee and Mater will agree in writing
on the number of contracted hours and these hours can only be varied in writing by
agreement between the employee and Mater, however, does not prevent an employee
from working additional hours, up to thirty-eight (38) hours per week on an adhoc basis.

Mater will conduct an annual review of part fime employee contracted hours. Where a
part time employee has been working hours above their confracted hours on a regular
and consistent basis, they will be given an offer to have those hours reflected in their
confracted hours. A part fime employee may elect to have a review between annual
reviews if their circumstances have significantly changed.

A part time employee’s ordinary daily hours are worked exclusive of meal breaks
according to operational requirements and will be a minimum of three (3) hours and a
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2.3.5.

2.3.6.

2.3.7.

2.3.8.

2.3.9.

24,

2.4.1.

2.4.2.

2.43.

maximum of ten (10) on any rostered shift(s) unless the employee agrees otherwise in
accordance with clause 5.2 (12 Hour Shifts).

Any hours worked in excess of the maximum shift length as specified in clause 2.3.4 or
seventy-six (76) hours per fortnight will be paid at overtime rates in accordance with
clause 6.1(Overtime).

Where a part time employee:

a) Identifies they would like to work additional hours or is offered additional hours of
work and agrees to work these additional hours, then such additional hours will
be paid at ordinary rates (subject to clause 2.3.4) and will be included in
calculating pro rata leave entitlements, employer superannuation contributions
and service towards any applicable pay point increment; or

b) Is required at the direction of Mater to work additional hours then such
additional hours will be paid at overtime rates in accordance with clause 6.1
(Overtime) and such hours will not be included in calculating pro rata leave
entitlements, employer superannuation contributions and service towards any
applicable pay point increment.

A part fime employee will be paid at the same hourly rate as a full time employee for
performing duties at the same classification level.

A part fime employee will be entitled to any applicable allowances on a pro rata basis
based on the number of hours worked, provided that the following provisions apply in full:

a) On call allowance;

b) Meal allowance;

c) Mental Health Environment allowance;

d) Senior AIN allowance;

e) Registered Nurse (RN) / Registered Midwife (RM) In Charge allowance;
f) X-Ray and Radium allowance; and

Subject to the provisions contained in clause 2.3.8 of this agreement, all other provisions
of this agreement applicable to full fime employees will apply pro rata to part fime
employees.

Casual Employees

A casual employee is engaged on an hourly basis to work for less than the ordinary hours
worked by a full-time employee.

A casual employee will be paid a loading of 25% in addition to the applicable hourly
rate of pay for the relevant classification level as specified in Schedule One (Wage
Rates).

Where applicable, a casual employee will be entitled to overtime, penalty rates and
payment for time worked on public holidays in accordance with the relevant clauses,
subject to clause 2.4.4 such payments will not be compounded by the application of the
25% casual loading but are instead calculated separately.
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2.4.4.

2.4.5.

2.4.6.

2.4.7.

2.48.

2.49.

With respect to Sundays, casual employees will be entitled to the shift penalty as
prescribed in clause 6.3 (Shift Penalties) and will not be entitled to an additional 25%
loading.

Each engagement will stand alone with a minimum payment of three (3) hours and a
maximum shift length of ten (10) hours, unless the employee agrees otherwise in
accordance with clause 5.2 (12 Hour Shifts).

A casual employee will be paid overtime in accordance with clause 6.1 (Overtime) and
2.4.3 for all authorised hours worked in excess of either ten (10) hours in any one shift,
unless the employee has agreed to work shifts of twelve (12) hours in length, or 38 hours
per week.

A casual employee who is rostered for a shift and the shift is cancelled one (1) hour or
less than the proposed commencement shift start time, a minimum payment of one (1)
hour will be paid.

A casual employee may notify Mater of their intention to become a permanent
employee in accordance with the Natfional Employment Standards (NES).

A casual employee will be entitled to any applicable allowances on a pro rata basis,
based on the number of hours worked, provided that the following provisions apply in full:

a) On call allowance;

b) Meal allowance;

C) Mental Health Environment allowance;

d) Senior AIN allowance;

e) Registered Nurse / Registered Midwife In Charge allowance; and
f) X-Ray and Radium allowance.

2.4.10.Except as under clause 9.16 (Long Service Leave) a casual employee will not be entitled

to any other paid leave.

2.4.11.Casual employees are not entitled to Professional Development Allowance or

3.

3.1.

3.1.1.

Professional Development Leave.

PART 3 — Wages and Related Matters

Wage Increases

The wage rates for employees are set out in Schedule One (Wage Rates) and
incorporate the following wage increases:

a) 3.0% from the first full pay period on or after 1 July 2025;
b) 2.5% from the first full pay period on or after 1 July 2024;
c) 2.5% from the first full pay period on or after 1 July 2027;
d) 3.0% from the first full pay period on or after 1 December 2027;
e) 2.5% from the first full pay period on or after 1 December 2028.

Allowances will increase in accordance with Schedule Two (Allowances).
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3.2. Classification Structure

3.2.1 The classification structure for employees covered by this Agreement is as outlined in
Schedule One (Wage Rates) of this Agreement.

3.2.2 Generic Level Statements for each Classification Level are contained in Schedule Three
(Generic Level Statements) of this Agreement.

3.3. Appointments to Classification Levels
3.3.1 Appointments will be made on merit to advertised vacancies.

3.3.2 A newly appointed graduate employee, that is an employee with no previous
experience as a Registered Nurse / Midwife, will be appointed to Registered Nurse and
Midwife Level 1 pay point 2.

3.3.3 Subject to clause 3.3.9, a newly appointed employee with previous experience shall be
placed at a pay point within the relevant classification level according to their years
and hours of relevant experience including time spent obtaining additional nursing and
/ or midwifery certificates / qualifications aside from the general nursing and/or
midwifery cerfificate / qualification.

3.3.4 The onus rests with the employee to present proof of their past experience within four (4)
weeks of commencement of employment. Subject to proof of previous experience
being provided within four (4) weeks, Mater will adjust previous payments back to the
date of commencement.

3.3.5 In cases where satisfactory proof is provided after four (4) weeks of commencement,
payment of wages for years of experience will only be paid from the date satisfactory
proof has been produced.

3.3.6 Where there is no evidence provided, a newly appointed employee will be appointed
to the re-entry pay point.

3.3.7 In cases where documentary evidence is unable to be obtained, consideration may be
given in special circumstances to the production of other evidence, which is considered
satisfactory to Mater.

3.3.8 A new employee appointed at the Nurse / Midwifery Manager Classification Level will
be appointed to Grade 1.

3.3.9 In calculating nursing and / or midwifery experience for the purposes of clause 3.3.3,
any period of employment (other than time spent in obtaining additional nursing and /
or midwifery certificates / qualifications) prior to an absence from nursing and/or
midwifery duties covered by a relevant nursing / midwifery award or relevant /
midwifery nursing agreement or for which a licence to practice was required, shall be
recognised in accordance with the matrix below.

3.3.10The following matrix should be used to determine the applicable wage rate for
employees who are returning to nursing / midwifery following a break in service. Without
limiting any previous entitlement to have nursing and/or midwifery experience
recognised, the recognition of previous nursing and/or midwifery experience in
accordance with the matrix below shall apply from the date of the making of this
Agreement.
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Matrix wage rate for employees returning after break in service

Years of Absence from Nursing/Midwifery

Years of Nursing /

Midwifery >5 yrs >7 yrs >9 yrs >11 yrs >13 yrs
Experience <5 yrs but <7 but <9 but <11 but <13 but <15 >15 yrs
yrs yrs yrs yrs yrs

Less than 1 yr 2 2 2 2 2 2 2

>1 yr but <2 yrs 3 2 2 2 2 2 2

>2 yrs but <3 yrs 4 3 2 2 2 2 2
>3 yrs but <4 yrs 5 3 2 2 2 2 2
>4 yrs but <5 yrs 6 4 3 2 2 2 2
>5 yrs but <6 yrs 7 4 3 2 2 2 2
>6 yrs but <7 yrs 8 6 5 4 3 3 3
>7 yrs but <8 yrs 8 6 5 4 3 3 3
>8 yrs but <15 yrs 8 7 6 5 4 3 3
>15 yrs but <25 yrs 8 8 7 6 5 4 3
>25 yrs 8 8 8 7 6 5 4

3.4. Progression within Classification Levels

3.4.1  Afull time employee shall progress through the pay points of a classification level (with
the exception of the Nurse / Midwifery Manager Level) by annual increments (i.e. on
completion of 1976 hours) on the anniversary of their commencement date in that role,
subject to satisfactorily meeting the required performance standards at each pay point.
Part fime and casual employees will progress once they have completed the full time
equivalent of ordinary hours (1976 hours) as well as met the required performance
standards at each pay point.

3.4.2 Withrespect to the Nurse / Midwifery Manager Level, automatic progression between
Grades will occur as per 3.4.1 above unless it is demonstrated Key Performance
Indicators have not been met and the employee’s performance is under review.

3.5. Higher Duties
3.5.1 If an employee (other than a student in Nursing or Midwifery) is directed to:

Mater Nursing and Midwifery Enterprise Agreement 2026

a) Perform higher duties by relieving another employee on a classification level for
which there is a higher rate of pay than the employee is receiving; or

b) Perform duties at a higher classification level;

provided the period of performing such duties in either (a) or (b) above is one week or
more, the employee must be paid at the first pay point of the higher classification rate
for the whole of such period.
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3.5.2

3.5.3

3.6.
3.6.1

3.6.2

3.7.
3.7.1

3.7.2

3.7.3

3.8.
3.8.1

4.1.
4.1.1

4.2,
4.2.1

422

4.3.
4.3.1

Where an employee is acting in a role not covered by this agreement, the employee
will be remunerated appropriately based on the role in which they are acting.

Where a Nurse / Midwifery Manager is absent for less than one week, the unit will be
advised of the senior clinician who will be providing coverage during the absence of
the Nurse / Midwifery Manager.

Payment of Wages

Wages will be paid fortnightly by electronic transfer to a bank account nominated by
the employee. Payment by any other means will be at the discretion of Mater.

The wages prescribed by this agreement are expressed in hourly, fortnightly and annual
rates. The hourly rates are the actual wages paid and the fortnightly and annual rates
are shown for information purposes only.

Superannuation

Mater will make superannuation contributions info an employee’s nominated
superannuation fund in accordance with the Superannuation Guarantee (SG)
legislation as varied from time to time.

Mater’s employer nominated superannuation fund (default fund) is the Health
Employees Superannuation Trust of Australia (HESTA).

For clarity, the compulsory employer contributions are calculated in accordance with
the legislation based on ordinary fime earnings.

Overpayment

Any amount of payment paid to the employee that is in excess of the entitlements
contained within this agreement shall be able to be recovered by Mater in accordance
with Mater Policy as amended by Mater from time to time.

PART 4 - Allowances

Mental Health Environment Allowance

Nurses working within the Emotional Health Inpatient Unit or Catherine’s House for
Mothers, Babies and Families will be paid an allowance per week. Refer to Schedule
Two (Allowances) for the per week allowance amount.

After Hours Manager Allowance

A Registered Nurse / Midwife who is required to undertake the duties of After Hours
Manager in a hospital or section thereof will be paid an allowance per shift whilst so
engaged. The allowance amount is referred to in Schedule Two (Allowances)

Where a Registered Nurse / Midwife is not classified at Level 3 but required to undertake
the duties of the After Hours Manager, the Registered Nurse / Midwife will be paid at no
less than Level 3 for the time of performing the duties of the After Hours Manager.

Senior Assistant in Nursing (AIN) Allowance (CSSD and SPD)

An Assistant in Nursing (AIN) appointed to be the Senior Assistant in Nursing (AIN) in the
Central Sterile Supply Department (CSSD) / Sterile Processing Department (SPD) will be
paid an allowance per shift in addition to the base rate prescribed. The allowance
amount is referred to in Schedule Two (Allowances).
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4.4.
4.4.7

4.4.2

4.5.1

4.5.2

4.53

4.6.1

4.6.2

4.7.1

4.7.2

4.8.1

4.8.2

4.8.3

5.

Registered Nurse / Registered Midwife In Charge Allowance

Each unit / ward will always have a designated clinical nurse or clinical midwife in
charge.

If on one entire shift or more, where a Registered Nurse / Midwife Level 1 is designated
by Mater to be the in-charge nurse or midwife, the Registered Nurse / Midwife will be
paid an allowance for each shift of ordinary hours worked. The allowance amount is
referred to in Schedule Two (Allowances).

X-Ray and Radium Allowance

An employee whose duty requires them to use or assist in using x-ray or radium
apparatus will be entitled to one (1) of two (2) allowances depending on the length of
time the employee is required to use or assist. The allowance amount is referred to in
Schedule Two (Allowances) .

To be eligible to receive the allowance, the employee must be required by Mater to
wear a lead apron (or equivalent apparel) whilst an x-ray or radium procedure is being
performed by a qualified operator and the employee is not be able to leave the
theatre or relevant clinical area whilst the x-ray is being taken or procedure is being
performed.

The allowance is payable where an eligible employee wears a lead apron (or
equivalent apparel) on at least one (1) occasion per week.

Travelling Expenses

An employee who is required to take up duty away from the employee’s usual place of
work will either be provided with transport or be reimbursed for actual and reasonable
expenses incurred by the employee in accordance with Mater Policy as amended by
Mater from time to time.

Where an employee uses their own vehicle, the reimbursement of expenses will be paid
in accordance with the Australian Tax Office cents per kilometre method.

Uniforms

All employees are required to wear a uniform. Mater will supply these uniforms in
accordance with relevant Policy as amended by Mater from fime to time. Any such
uniform will meet workplace health and safety standards.

Where Protective Personal Equipment (PPE) is required for the employee to carry out their
duties, it will be supplied by Mater.

Laundry Allowance

A weekly laundry allowance will be paid fo full-time employees and a pro rata amount
will be paid to part-time employees. The laundry allowance is payable on all time
worked as well as on Accrued Days Off (ADO) and Time Off in Lieu (TOIL) of overtime.
The laundry allowance is not payable on any periods of paid or unpaid leave. The
allowance amount is referred to in Schedule Two (Allowances)

Employees not required by Mater to wear uniforms are not entitled to receive a laundry
allowance.

Laundry allowance is not payable to casual employees.

PART 5 — Hours of Work
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5.1.
5.1.1

5.2.1

5.2.2

523

52.4

5.2.5

5.2.6

5.2.7

Ordinary Hours of Work

The ordinary hours of work for a full time employee will be an average of thirty-eight (38)
hours per week to be worked according fo a roster determined by Mater based on the
operational requirements of the department / clinical unit.

Rostered shift lengths for full time employees will be determined by Mater and will not be
less than six (6) hours unless an employee has made a request to work shifts of less than
six (6) hours and will not exceed ten (10) hours in duration unless in accordance with
clause 5.2 (12 Hour Shifts).

A request by an employee to work shifts of less than six (6) hours duration, cannot be less
than four (4) hours. Any request needs to be agreed in writing between Mater and the
employee.

Any change to the method of working the thirty-eight (38) hour week, for example
infroducing a nine (?) day fortnight arrangement will be in made in accordance with
clause 12.1 (Consultation on Change).

Mater recognises that due to the nature of the Nurse / Midwifery Manager role, there is
a degree of flexibility associated with the ordinary hours of work for an employee
engaged at that classification level. The level and degree of flexibility should be
discussed between the Nurse / Midwifery Manager and the relevant Director.

Twelve (12) Hour Shifts

Where there is written agreement between Mater and the employee; the employee
may be rostered to work shifts of twelve (12) ordinary hours exclusive of the unpaid meal
break referred to in clause 5.2.2. To avoid doubt, an employee may request to extend
a previously rostered shift of less than twelve (12) hours to one of twelve (12) ordinary
hours (plus 30 minutes unpaid meal break) on the day as provided by clause 5.6.8,
however this cannot be at the initiative of Mater.

An employee who works a shift of twelve (12) ordinary hours is entitled to one (1) paid
meal break and one (1) unpaid meal break, each of thirty (30) minutes duration. The
first meal break (paid) is to occur between the third and sixth hours and the second
meal break (unpaid) is fo occur during the ninth and tenth hours from the
commencement of duty.

An employee will be entitled to two (2) ten (10) minute tea breaks in the first and
second half of an ordinary twelve (12) hour shift to be taken at a suitable fime
determined by Mater. Upon request by an employee, Mater may agree that the tea
breaks be combined and taken as one twenty (20) minute tea break in the first half and
one 20-minute tea break in the second half of an ordinary twelve (12) hour shift.

An employee will not perform overtime immediately before or following a twelve (12)
hour shift of ordinary hours.

Each employee will be allowed either three (3) whole consecutive days off in each
week or be allowed in each fortnightly period two (2) consecutive days off in one week
and four (4) consecutive days off in the other week.

Notwithstanding clauses 5.2.5 an employee may request a rostering arrangement that
does not provide for consecutive rostered days off. Such requests will be genuinely
considered by Mater based on employee work life balance, operational and safety
requirements.

An employee may only work a maximum of three (3) of either day or night; twelve (12)
hour shifts in a row, unless mutually agreed between Mater and the employee.
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528

5.2.9

5.2.10

5.3.1

5.3.2

533

5.3.4

5.3.5

5.4.1

5.4.2

543

5.4.4

5.5.1

5.5.2

5.5.3

An employee may work a maximum of four (4) twelve (12) hour shifts where those shifts
are a combination of two (2) day and two (2) night shifts or one (1) day and three (3)
night shifts within a roster period.

Where an employee works a combination of eight (8) and twelve (12) hour shifts, a
maximum of five (5) shifts in a row may be worked. This will include a minimum of two
(2) eight (8) hour shifts.

An employee will be provided a break of ten (10) hours between the termination of one
shift and the commencement of another shift.

Accrued Days Off (ADO)

Where operationally viable and the employee wishes to participate, a full time
employee’s roster may be structured such that the thirty-eight (38) ordinary hours per
week are averaged over a four (4) week work cycle with one day during that period
being rostered as an Accrued Day Off (ADO). In such circumstances, the employee is
rostered to work an average of forty (40) ordinary hours per week with the additional
hours worked over the four (4) week work cycle being credited towards an ADO.

Where an employee works in a clinical unit which can facilitate a roster which provides
an ADO, Mater and the employee will work to ensure ADOs are taken within twenty-
eight (28) days of the ADO being accrued as the intentfion of an ADO is that it is rostered
to be taken on a regular and consistent basis rather than accrued.

Notwithstanding clause 5.3.2 a maximum of five (5) ADOs may be accrued at any one
fime.

In exceptional circumstances where an employee has an ADO balance in excess of five
(5) days, the employee may be directed to take the excess ADOs at a time determined
by Mater by giving the employee aft least two (2) weeks' noftice.

An employee whose working arrangements result in the accrual of an ADO, will
confinue to accrue ADOs whilst on paid annual leave.

Limitation on Night Duty

With the exception of an employee who works in the Sleep Unit, night duty must be
limited to a period not exceeding three (3) months at any one time.

Any employee who has performed night duty continuously for a period of three (3)
months must not be again employed on night duty during the six (6) months following
such period.

Notwithstanding clause 5.4.1 an employee may, by written agreement with Mater, be
employed permanently on night duty.

Night shift work will not exceed four (4) consecutive nights. An employee may elect to
work more than four (4) consecutive nights in a row. Any election needs to be mutually
agreed between Mater and the employee in wrifing.

Breaks Between Shifts

Subject to clause 5.5.2 an employee will be provided a break of not less than ten (10)
hours between the conclusion of one shift and the commencement of another shift.

Upon agreement in writing between the employee and Mater, the ten (10) hour break
in clause 5.5.1 may be reduced to eight (8) hours.

Clause 5.5.2 does not apply where twelve (12) hour shifts are implemented (clause
5.2.10).
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5.6.
5.6.1

5.6.2

5.6.3

5.6.4

5.6.5

5.6.6

5.6.7

5.6.8

5.6.9

5.6.10

5.6.11

5.7.

5.7.1

Rosters

No employee will be rostered to perform ordinary duty for more than ten (10)
consecutive days or shifts unless mutually agreed otherwise.

Subject to clause 5.6.3, each employee is allowed two (2) whole consecutive rostered
days off in each week.

In lieu of two (2) whole consecutive rostered days off in each week, an employee may
be allowed in each fortnightly period either:

a) one (1) day off in one week and three (3) consecutive days off in the other week
or;
b) four (4) consecutive days off.

Two (2) consecutive days off, one at the end of one week and one at the beginning of
the following week, may be counted as meeting the requirements of this clause.

Notwithstanding clauses 5.6.2 to 5.6.4 an employee may request a rostering
arrangement that does not provide for consecutive rostered days off. Such requests will
be genuinely considered by Mater based on employee work life balance, operational
and safety requirements.

Rosters setting out the employees’ days of duty and starfing and finishing fimes on such
days will be made available to ensure convenient access to employees at least
fourteen (14) days before the commencement of each work cycle, which shall be at
least four (4) weeks in duration.

Due to operational requirements, the roster duration of four (4) weeks may be reduced
to two (2) weeks for facilities within Central Queensland, North Queensland and Gold
Coast.

Unless an employee otherwise agrees, if Mater desires to change a roster, Mater will
provide at least seven (7) days' notfice unless the change is necessary to meet
unforeseen fluctuations in patient demand for services, or where another employee is
absent from duty on account of illness or an emergency. In such cases Mater will
endeavour to discuss with the employee the required change and where possible,
reach mutual agreement regarding the change.

Unless Mater otherwise agrees, an employee desiring to change a roster will give Mater
seven (7) days' notice of the desired roster change except where the employee isiill or
in an emergency. Approval to change the roster will be at the discretion of Mater.

Mater will give prompt and genuine consideration to matters raised about the roster by
the relevant employees including any requests made to the employee to work in excess
of the employee’s rostered hours.

Any changes to the method of working the thirty-eight (38) hour week outlined in clause
5.1.1 (Ordinary Hours of Work) will be in accordance with clause 12.1 (Consultation on
Change).

Right to Disconnect

Unless it is unreasonable to do so, an employee may refuse to monitor, read or
respond to contact, or attempted contact, from:

Q) Mater outside of the employee’s working hours,

b) a third party if the contact or attempted contact relates to, their work and is
outside of the employee's working hours.

5.7.2  Matters that must be taken info account in determining whether employee’s refusal

is unreasonable are detailed in Section 333M of the Act.
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5.7.3

5.7.4

5.7.5

5.7.6

5.7.7

b)

5.7.8

An employee’s refusal will be unreasonable if the contact or attempted contact is
required under a law of the Commonwealth, a State or a Territory.

Resolution of disputes about whether an employee’s refusal is unreasonable and
about the operation of section 333M is provided for in Section 333N of the Act.

The general protections in Part 3-1 of the Act prohibit Mater taking adverse action
against an employee because of the employee’s right to disconnect under section
333M of the Act.

Mater must not directly or indirectly prevent an employee from exercising their right
to disconnect under the Act.

Clause 5.7.1 does not prevent Mater from requiring an employee to monitor, read or
respond to contact, or attempted contact, from Mater outside of the employee’s
working hours where:

The employee is being paid the on-call allowance under Part 7; and

Mater’'s contact is to nofify the employee that they are required to attend or perform
work or give other notice in relation to the on-call / recall.

Clause 5.7.1 does not prevent Mater from contacting, or attempting to contact, an
employee outside of the employee’s working hours in reasonable circumstances
including fo notify them of:

a) an emergency roster change under clause 5.6.8; or

b) an opportunity to work additional hours and/or overtime (including shift

coverage);

c) arecall to work under clause 7.2 (Recall).

6.1.
6.1.1

PART 6 — Overtime and Penalty Rates

Overtime

An employee performing additional hours of duty either in excess of the ordinary
hours specified in clause 5.1 (Ordinary Hours of Work) of this Agreement or where
directed to work in excess of their rostered ordinary hours on any day, will be, subject
to the relevant Director and / or Manager or their delegate having authorised the
overtime to be worked, paid for such excess hours as follows:

Overtime

Overtime Paid

Monday to Saturday (first 3 hours) 150%
Monday to Saturday (greater than 3 hours) 200%
Sunday 200%

Public Holiday (excluding Easter Saturday and
25 December)

Easter Saturday and 25 December 300%

250%
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6.2, Time Off In Lieu (TOIL)

6.2.1  An employee who performs overtime work may, as an alternative to being paid in
accordance with clause 6.1. (Overtime) and subject to agreement between Mater and
the employee, accrue time off equivalent to the overtime rates that would have been
payable to the employee for such overtime worked. This is fo be known as Time off In
Lieu (TOIL).

For example, if an employee works one (1) hour of authorised overtime following
their rostered shift, then the overtime rate paid would be 150% for the hour.
Accordingly, if TOIL was agreed for the overtime worked, then the (1) hour
authorised overtime will be accrued as 1.5 hours.

6.2.2 Accrual of such time off will be fo a maximum of thirty-eight (38) hours with the intention
of being taken within twenty-eight (28) days of accrual at a fime mutually agreed
between Mater and the employee. Such agreement will not be unreasonably withheld
by either party.

6.2.3 Mater may direct an employee to access a period of TOIL:

a) where an employee has reached their maximum TOIL accrual subject to clause
6.2.4 of this Agreement; or

b) in accordance with clause 9.8 (Reduced Activity Periods).

6.2.4 A direction by Mater to access a period of TOIL due to an employee reaching the
maximum accrual (38 hours) may only occur following:

a) The employee and Mater discussing the reasons why TOIL has not been
accessed; and

b) Mater having considered the reasons discussed; and

c) The direction is reasonable in the circumstances (including the provision of
reasonable nofice).

6.2.5 Any accrued TOIL not taken will be paid to an employee upon their request, or upon
termination of employment. Any untaken TOIL will be paid at the applicable overtime
rate at which it was accrued.

6.3. Shift Penalties

6.3.1 Penalty rates for afternoon, night and weekends will be paid where the shift meets the
following definitions in the tables below, except for public holidays where payment is
provided for in clause 9.20. (Public Holidays):

6.3.2 Shift Penalties effective upon commencement of agreement:

Shift Penalties

Effective First Full Pay Period following Commencement of Agreement

Shift Definition Penalty

Means any shift worked Monday

to Friday commencing on or after | Additional 12.5% penalty
12:00 and finishing on or after paid for the entire shift.
18:00.

Afternoon
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Shift Penalties

Effective First Full Pay Period following Commencement of Agreement

Shift

Definition

Penalty

Means any shiff worked Monday
to Friday commencing on or after

Addifional 20% penalty

Sunday.

Night 18:00 and finishing on or before paid for the entire shift.
07:30 the following day.
All ordinary time worked between | Additional 50% penalty
Saturday midnight Friday and midnight paid on hours worked within
Saturday. these hours.
All ordinary time worked between | Additional 75% penalty
Sunday midnight Saturday and midnight paid on hours worked within

these hours.

Sunday - AIN only

All ordinary fime worked between
midnight Saturday and midnight
Sunday.

Additional 100% penalty
paid on hours worked within
these hours.

6.3.3

Shift Penalties

Definition

Shift Penalties Effective First Full Pay Period after 1 July 2028:

Effective First Full Pay Period following 1 July 2028

Penalty

Means any shiff worked Monday
Afternoon to Friday commencing on or after | Additional 12.5% penalty
12:00 and finishing on or after paid for the entire shift.
18:00.
Means any shiff worked Monday
Night to Friday commencing on or after | Addifional 20% penalty
9 18:00 and finishing on or before paid for the entire shift.
07:30 the following day.
All ordinary time worked between | Additional 50% penalty
Saturday midnight Friday and midnight paid on hours worked within
Saturday. these hours.
All ordinary time worked between | Additional 100% penalty
Sunday midnight Saturday and midnight paid on hours worked within
Sunday. these hours.
All ordinary time worked between | Additional 100% penalty
Sunday - AIN only midnight Saturday and midnight paid on hours worked within
Sunday. these hours.

6.4.
6.4.1

Fatigue Management

Mater and its employees recognise that fatigue management is critical to safe work

practices. A contemporary approach in addition to the fatigue provisions outlined in
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6.4.2

6.5.

6.5.1

6.6.

6.6.1

6.6.2

6.6.3

7.1
7.1.1

this part will be developed which confirms that Mater and its employees must work
together to ensure:

Q) All employees are safe from fatigue hazards while at work;

b) When an employee is fatigued, they will have access to facilities where they can
rest;

c) Patients will receive safe health care at Mater.

This approach will address these principles and provide a framework that will apply at
Mater. Further, it is expected that at the local departmental level, a risk assessment will
be undertaken, and a pre-arranged process will be implemented to manage fatigue
where required.

Maximum Hours of Duty

In no case will an employee be rostered beyond a maximum of ten (10) hours (exclusive
of meal break) without written agreement. On call is not considered a rostered shift for
the purposes of this clause.

Fatigue Leave and Payment

An employee who works so much overtime between the termination of ordinary work
on one day, and the commencement of ordinary work on the next day, that at least
ten (10) consecutive hours off duty (or eight (8) by agreement in writing) has not
elapsed between those times, will be released on completion of such overtime untfil
they have had such an absence.

An employee referred to in clause 6.6.1 who resumes or contfinues work without having
had fen (10) consecutive hours off duty (or eight (8) by agreement in writing), will be
paid an additional 100% above the ordinary rate of pay applicable for the day upon
which the employee is rostered for duty until released from duty for such a duration. The
employee will then be entitled to be absent until ten (10) consecutive hours off duty (or
eight (8) by agreement in writing) have elapsed, without loss of pay for ordinary working
time occurring during such absence.

Where an employee is requested by their Manager to work overtime and such overtime
would result in the employee not receiving the requisite break, which was originally
rostered, the employee has a responsibility to advise their Manager that working the
requested overtime would trigger fatigue leave or fatigue payment.

PART 7 - On Call and Recall

On Call Allowance

All employees required to be on call are entitled to the on-call allowance except
midwives participating in a caseload model clause 11.1 (Midwifery Group Practice -
Caseload Model) and receiving an annualised salary clause 11.7 (Annualised Salary).

Where an employee is participating in the on-call service, they must ensure they are
readily contactable by Mater during the hours for which they have been rostered on-
call.
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7.2
7.2.1

7.2.2

723

7.2.4

7.2.5

7.2.6

7.2.7

An employee who is rostered to be on call will be paid an on call allowance for a
twenty-four (24) hour period or part thereof as detailed in Schedule 2 (Allowances).

The on call allowance is applicable in circumstances where an employee has
completed their ordinary rostered duties and left the workplace, however is required to
remain available to be contacted and, if required, return to the workplace to perform
duties as per clause 7.2 (Recall). An employee is considered ‘on call’ where they are
not present at the workplace, but are rostered to be readily available to be recalled to
perform work if required.

Where an employee, who is rostered to be on call after the conclusion of their ordinary
shift, is required to continue working or asked to remain at work following the conclusion
of their ordinary shift, additional hours or overtime provisions will apply until such time the
employee has left the workplace at which time, the on call and recall provisions would
then apply.

Recall

An employee who is rostered to be on call and is required to return to the workplace
outside of their ordinary rostered hours for any purpose, must be paid a minimum of
three (3) hours at the appropriate overtime rate. However, the employee will not be
required to work for three (3) hours if the work for which the employee was recalled to
perform is completed in less fime.

If the employee is required to again perform duties within that three (3) hour period, no
further minimum payment will apply.

In the case of an employee who is rostered to be on call and who is recalled to work,
payment must be made from the time the employee leaves their home. The time spent
travelling to and from work must be considered as fime worked.

If any employee is recalled to work the cost of fransport to and from their home will be
refunded where the employee submits a claim for the kilomeftres travelled. Alternatively,
employees are able to access taxi vouchers via their Manager.

To ensure fatigue is appropriately managed, where an employee is recalled to the
workplace, clauses 6.6.1 and 6.6.2 (Fatigue Leave and Payment) will apply where an
employee has actually worked more than two (2) hours across one or more recalls,
unless the employee had already received a minimum break of ten (10) hours (or eight
(8) hours by agreement) at the time of the initial recall.

For employees who are rostered to perform on call and in receipt of the on call
allowance, fatigue leave or fatigue payment will apply where an employee has
actually been recalled to site and worked in excess of two (2) hours (including fravelling
fime). For the sake of clarity this clause only applies for the time where work is physically
performed on site by the employee.

Where an employee performing on call and receiving the on call allowance is recalled
to site for a period of less than two (2) hours (including fravel time), and the recall
commences between the hours of 23:00 and 04:00, to ensure appropriate rest, the
employee will be provided time off equivalent to the duration time of the recall without
loss of pay, prior fo recommencing their ordinary rostered shift.

For example, an employee normally required to commence their ordinary rostered
shift at 8:00am, who was recalled for ninety (90) minutes during the evening prior in
accordance with the hours specified above, would not be required to commence
their ordinary shift until 9:30am and would be paid ordinary time from 08:00am until
09:30am.
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8.

8.1
8.1.1
8.1.2
8.1.3
8.1.4
8.1.5
8.1.6
8.1.7
8.1.8

8.2
8.2.1
8.2.2

PART 8 - Breaks and Allowances

Meal Breaks

Employees will be entitled to have an unpaid meal break of thirty (30) minutes for shifts
of six (6) hours or more, provided that, by agreement of an individual employee, an
employee who works shifts of six (6) hours or less may forfeit the meal break. Subject to
clause 8.1.2, this break will be taken between the fourth and the sixth hour after the
commencement of shift.

Mater will facilitate access to meal breaks. Employees are required to access such
breaks and licise with their Manager, Team Leader or relevant delegate to provide an
appropriate handover to ensure continuity of patient care.

Where an employee is unable to access a meal break as provided by clause 8.1.1
above, the employee will be paid a penalty (the penalty payment) calculated af the
rate of double fime for all time worked until the meal break is taken. The penalty
payment is based on the ordinary rate, exclusive of shift penalties except on Sundays
and Public Holidays.

The penalty payment is subject to:
a) The inability fo access the meal break being due to operational necessity; and

b) The employee informing their Manager, within the six (6) hour period that they are
unable to take a meal break as provided by clause 8.1.1 and the particular
circumstances for this; and

c) The Manager confirming that the employee is unable to access the meal break as
provided in clause 8.1.1.

Where an employee is required by their Manager to remain available during a meal
break, but is free from duty, the employee will be paid at ordinary rates for a 30-minute
meal break. This period will not count as fime worked when calculating ordinary hours
for the purposes of overtime or penalties.

If the employee is recalled to perform duty during this period, the employee will be paid
at the rate of double time for all time worked until the balance of the meal break is
taken.

Provided that clauses 8.1.3 and 8.1.5 do not apply to Registered Nurses Level 3 or above
as these employees are to organise their work time so that a meal break is taken at an
appropriate tfime.

Employees working a twelve (12) hour shift are entitled to meal breaks in accordance
with clause 5.2 (Twelve (12) Hour Shifts) and clause 8.2.3 (Tea Breaks).

Tea Breaks

Every employee is entitled to a paid tea break of ten (10) minutes duration within each
period of four (4) ordinary hours of work. Such tea breaks are to be taken at times
suitable to Mater and so as not to interfere with the continuity of work where continuity,
in the opinion of Mater, is necessary.

Upon request by the employee, Mater may agree that the tea breaks may be
combined into one twenty (20) minute tea break to be taken in the first part of the
ordinary working day, with such twenty (20) minute tea break and meal break arranged
in such a way that the ordinary working day is broken up into three, approximately
equal, working periods.
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8.2.3

8.3
8.3.1

8.3.2

9.

Tea and Meal breaks are outlined in the below table:

Meal and Tea Breaks

Shift Length Tea breaks Meal breaks
4 hours 1 x 10-minute paid rest pause | Nil
6 hours 1 x 10-minute paid rest pause | 1 x 30-minute unpaid meal break
8 hours 2 x 10-minute paid rest pause | 1 x 30-minute unpaid meal break
10 hours 2 x 10-minute paid rest pause | 1 x 30 minute unpaid meal break

1 x 30-minute paid meal break
12 hours 4 x 10-minute paid rest pause | and
1 x 30-minute unpaid meal break

Meal Allowance

An employee who is required to continue to work for more than two (2) hours after the
rostered ceasing time shall be paid a meal allowance of as outlined in Schedule Two
(Allowances).

This allowance will not be paid where a meal is provided by Mater free of charge.

PART 9 — Leave and Public Holidays

9.1 Annual Leave

Entitlement

9.1.1  All full time employees are entitled to five (5) weeks' (190 hours) annual leave each
year. Part time employees are entitled to pro rata accruals.

9.1.2 Afull time employee who meefts the definition of a shift worker (clause 1.7.1 z) is entifled
to an additional week annual leave per year (228 hours total). Part fime employees who
meet the definition of shift worker will be entitled to pro rata additional hours of annuall
leave per year.

9.1.3 An employee’s annual leave accrues progressively during a year of service,

commencing on their anniversary date, based on the employee's ordinary hours of
work and accumulates from year to year.

Accessing and Approving Annual Leave

9.1.4

92.1.5

Annual leave should be taken at a fime that is mutually acceptable to both the
employee and Mater, subject to emergent circumstances or a direction fo take leave in
accordance with clause 9.6 (Direction to Take Annual Leave - Excessive Balance).

On receiving an application from an employee to access annual leave, the following
will apply:

a) Within fourteen (14) days of receipt, Mater will advise the employee one of the
following outcomes:

(i) the leave is approved;
(ii) the leave is refused; or

(iii) the application needs further consideration as to whether it can be
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approved once operational requirements are known.

b) If clause 9.1.5 a)(iii) applies (i.e. further consideration required), then the
employee must be advised within twenty-eight (28) days of receipt of the
application (or by a later time agreed between Mater and the employee) as to
whether the application is approved or refused.

Half Pay

9.1.6

9.2

Employees may apply fo take annual leave at half pay for double the period of time
subject to:

Q) Mater's discretion; and

b) Where an employee requests the approval of annual leave at half pay, the
employee agrees that fifty (50) per cent of the leave period will be taken as
unpaid leave. Accordingly, the unpaid portion of the leave will not be counted
as service.

c) Where an application for annual leave at half pay is accepted, Mater will agree
to average the unpaid portion of the leave period over the full period.

Part fime employees may request to access up to thirty-eight (38) hours of annual leave
per week without affecting their part time status. This option allows the employee o
receive additional pay while on leave however is subject to the employee requesting
the additional leave hours and the request being approved. A part time employee's
annual leave request will be on the basis of their confracted hours, unless they request
to access additional leave.

Calculation of Annual Leave payment

9.2.1 Annualleave will be calculated as follows:

Annual Leave Non-shift Workers

Package Details

Five (5) weeks annual leave

Non shift Workers Annual leave loading (17.5%) on four (4) weeks
Pro rata for part-time employees

The employee’s ordinary wage rate as prescribed by
the agreement for the period of annual leave plus

Payment and leave loading 17.5% annual leave loading* for four (4) weeks.

* Leave loading is averaged over five (5) weeks and will
be paid at 14%.

Annual Leave Shift Workers

Package Details

Six (6) weeks annual leave

Shift workers Annual leave loading (25%) on five (5) weeks
Pro rata for part-time employees

The employee’s ordinary wage rate as prescribed by
Payment and leave loading | the agreement for the period of annual leave and 25%*
annual leave loading for five (5) weeks.
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Annual Leave Shift Workers

Details

* Leave loading is averaged over six (6) weeks and will
be paid at 20.83%.

9.3 Additional Leave for On Call and Recall

Effective from the commencement of the agreement

9.3.1  Afull time or part fime employee who does not work in an area that operates on a
twenty-four-hour, seven day a week (24/7) basis, who is rostered on call on twenty (20)
or more occasions from 1 January to 31 December will receive an additional thirty-eight
(38) hours annual leave. This additional leave will not attract leave loading.

9.3.2 Part time employees who meet criteria for additional annual leave (clause 9.3.1) will be
entitled to annual leave of a pro rata basis.

9.3.3 For the sake of clarity, the total annual leave and additional leave accrual as
prescribed in clause 9.3.1 will not exceed six (6) weeks per year.

Effective From 1 January 2027

9.3.4 A full time employee who does not work in an area that operates on a twenty four hour,
seven day a week (24/7) basis, who is either rostered on call for 45 (forty five) instances
or more OR is recalled for 20 (twenty) occasions or more from 1 January to 31
December will receive an additional thirty-eight (38) hours annual leave. This additional
leave will not attract leave loading.

9.3.5 Part fime employees who meet criteria for additional annual leave (clause 9.3.4) will be
entitled to annual leave on a pro rata basis.

9.3.6 For the sake of clarity, the total annual leave and additional leave accrual as
prescribed in clause 9.3.4 will not exceed six (6) weeks per year.

Annual Leave On Call and Recall

Qualification for
additional leave

Annual Leave

38 hours annual leave
Commencement of | 20 rostered occasions of on Additional 38 hours of annual
Agreement call leave

Pro rata for part fime employees

45 rostered occasions of on 38 hours annual leave

call Additional 38 hours of annual
1 January 2027 OR leave
20 instances of recall Pro rata for part fime employees
9.4 Purchase of Leave

9.4.1 Extraleave for proportionate salary (also referred to as purchase of leave) is a scheme
where employees can access between one (1) and six (6) weeks “exira” leave in
addition and separate to, paid annual leave and other entitlements. The effect is to
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9.5
9.5.1

9.5.2

9.5.3

9.6
9.6.1

9.6.2

9.7

9.7.1

9.7.2

provide a continuous reduced average salary over a twelve (12) month period that
allows for the payment of a proportional salary to cover the period of the “extra” leave.

Cashing out of Annual Leave

Mater is committed to ensuring that all employees access their accrued leave for rest
and recreation away from the workplace each year.

An employee may cash out an enfittement to annual leave provided that:
Q) each request is made in writing; and

b) the employee maintains a balance of at least five (5) weeks’ annual leave after
cashing out the leave; and

c) the employee has taken at least two (2) weeks of annual leave in the twelve (12)
month period immediately prior fo making a request.

All requests and supporting documentation must be submitted in writing to the Chief
People, Culture and Learning Officer (however titled) or their delegate.

Direction to Take Annual Leave - Excessive Balance

Subject to the provisions of the Act, an employee may be directed to take annual leave
in circumstances where:

a) The employee has an annual leave balance in excess of two (2) years' accrual;
and
b) The employee and Mater have had a discussion concerning the reasons why

the employee has not taken a period of annual leave (the purpose being to
ascertain whether the employee is saving the leave for a particular occasion,
and whether such leave may be able to be approved); and

c) The employee and Mater have been unable to agree on mutually acceptable
leave arrangements; and

d) Subject to the employee and Mater having the above conversations Mater
provides the employee with a minimum of twenty-eight (28) days’ notice in
writing directing the employee to take a period of leave and the request is
reasonable; and

e) employees may only be able to be directed to take annual leave once in a
twelve (12) month period unless otherwise agreed; and

f) Any period of directed leave under this clause must not reduce the employee’s
total leave balance below eight (8) weeks' accrual.

For the purposes of clause 9.6.1 (d) and without limiting what constitutes a “reasonable™
request, one consideration would be whether the employee has applied for, and been
refused, annual leave that would have avoided an excessive annual leave balance if
the application was approved.

Christmas Period Closure and Concessional Day

The Christmas Concessional Day is a day, as determined in advance by Mater, which
falls within the Christmas / New Year Period. Eligible employees are able to take this day
as a leave day without it being debited from any leave account.

Those eligible for the Concessional Day are:

a) Full time employees who are non-shift workers (as defined in clausel.7.1 z)), that
is, those who have an entitlement to five (5) weeks annual leave. Those entitled
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9.7.3

9.7.4

9.7.5

9.7.6
9.8

92.8.1

9.8.2

to six (6) weeks annual leave are not entitled to the Concessional Day.

b) Part fime employees who are non-shiftf workers and who normally work on the
day of the week on which the Concessional Day falls. If they do not normally
work on the day of the week on which the Concessional Day falls they are not
entitled to the Concessional Day.

Employees who are not required to work due to the Clinical Unit being closed over the
period will be required to take annual leave on the days not designated as public
holidays and not designated as the Concessional Day. Those employees who do not
have sufficient annual leave and their Clinical Unit will be closed will either be offered
redeployment within another area for the period or the option of taking Leave Without
Pay (LWOP).

Employees who have access to TOIL arrangements under clause 6.2 (TOIL) this
Agreement or approval to use TOIL within a work Clinical Unit may use those TOIL
balances in place of annual leave, over the compulsory closure period. Leave taken as
TOIL over the compulsory closure period is to be taken in hours which would have been
worked.

Eligible employees who work on the designated Concessional Day will have the
opportunity fo take it as time in lieu at a mutually agreeable time before 31 March the
following year.

Casual employees are not eligible for the Concessional Day.
Reduced Activity Periods

There will be times when Mater will initiate planned reductions in operational activity
due to business requirements that will mean reduced staffing level requirements. Mater
will provide employees six (6) weeks' notice of such planned reductions, which will
usually coincide with holiday periods such as Easter and Christmas.

To respond to such business requirements where staffing levels are expected to be in
excess of the planned reduced activity in a work area for the relevant periods, the
following will be undertaken by Mater:

a) employees will be requested to voluntarily:
(i) submit leave applications (e.g. annual leave); and
(ii) access any accrued TOIL or ADO balances;

b) Subject to clause 9.8.2c), employees with an annual leave balance in excess of
two (2) years' accrual may be directed to take annual leave in accordance
with clause 9.6 (Direction to Take Annual Leave - Excessive Balance) except with
respect to nofice the following will apply:

(i) Mater will aim to provide a minimum of twenty-eight (28) days written
notice in accordance with clause 9.6.1d);

(ii) However, in the case of reduced activity periods, a minimum of fourteen
(14) days written notice will apply.

c) A direction pursuant to clause 9.8.2 b) will not be given to an employee who
applied for, and been refused, annual leave for all or a significant part of the
relevant reduced activity period.

d) If there are opportunities for employees to be deployed to another work area for
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9.8.3

9.8.4

9.9
9.9.1

9.9.2

9.9.3

9.9.4

the period, then Mater will:

(i) seek requests from employees who wish to be considered for
deployment; and

(ii) discuss with those employees about potential deployment opportunities.

Employees may be directed to access TOIL and / or any accrued ADO balances for the
period.

The above actions will generally be undertaken by Mater in the order outlined, but
some actions may occur simultaneously to ensure appropriate staffing levels for the
periods are achieved, whilst also giving employees appropriate notice.

Personal / Carer’s Leave

An employee, other than a casual, is entitled to up to ten (10) days personal leave on
full pay for each year of service. Personal leave (which incorporates carer's leave) will
accumulate for each completed year of service and a proportionate amount for an
incomplete year of service.

An employee may take paid personal leave if the leave is taken:

a) because the employee is not fit for work because of a personal iliness, or
personal injury, affecting the employee; or

b) to provide care or support to a member of the employee’s immediate family, or
a member of the employee’s household, who requires care or support because
of:

(i) a personal iliness, or personal injury, affecting the member; or
(ii) an unexpected emergency affecting the member.
The following will also apply:

a) Employees accrue Personal / Carer’s leave whilst absent from work on
authorised paid leave.

b) Personal leave may be taken for part of a day;

c) Employees are required to notify their Manager as soon as possible of their
absence and of its’ expected duration;

d) An application for personal leave of three (3) days or more must be supported
by a medical certificate or evidence that would satisfy a reasonable person;

e) Despite clause 9.9.3(d), an employee may be nofified that they will be required
to provide a medical certificate or any other evidence that would satisfy a
reasonable person for a repeated absence of one (1) or more working days
before or following a Rostered Day Off (RDO), an Accrued Day Off (ADO),
annual leave, long service leave or public holiday.

f) Payment of personal leave is based on the ordinary rate being paid to the
employee at the time the leave is taken. Leave debits will be equivalent to the
ordinary hours the employee would have worked had they not been on paid
leave. Such leave will therefore be paid and debited on the basis of hours
actually taken.

An employee is also entitled to two (2) days of unpaid carer’s leave for each occasion
when a member of the employee’s immediate family, or a member of the employee’s
household, requires care or support because of:
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b)

9.10
9.10.1

9.10.2

9.10.3

9.10.4

9.11

92.11.1

9.11.2

9.12

9.12.1

9.12.2

9.13

9.13.1

A personal iliness, or personal injury, affecting the member; or

An unexpected emergency affecting the member.

Compassionate Leave

An employee is entitled to two (2) days of paid compassionate leave for each occasion
(a permissible occasion) when a member of the employee’s Immediate family, or a
member of the employee’s household:

a) contracts or develops a personal iliness that poses a serious threat to their life; or
b) sustains a personal injury that poses a serious threat to their life; or

c) passes away; or

d) a child is stillborn, where the child would have been a member of the

employee’s immediate family, or a member of the employee’s household, if the
child had been born alive; or

e) the employee, or the employee’s spouse or de facto partner, has a miscarriage.

Such leave will be paid at the ordinary rate of pay for the eligible employees ordinary
hours of work for the period.

An employee may apply for additional unpaid leave in accordance with Mater Policy
as amended by Mater from time to time.

Casual employees are entitled to unpaid compassionate leave.

Domestic and Family Violence Support Leave

Mater is strongly committed to providing a healthy and safe working environment for all
employees. It is recognised that employees sometimes face difficult situations in their
personal life, such as domestic and family violence, that may affect their attendance or
performance at work, or safety, and Mater has a comprehensive Domestic and Family
Violence Guideline in place for this purpose.

Employees are entitled to ten (10) days paid leave per year in accordance with the
Nafional Employment Standards (NES) and Mater policy.

Parental Leave

Mater supports employees during their pregnancy or adoption of a child and offers paid
parental leave, unpaid parental leave and flexible rostering to accommodate
pregnancy-related and adoption appointments. Mater’'s Leave policy, as amended by
Mater from time to time, provides further information with respect to parental leave
support provided to employees.

Employees will be entitled to unpaid parental leave (maternity, adoption and spousal)
in accordance with the Act and Mater Policy.

Paid Parental Leave

In accordance with Mater Policy, eligible employees (full time and part time employees
who have completed twelve (12) months’ contfinuous service with Mater at the
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expected date of birth, or (in the case of adoption) the day of placement or expected
date of placement of the child) will be entitled to paid parental leave as follows:

a) A period of twelve (12) weeks paid leave for a parent who will take the maijority of
initial caregiving responsibilities; or

b) A period of two (2) weeks paid leave for parent who is the supporting parent / partner
sharing in the caring of the child.

9.13.2 Part tfime employees are entitled to leave in accordance with clause 9.13.1 on a pro
rata basis.

9.13.3 Eligibility, notice requirements and other related information is detailed in Mater’s Leave
Policy as amended by Mater from time to time.
9.13.4 Parentincludes:
a) A birth parent;
b) An adoptive parent: or
c) A person who has primary responsibility for the day-to-day care of the child.

9.13.5 Supporting parent / partner refers to an employee sharing the initial caring
responsibilities but not primarily responsible for daily care.

9.13.6 Leave may be taken at half pay for double the period of time by the employee
agreeing that for the duration of the leave their current ordinary hours will be deemed
to be halved and leave will accrue accordingly.

9.13.7 When accessing parental leave at half pay, the employee agrees that fifty (50) per
cent of the leave period will be taken as unpaid leave. Accordingly, the unpaid portion
of the leave will not be counted as service.

9.14 Returning from Parental Leave

9.14.1 An employee returning from a period of parental leave is entitled to:

a) Return to their former position or equivalent if the former position no longer exists. If
the employee fransferred to a safe job or reduced hours due to the pregnancy prior
to taking leave they are entitled to the position they held before the transfer or
reduction.

b) Request flexible working arrangements. Flexible work arrangements include reducing
working hours and changing starting and finishing times / shift arrangements,
including predictable seft shifts to coincide with childcare arrangements. At the
conclusion of the flexible work arrangements, return to their former position or
equivalent if the former position no longer exists.

92.15 Breastfeeding Facilities & Procedures

9.15.1 Mater will ensure, as a minimum, access to an appropriate room with adequate privacy
to breastfeed or express. The employee is to be offered flexibility in the rosters
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9.16

9.16.1

9.16.2

9.16.3

9.17

9.17.1

9.17.2

9.18

9.18.1

conducive to the needs of the lactating mother and be provided with breaks that
facilitate feeding and / or expressing.

Long Service Leave

An employee who completes ten (10) years' continuous service is enfitled to long
service leave. A full time employee accrues leave at the rate of 1.3 weeks on full pay
for each year of continuous service and a proportionate amount for an incomplete
year of service. A part fime and casual employee will accrue long service leave on a
pro rata basis based on the number of hours worked.

An employees’ entitlement to long service leave will be as follows:

a) Employees may take leave after seven (7) years contfinuous service and are
entitled to payment in lieu of leave on termination after ten (10) years
continuous service;

b) Exceptions to payment in lieu of long service leave on termination prior to the
completion ten (10) years continuous service are in accordance with the
Industrial Relations Act 2016 (QLD);

(a) The minimum period of leave is one (1) week.

(b) The recognition of prior service with Queensiand Health for the purposes of Long
Service Leave, is provided in accordance with Mater policy as amended by Mater
from time to time.

Employees may apply to take long service leave at half pay for double the period of
time subject to:

a) Mater’s discretion; and

b) The employee agreeing that for the duration of the leave their current ordinary
hours will be deemed to be halved and leave will accrue accordingly.

c) When accessing long service leave at half pay, the employee agrees that fifty
(50) per cent of the leave period will be taken as unpaid leave. Accordingly, the
unpaid portion of the leave will not be counted as service.

Cashing out of Long Service Leave

Employees with ten (10) or more years of service may apply to cash out a portion of
their accrued long service leave (instead of taking the leave) in the following
circumstances:

a) on compassionate grounds; or

b) on the ground of financial hardship.

All requests and supporting documentation must be submitted in writing and approval is
subject to the discretion of the Chief People Culture & Learning Officer (however titled)
or delegate.

Direction to Take Long Service leave

An employee may be directed to take long service leave in accordance with the
Industrial Relations Act 2016 (QLD). In circumstances where Mater and the employee
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have been unable to agree on mutually acceptable leave arrangements, Mater may
decide when the employee is to take leave by giving the employee at least three (3)
months’ written notice of the date on which the employee must take at least four (4)
weeks long service leave.

92.19 Jury Service

92.19.1 An employee, other than a casual employee required to attend jury service during their
ordinary hours, will continue to be paid their ordinary hours by Mater.

9.19.2 The employee will notify Mater as soon as practicable of the date upon which they are
required to attend for jury service and will provide Mater with proof of attendance, the
duration of attendance and the fees received in respect of attendance.

9.19.3 Fees (excluding meal and transport allowance) received by an employee to attend jury
service will be paid to Mater and Mater will continue to pay the employee their ordinary
pay for the time the employee was absent on jury service.

9.19.4 If the employee is not required to serve on a jury for a day or part of a day after
attending for jury service and the employee would ordinarily be working for all or part of
the remaining day, the employee must, if practicable, present for work at the earliest
reasonable opportunity.

9.20 Public Holidays

9.20.1 The following are public holidays:

Q) 1 January (New Years Day);
b) 26 January (Australia Day);
c) Good Friday;

d) Easter Saturday:

e) Easter Sunday:

f) Easter Monday;

a) 25 April (Anzac Day);

h) Labour Day;

i) Show Day (e.g. EKKA);
) The Birthday of the Sovereign;
k) 24 December - 6:00pm til midnight (Christmas Eve)

1) 25 December (Christmas Day):

m) 26 December (Boxing Day); or
n) Any other day, or part-day, declared or prescribed by or under the Holidays Act
(Qld) 1983.
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9.20.2

9.20.3

9.20.4

9.20.5

9.20.6

9.21

9.21.1

9.21.2

Work performed by an employee on any of the public holidays provided for in clause
9.20.1 will be paid at the rate of double fime (double the ordinary rate), with a minimum
payment of four (4) hours except as per clause 7.2 (Recall).

Work performed by an employee on Easter Saturday and 25 December will be paid at
the rate of triple time (triple the ordinary rate), with a minimum payment of four (4) hours
except as per clause 7.2 (Recall).

An employee (other than a casual employee), who works:

a) Fixed rostered days of the week and is rostered to work on a day on which any
public holiday falls, but who is not required to work on the public holiday; or

b) a variable roster and has been primarily rostered to work on a day on which any
public holiday falls, but who is not rostered to work on the public holiday;

is entitled to ordinary pay for that day.

For clause 9.20.4 b), “primarily rostered to work on a day” means the employee has
been rostered to work (or on paid personal / carer, annual or long service leave) on a
particular day of the week for at least fifty percent (50%) of such days over the twenty-
six (26) weeks immediately preceding the public holiday.

For example, a public holiday falls on a Tuesday. If an employee working a variable
roster has been rostered to work (or on paid personal/carer, annual or long service
leave) on at least 50% of the Tuesdays in the 26 weeks immediately before the
public holiday, then the employee is entitled to be paid for the public holiday at
ordinary pay even if the employee is not rostered to work on the day of the public
holiday.

An employee’s Accrued Day Off (ADO) will not be rostered on a public holiday.

Suspension

General Principle

Q) Mater has an inherent right to suspend employees with pay. Nothing in this
clause is intended to limit or modify any inherent power Mater has in relation to
paid suspension.

b) An employee may request access to accrued leave entitlements in lieu of
suspension with or without pay. Requests to access leave in lieu of suspension will
notf be unreasonably denied.

Mater may suspend an employee without pay. Grounds for suspension without pay
include where:

a) There is prima facie evidence of serious misconduct of such gravity that
continued duty would pose a significant risk to reputation, safety, service
delivery, or regulatory compliance; or

b) The employee is charged with or convicted of a serious offence; and

i. isunable to perform their role as a consequence of the charge, related
proceedings or conviction; or
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9.21.3

9.21.4

9.21.5

10

10.1

10.1.1

10.2

10.2.1

10.2.2

10.2.3

ii. Mater’s brand or reputation may be damaged if the employee is allowed to
continue working; or

c) The employee is unable to perform the inherent requirements of their role due fo
professional registration requirements lapsing, being suspended or conditions
being imposed that are unable to be met by Mater or the employee.

Procedural Fairness

a) Any decision to suspend an employee without pay under this clause must:
i.  be confirmed in writing and include the reason/s for the suspension without pay;

ii. provide the employee an opportunity to respond before suspension without pay is
imposed, except in urgent case of demonstrable risk to reputation, safety, service
delivery or regulatory compliance;

ii. specify the expected duration of suspension.

b) An employee is entitled to have a support person present during any discussions
related to their suspension.

Disputes

a) Resolution of disputes under this provision will be dealt with in accordance with
clause 12.3 (Prevention and Settlement of Disputes).

Continuity of service

a) Suspension without pay does not break continuity of service.

PART 10 - Professional Support and Training

Mandatory Training

The parties acknowledge that all mandatory training is to be allocated to paid work
time.

Professional Development Allowance (PDA)

All permanent employees (with the exception of AINs and part fime employees
contracted to less than sixteen (16) hours per fortnight) are eligible to apply for a
Professional Development Allowance (PDA) up to the value of $§750.00 per annum (pro
rata for part time employees).

Permanent AINs CSSD performing sterilising duties (except those contracted to less than
sixteen (16) hours per fortnight) are eligible to apply for PDA up to the value of $250.00
per annum (pro rata for part time employees).

This initiative is fo support employees to meet the costs associated with their professional
development and can be used o claim development activities or relevant materials.
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10.2.4 Approved professional development activities are to be paid for by the employee
(unless otherwise agreed to and paid by Mater) and will be reimbursed by Mater upon
provision of a tax invoice; and completion and approval of relevant application form

10.2.5 Employees can accrue PDA up to a period of two (2) years. For clarity, this will be a
rolling two-year timeframe meaning that, if the employee has not accessed any funds
from their PDA balance, any amounts accrued after two (2) years will be added to the
PDA balance, and any amounts accrued more than 2 years ago will be deducted from
the PDA balance. This will ensure a total 2-year accrual period is retained.

10.2.6 An employee is able to access their PDA in accordance with Mater Policy as amended
by Mater from fime fo fime.

10.3 Professional Development Leave (PDL)

10.3.1 All permanent employees (with the exception of AINs and part time employees
contracted to less than sixteen (16) hours per fortnight) will be entitled to accrue twenty-
four (24) hours of Professional Development Leave (PDL) per year. Part time employees
will accrue a pro rata amount.

10.3.2 Permanent AINs CSSD performing sterilising duties (except those contracted to less than
sixteen (16) hours per fortnight) will be entitled to accrue eight (8) hours of PDL per year
(pro rata for part-fime employees).

10.3.3 Professional Development Leave (PDL) may accrue for a maximum period of two (2)
years. For clarity, this will be a rolling two-year fimeframe meaning that, if the employee
has not accessed any leave from their balance, any amounts accrued after two (2)
years will be added to the PDL balance, and any amounts accrued more than 2 years
ago will be deducted from the PDL balance. This will ensure a total 2-year accrual
period is retained.

10.3.4 An employee is able to access their PDL accrual in accordance with Mater Policy as
amended by Mater from fime fo time. The amount of paid leave includes any time
required to travel to the professional development. This may be extended at the
discretion of the employee’s Director or their delegate, where the professional
development requires extensive travel (for example, to another part of Queensland,
intferstate or overseas).

10.3.5 No cash payment will be made in lieu of PDL, including upon resignation, retirement,
and fermination of services or exceeding the maximum accumulation in accordance
with clause 10.3.3.

10.3.6 Paid PDLis an enfitlement over and above all other leave entitlements. All PDL shall be
utilised to undertake relevant professional development activities as discussed and
approved by the employee’s Director or their delegate. PDL will not be used as a
substitute for current mandatory training, maintenance of ongoing nursing / midwifery
skills necessary for an employee to perform the normal duties and functions of their
position (or other training required by Mater).
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10.4 Additional Professional Development Support

10.4.1 Mater commits to continuing to provide all mandatory education through the Mater
Education Centre.

10.4.2 Mater retains the discretion to approve, on application, paid absence and/or a
contribution to the cost of the education, for all employees, including those who are not
eligible under clause 10.2 and 10.3, to aftend relevant professional development /
training / educational courses.

10.4.3 This professional development support is to be offered in addition to the professional
development allowance and professional development leave contained in clause 10.2
(Professional Development Allowance) and 10.3 (Professional Development Leave)of
this Agreement.

10.5 Accelerated Advancement - Enrolled Nurse

10.5.1 An Enrolled Nurse (other than an Enrolled Nurse who is appointed in the first year of
experience at pay point 2) who is performing duties for which the below training is
directly relevant shall be entitled to accelerated advancement by one pay point:

a) for possession of a post enrolment qualification accredited by an Australian
statutory nurse registering authority; or

b) on completion of a post enrolment course of at least 6 months’ duration where
such an employee is required to perform duties of a position to which such
training is directly relevant:

10.5.2 Provided that an employee who has already been advanced one pay point, shall not
be entitled to further advancement under this clause.

10.6 Qualification Allowance

10.6.1 Full fime, part time or casual employees are entitled to receive a qualification
allowance, upon application and subject to satisfaction of the criteria set out in this
clause. The fortnightly allowance is paid on a pro rata basis for part time and casual
employees.

10.6.2 Quantum of Allowance

Employees will be paid a qualification allowance of:

a) Two per cent (2%) of the base hourly rate for Registered Nurse Level 1 pay point
8 where the employee has completed a formal post graduate program at a
Graduate Certificate or Diploma level qualification including; Hospital Certificate
(Hospital based training), Graduate Certificate or a second or dual degree, in a
clinical field relevant to the employee’s current position (which is a position
where the qualification is required); or

b) Four per cent (4%) of the base hourly rate for Registered Nurse Level 1 pay point
8 for a Masters, Doctorate or equivalent level qualification.
10.6.3 The allowance does not apply to basic Registered Nurse qualifications or direct entry

midwifery qualifications when only one degree is held.
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10.6.4 The allowance is payable to an employee who holds a qualification from a course
which is of at least one (1) year's (or two (2) academic semesters) duration as approved
by Mater.

10.6.5 The allowance is only payable to the employee if the qualification is accepted by
Mater to be directly relevant to the skills and competencies of the employee’s role or
duties performed.

10.6.6 Where an employee holds two (2) or more relevant qualifications, the allowance is only
payable in respect of one (1) qualification. If the employee holds one (1) qualification of
a higher level, that qualification will be paid to the exclusion of the lower qualification.

10.6.7 Employees who believe they may be eligible for payment of a qualification allowance
shall make application to the appropriate Director. Applicants will be required to
provide appropriate supporting documentation attesting to their qualifications. Eligibility
will be determined by the relevant Director. In determining eligibility for the qualification
allowance, the Director may also consider qualifications that do not meet the criteria of
clause 10.6.

10.6.8 The qualifications allowance will be paid from the date on which the application has
been approved by Mater where it is determined that the qualification is directly
relevant to the skills and competencies being used for the duties of the employee’s role.

10.6.9 Subject to production of supporting documentation being provided within four (4)
weeks of commencing in an eligible role, Mater will adjust previous payments back to
the date of commencement.

10.6.10 Any employee unable to provide proof of documentation within four (4) weeks of
engagement will not be paid the allowance until such fime that the supporting
documentation is provided. The allowance will then be paid from the first full pay period
on or after the date of production.

10.6.11 An allowance payable under this clause will be discontinued with effect from the date
that Mater nofifies the employee entitled to the allowance that Mater has ceased o
accept that the holding of the qualification is directly relevant to the skills and
competencies being used for the duties of the employee’s position.

10.7 Graduate Nurse and Midwife Program
10.7.1 The employer will promote a culture that values nurses and midwives and their
conftribution to patient/client/woman-centred care and service delivery, including the
role of the graduate in the health care team.
10.7.2 Any registered nurse, enrolled nurse or midwife who has not been engaged in post-
graduate practice for more than six months (full time equivalent) eligible to apply for a
role in the graduate nurse / midwife program.

10.7.3 The graduate program will enable twelve (12) months of post-graduate practice.

10.7.4 The program will be developed by a facility’'s nurse / midwife educator and be guided
by the following principles:

a) Programs should provide a structured outcome-based framework to help newly
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graduated nurses and midwives consolidate knowledge and skills obtained
during their undergraduate educational preparation, based upon the skill and
knowledge requirements of their clinical practice environment, individual scope
of practice and individual learning and developmental needs;
b) Programs should provide for:

i. supernumerary time;

ii. appointment of a dedicated program coordinator;

ii. provision of tfrained, experienced and competent preceptors;

iv. maintaining manageable workloads for graduates;

v. planning to ensure suitable opportunities for graduates to develop further
knowledge;

vi. fransition support can be considered based on individual requirements to
consolidate learning and practice, including hours undertaken in the
program.

c) Completion of a graduate program is not mandatory and should not be a
prerequisite requirement for the early graduate nurse or midwife seeking
employment;

d) Programs will provide the early graduate with a holistic development of skills and
attributes.
e) Assessment of graduate nurse / midwife practice will be based upon the Nursing

and Midwifery Board Australia (NMBA) framework for assessing Standards of
Practice for registered nurses, enrolled nurses and midwives. This framework
guides the evidence-based assessment of competence for registrants and is an
important measure to ensure initial and confinuing competence of nurses and
midwives.

11 PART 11 - Midwifery Models of Care

Mater is committed to advancing midwifery models of care to ensure the provision of
quality, safe and responsive care. Midwifery Models of Care provide consistency and
Continuity of Care during the antenatal, infrapartum and postpartum periods.

Before a Midwifery Model of Care is developed in a facility, consultation will occur in
accordance with clause 12.1 (Consultation on Change). The consultation process will
ensure key stakeholders consider the appropriate midwifery model taking into
consideration consumers’ and community needs.

Mater will develop an agreement to support the agreed Midwifery Model of Care. Mater

will review and analyse the service provided on an ongoing basis. The review process
should be built info the local agreements.
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11.1 Midwifery Group Practice - Caseload Model

11.1.1 Mater provides a Midwifery Group Practice — Caseload Model of care for employees
who wish to participate.

11.1.2 Midwives who participate in a Caseload Model and receive an annualised salary may
revert to payment on the basis of time worked. In such cases, the midwife should
provide 4 weeks' nofice of their intentfion to return fo payment on the basis of actual
time worked. In exceptional circumstances Mater may waive the giving of four weeks'
notice.

11.1.3 The Caseload Model will equate to an employee working an average of thirty-eight (38)
hours per week over an eight (8) week period and will be based on a full-time midwife
providing full care to forty (40) clients in a 12-month period. Part-time employees will be
designated a caseload on a proportionate basis.

11.1.4 The Caseload Model of a midwife may vary depending upon the nature of the
midwifery service, the skills mix of the midwives within the midwifery service and the risk
profile of the clients. Accordingly, the determination of specific caseloads within a
particular service will be determined during the consultation process.

11.1.5 Participation in a Caseload Model will be voluntary. Midwives who do not participate in
the Caseload Model will not be paid an annualised salary, as outlined in clause 11.7
(Annualised Salary) and will be paid in accordance with the Agreement provisions for
time worked.

11.2 Patterns of Work

11.2.1 Midwives working in a Caseload Model will organise their own hours of work in
consultation with their supervisor, provided that they are able to meet the assessed
needs of clients.

11.2.2 Midwives will not be required to work for periods longer than eight (8) hours and can
choose to hand over care of the clients at that fime. The midwife will have the discretion
to work up fo, but not longer than twelve (12) hours, fo meet the needs of the client.

11.2.3 Each midwife will have a period of at least eight (8) hours, within any twenty-four (24)
hour period, continuously free of duty other than on-call and recall.

11.2.4 Each midwife will have an average of four (4) days off duty per fortnight, with at least
two (2) consecutive days free of planned work and on-call or recall.

11.2.5 Midwives will not be permitted fo work for more than seven (7) days in succession other
than where the midwife is recalled to work.

11.3 Excess Hours

11.3.1 The first thirty (30) hours worked in excess of 304 hours in an eight (8) week cycle will be
accrued as time off in lieu (TOIL). Hours worked in excess of 334 will automatically be
paid at the overtime rate of time and one half for the first three (3) hours and double
time thereafter unless the midwife elects to accrue TOIL instead of overtime payments.
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11.3.2 A maximum of thirty (30) hours TOIL may be carried from one eight (8) week cycle to the
next. The Midwifery Unit Manager may approve TOIL above thirty (30) hours in
exceptional circumstances, provided the hours in excess of thirty (30) are taken as time
off in lieu (TOIL) in the next work cycle.

11.4 Debit Carryover

11.4.1  Amaximum TOIL debit of sixteen (16) hours is allowed at any one time and may be carried
over from one (1) eight (8) week cycle to the next. For the sake of clarity this is sixteen
(16) hours in arrears.

11.5 Review of Workloads

11.5.1 Where a midwife works above or below the accepted range of hours (288 hours to 334
hours) the Line Manager (Nursing and Midwifery) will review the midwife’s hours of work
and ensure that future hours do noft fall above or below the accepted range of hours
which underpin the annualised salary.

11.6 Time Records

11.6.1 Midwives will be required to keep accurate records of all time worked including travel
time, administrative work, employee development and other non-clinical activity.

11.7 Annualised Salary

11.7.1 Midwives working in a Caseload Model are paid an annualised salary in recognition of
the flexible patterns of work to provide continuity of care. The annualised salary is the
ordinary rate of pay as sef out in Schedule 1 (Wages) and an all-purpose loading of 32.5%
which is in compensation for ordinary hours worked and for the following:

a) Public holiday penalty rates;

b) Saturday shift penalty rates;

c) Sunday shift penalty rates;

d) Afternoon shift penalty rates;

e) Night shift penalty rates;

f) Meal allowances relating to overtime;

g) Overtime payments, except as provided for in clause 11.3;
h) On-call allowances; and

i) Annual leave loading.

11.7.2 Six (6) months after a Caseload Model is adopted at a centre, the adequacy of the
annualised loading will be reviewed in accordance with agreed criteria.

11.7.3 Core midwives who do not work in a Caseload Model are not eligible for an annualised
salary.
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11.8 Annual Leave

11.8.1 Annual leave will be six (6) weeks per year and the all-purpose loading provided in clause
11.7.1 is paid for the entire period of leave.

12 PART 12 - Consultation and Dispute Resolution

12.1 Consultation on Change

Mater is committed to working collaboratively with the Queensland Nurse and Midwives Union
(QNMU) and will consult employees using an interest-based problem-solving approach (IBPS).

Change in the workplace

12.1.1 This consultation term applies if Mater:

a) Has made a definite decision to infroduce a major change fo production,
program, organisafion, structure or technology in relation to its enterprise that is
likely to have a significant effect on the employees; or

b) Proposes to infroduce a change to the regular roster or ordinary hours of work of
employees.

Consultation in relation to major workplace change

12.1.2 For a major change referred to in paragraph 12.2.1a0):

a) Mater must noftify the relevant employees and QNMU of the decision to
infroduce the major change; and

b) subclauses 12.1.3 to 12.1.9 apply.
12.1.3 Therelevant employee or employees may advise Mater that a person or employee

organisation is their representative for the purposes of the procedures in this clause in
relation to a major workplace change.

12.1.4 |If:
a) arelevant employee appoints, or relevant employees appoint, a representative
for the purposes of consultation; and
b) the employee or employees advise the employer of the identity of the

representative; the employer must recognise the representative.

12.1.5 Mater must nofify the relevant employees, their representatives (if any) and QNMU of
the decision to infroduce the change.
12.1.6 Assoon as practicable after making its decision, Mater must:

a) Consult with the relevant employees, their representatives (if any) and QNMU,
including by discussing with them:

i.  theintroduction of the change; and

ii. the effect the change is likely fo have on the employees; and
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measures Mater is taking to avert or mitigate the adverse effect of the
change on the employees; and

For the purposes of the consultation—provide, in writing, to the relevant
employees, and their representatives (if any) and QNMU:

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

the reasons or justification for the change; and

information about the expected effects of the change on the employees;
and

any other matters likely to affect the employees.

12.1.7 However, Mater is not required o disclose confidential or commercially sensitive
information to the relevant employees, representatives (if any) or QNMU.

12.1.8 Mater must give prompt and genuine consideration to matters raised about the major
change by the relevant employees and their representatives (if any).

12.1.9 Mater will take reasonable steps to communicate the outcome of the consultation
process including the consideration that was given to matters raised about the major
workplace change by the relevant employees, their representatives (if any) and QNMU.

12.1.10 If a term in this agreement provides for the infroduction of a major workplace change in
relation to the enterprise of the employer, the requirements to consult contained in
clauses 12.1.3 to 12.1.9 are taken not to apply.

12.1.11 In this term, a major workplace change is “likely fo have a significant effect on
employees” if it results in:

a)

b)

g

the termination of the employment of employees; or

major change in the composition, operation or size of the employer’s workforce
or to the skills required of employees; or

the loss of, or reduction in, job or promotion opportunities; or
the loss of, or reduction in, job tenure or job security; or
the alteration of hours of work; or

the need for employees to be retrained or transferred to other work or locations;
or

job restructuring.

Consultation in relation to change to regular roster or ordinary hours of work

12.1.12 For a change referred to in subclause 12.1.1b):

a)

b)

Mater must notify the relevant employees, their representatives (if any) and
QNMU in writing of the proposed change; and

subclauses 12.1.13 o 12.1.18 apply.
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12.1.13 The relevant employee or employees may advise the employer that a person or
employee organisation is their representative for the purposes of the procedures in this
clause in relation to changes to regular rosters or ordinary hours of work.

12.1.14 If:

a) arelevant employee, or the relevant employees, advise the employer that a
person or employee organisation is their representative for the purposes of
consultation; and

b) the employee or employees advise the employer of the identity of the

representative; the employer must recognise the representative.

12.1.15 As soon as practicable after proposing to infroduce the change, Mater must:

a) consult with the relevant employees, their representatives (if any) and QNMU
about the infroduction of the change, including by discussing the change with
them; and

b) for the purposes of the consultation—provide to the relevant employees, their

representatives (if any) and QNMU:

i. allrelevant information about the change, including the nature and expected
duration of the change; and

i. information about what the employer reasonably believes will be the effects of
the change on the employees (including any effect on the employee’s
remuneration); and

iii. information about any other matters that the employer reasonably believes are
likely to affect the employees; and

c) Invite the relevant employees, their representatives (if any) and QNMU to give
their views about the impact of the change (including any impact in relation to
their family or caring responsibilities).

12.1.16 However, Mater is not required to disclose confidential or commercially sensitive
information to the relevant employees, their representatives (if any) or QNMU.

12.1.17 Mater must give prompt and genuine consideration to matters raised about the
change by the relevant employees, their representatives (if any) and QNMU.

12.1.18 Mater will take reasonable steps to communicate the outcome of the consultation
process including the consideration that was given to matters raised about the change
to the regular roster or ordinary hours of work of employees by the relevant employees,
their representatives (if any) and QNMU.

Definition

12.1.19 In this tferm: relevant employees means the employees who may be affected by a
change referred to in subclause 12.1.1.
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12.2 Local Consultative Committee (LCC)

12.2.1 A Local Consultative Committee (LCC) will be established within each Region including:

a) North Queensland (NQ)
b) Central Queensiand (CQ)
c) South East Queensland (SEQ)

12.2.2 Each Local Consultative Committee will include attendance from:

a) Mater representatives at the leadership level e.g. Director of Clinical Services,
Human Resources and/or Industrial Relations;

b) QNMU representatives including organisers and workplace delegates;
c) Subject matter experts as required.
12.2.3 The role of a Local Consultative Committee is fo act as the principal conduit through

which employees and their representatives consult and discuss matters arising under this
Agreement.

12.2.4 Mater will develop Terms of Reference for each Local Consultative Committee .

12.2.5 Except where otherwise agreed, each Local Consultative Committee shall meet at least
six (6) times a year or more often if requested by either party.

12.3 Prevention and Settlement of Disputes

12.3.1 If a dispute relates to:
a) a matter arising under the Agreement; or

b) the National Employment Standards;
this clause sets out procedures to settle the dispute.

12.3.2 The parties to a dispute referred to in this procedure may include:

Q) an employee or employees covered by the agreement who are, or will be,
affected by the dispute;

b) the employer (Mater) covered by the agreement;
c) Queensland Nurses and Midwifery Union (QNMU) and
d) an employee organisation who:

i. has a member who it is entitled to represent and who is an employee
referred to in (a); or

ii. is covered by the enterprise agreement and enfitled to the benefit of, or

has a role or responsibility with respect to, the matter in dispute.

12.3.3 An employee who is a party fo the dispute may advise the employer that a person or
employee organisation is their representative for the purposes of the procedures in this
term.
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12.3.4 In the first instance, the parties to the dispute must try to resolve the dispute at the
workplace level, by discussions between the relevant employee or employees, relevant
supervisors and/or management and any relevant employee organisation.

12.3.5 If the discussions at the workplace level do not resolve the dispute, a party to the
dispute may refer the matter to the Fair Work Commission.

12.3.6 The Fair Work Commission may deal with a dispute referred to it under subclause (12.3.5)
even if the requirement for discussions in subclause (12.3.4) has not been complied with
if the Fair Work Commission is saftisfied that it is appropriate in all the circumstances to do
sO.

12.3.7 The Fair Work Commission may deal with the dispute in two (2) stages:

a) The Fair Work Commission will first attempt to resolve the dispute in such manner
as it considers appropriate, including by mediation, conciliation, expressing an
opinion or making a recommendation; and

b) If the Fair Work Commission is unable to resolve the dispute at the first stage, the
Fair Work Commission may then:

R arbitrate the dispute; and

i.  make a determination that is binding on the parties.

12.3.8 If the Fair Work Commission arbitrates the dispute:

a) It may also use any of the powers that are available to it under the Fair Work Act
2009 (Cth), including, but not limited o, the power to grant interim relief; and

b) A decision that the Commission makes when arbitrating a dispute is a decision
for the purposes of Division 3 of Part 5-1 of the Fair Work Act 2009 (Cth) and a
person aggrieved by the decision may seek to appeal the decision as provided
forin that Act.

12.3.9 Subject to any order made by the Fair Work Commission under subclause (12.3.8 a)),
while the parties are frying to resolve the dispute using the procedures in this ferm:

a) an employee must confinue to perform work as the employee normally would
unless the employee has a reasonable concern about an imminent risk to health
or safety; and

b) an employee must comply with a direction given by the employer to perform
other available work at the same workplace, or at another workplace, unless:

i the work is not safe; or

i. applicable occupational health and safety legislation would not permit the
work to be performed; or

iii. the work is not appropriate for the employee to perform; or
iv.  there are other reasonable grounds for the employee to refuse to comply

with the direction.

12.3.10 The parties to the dispute agree to be bound by a decision made by the Fair Work
Commission in accordance with this ferm.
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13

13.1
13.1.1
13.1.2
13.1.3
13.1.4
13.1.5

13.2
13.2.1

PART 13 - Termination of Employment and Redundancy

Notice of Termination of Employment

Except in the case of dismissal for serious misconduct, fermination of employment may
occur by the provision of the following written minimum notice by either Mater or the
employee:

Notice of Termination of Employment

Period of Continuous Service Period of Notice
1 year or less 1 week
Over 1 year and up to the completion of 3 years 2 weeks
Se\/(]erZS years and up to the completion of 5 3 weeks
Over 5 years of completed service 4 weeks

In addition to this notice, Mater will provide employees over 45 years of age at the time
of the giving of the nofice with not less than two (2) years continuous service, an
additional week’s nofice.

Mater may make payment in lieu of the noftice if Mater decides that part or all of the
notice period is not required to be worked. In calculating any payment in lieu of notice,
the payment will be based on the ordinary hours the employee would have worked
during the period of notice. The total must be worked out on the basis of:

a) the ordinary working hours to be worked by the employee; and

b) the amounts payable to the employee for the hours including for example
allowances, loadings; and

c) penalties; and

d) any other amounts payable under the employee’s employment confract,
including hours accrued under an ADO rostering system and not utilised as at
the date of termination.

If an employee who is at least 18 years of age does not give the required notice under
clause 13.1.1, Mater may, unless exceptional circumstances apply, deduct from wages
due to the employee under this Agreement an amount that is no more than one (1)
week's wages for the employee.

The notice periods in this clause do not apply in the case of a casual employee.

Job Security and Redundancy

Mater is committed to maximising permanent employment and job security for ifs
employees.
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13.2.2 Itis acknowledged that job security for employees assists in ensuring workforce stability,
cohesion and motivation. Mater recognises the crucial role employees play in providing
clinical health services in Queensland.

13.2.3 Whilst Mater is committed to job security for all employees, there may be times that due
to financial, funding or operational reasons and not due to the ordinary and customary
turnover of labour that Mater may determine to make a particular position(s)
redundant. Mater may redeploy employees to suitable alternative positions at any
Mater facility in the greater Brisbane region.

13.2.4 For the purposes of this clause only, in order to determine whether a position is deemed
to be a suitable alternative, Mater will:

a) review the skills needed to perform the essential requirements of the position;
and
b) assess if the affected employee has the necessary skills and relevant experience

or is reasonably able to be retrained to perform in the position; and

c) where it is assessed that the employee is reasonably able to be retrained,
provide such reasonable training as is necessary; and

d) offer redeployment.

13.2.5 Any determination of redundancies Mater will follow the process outlined in clause 12.1
(Consultation) in relation to redundancy and redeployment processes.

13.2.6 An employee may not unreasonably refuse a suitable alternative position. As per
Mater’s Redeployment and Redundancy Policy as amended from time to fime, where
an employee is offered a suitable alternative position or agrees to be redeployed to a
position in accordance with clause 13.2.4 (d), no redundancy entitlement will be
payable to the employee.

13.2.7 All entfitlements to redundancy payments will be in accordance with the below table
and will be in addition to the requisite notice period as per clause 13.1 (Nofice of
Termination of Employment).

Redundancy Pay Period

An employee’s period of continuous
service with the Employer on termination

Redundancy pay period

1 At least 1 year but less than 2 years 4 weeks
2 At least 2 years but less than 3 years 6 weeks
3 At least 3 years but less than 4 years 7 weeks
4 At least 4 years but less than 5 years 8 weeks
5 At least 5 years but less than 6 years 10 weeks
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Redundancy Pay Period

An employee’s period of continuous
service with the Employer on termination

Redundancy pay period

6 At least 6 years but less than 7 years 11 weeks
7 At least 7 years but less than 8 years 13 weeks
8 At least 8 years but less than 9 years 14 weeks
? At least 9 years or more 16 weeks

13.2.8 Where Mater has given notice of termination to an employee under this clause, the
employee is allowed up to one (1) day off without loss of pay or as otherwise agreed
with the employee’s Director for the purpose of seeking other employment. The time off
is fo be taken at a fime that is convenient fo the employee after consultation with the
employee’s Manager.

14 PART 14 - Union Related Matters

14.1 Delegates Rights

14.1.1 Delegate’s organisation means the employee organisation in accordance with the rules
of which the workplace delegate was appointed or elected; and

14.1.2 Eligible employees means members and persons eligible to be members of the
delegate’s organisation who are employed by Mater.

14.1.3 Materrecognises the role of Queensland Nurses and Midwifery Union (QNMU) and
workplace delegates as well as peer nominated workplace representatives in the
workplace and is supportive of their workplace representation.

14.2 Notice of appointment or election as a workplace delegate.

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

14.2.2 After the workplace delegate has sought confirmation from their manager that service
delivery will not be disrupted and work requirements will not be unduly affected,
workplace delegates and workplace representatives will be entitled, at ordinary pay, to
carry out the following responsibilities required of their role (as relevant):

a) Attendance, without loss of pay, at Enterprise Agreement bargaining meetings
on behalf of Mater staff / Union.

b) Attendance at meetings on site, including the Local Consultative Committee
and any pre or post caucus.
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c) Attendance at meetings with other employees as their nominated support
person as required.

14.2.3 Directors will ensure that employees have an understanding of this arrangement and
are supportive of workplace delegates’ and workplace representatives’ involvement in
the above activities.

14.3 Notice of ceasing to be a workplace delegate.

14.3.1 An employee who ceases to be a workplace delegate must give written notice to the
Mater within fourteen (14) days.

14.4 Right of Representation

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

a) consultation about major workplace change;

b) consultation about changes to rosters or hours of work;

c) resolution of disputes;

d) disciplinary processes;

e) enterprise bargaining where the workplace delegate has been appointed as a

bargaining representative under section 176 of the Act oris assisting the
delegate’s organisation with enterprise bargaining; and

f) any process or procedure within the Agreement or policy of the employer under
which eligible employees are entitled to be represented and which concerns
their industrial inferests.

14.5 Entitlement to Reasonable Communication

14.5.1 A workplace delegate may communicate with eligible employees for the purpose of
representing their industrial interests under clause 14.1.3. This includes discussing
membership of the delegate’s organisation and representation with eligible employees.

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

14.6 Entitlement to Reasonable Access to the Workplace and
Workplace Facilities

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

a) aroom or area to hold discussions that is fit for purpose, private and accessible by
the workplace delegate and eligible employees;
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b) a physical or electronic noticeboard;

c) electronic means of communication ordinarily used in the workplace by the
employer to communicate with eligible employees and by eligible employees 1o
communicate with each other, including access to Wi-Fi;

d) alockable filing cabinet or other secure document storage area; and
e) office facilities and equipment including printers, scanners and photocopiers.

f)  Materis not required to provide access to or use of a workplace facility under
clause 14.6.1 if:

i the workplace does not have the facility;

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

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

14.7 Entitlement to Reasonable Access to Training

14.7.1 Mater will provide a workplace delegate with access to up to five (5) days of paid
time during normal working hours for initial fraining and five (5) days each subsequent
year, to attend approved training courses or union conferences related to
representation of the industrial interests of eligible employees, subject to the following
conditions:

14.7.2 In each year commencing 1 July, Mater is required to provide access to paid fime for
training to more than one workplace delegate per fifty (50) eligible employees.

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

a) full-time or part-fime employees; or

b) regular casual employees.

14.7.4 Payment for a day of paid time during normal working hours is payment of the amount
the workplace delegate would have been paid for the hours the workplace delegate
would have been rostered or required to work on that day if the delegate had not
been absent from work to attend the fraining.

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

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

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

14.7.8 The workplace delegate must, within seven (7) days after the day on which the
fraining ends, provide Mater with evidence that would satisfy a reasonable person of
their attendance at the fraining.

14.8 Exercise of Entitlements
14.8.1 A workplace delegate’s entitlements are subject to the conditions that the workplace
delegate must, when exercising those entitlements:
a) comply with their duties and obligations as an employee;

b) comply Mater’'s reasonable policies and procedures, including reasonable
codes of conduct and requirements in relatfion to occupational health and
safety and acceptable use of Information and Communication Technology (ICT)

resources;
c) not hinder, obstruct or prevent the normal performance of work; and
d) not hinder, obstruct or prevent eligible employees exercising their rights to

freedom of association.

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

14.8.3 This clause does not require an eligible employee to be represented by a workplace
delegate without the employee’s agreement.
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Schedule One - Wage Rates
S$1.1 Wage Rates

3% 2.50% 2.50% 3% 2.50%
1 July 2025 1 July 2026 1 July 2027 1 December 2027 1 December 2028
Fortnightly

Description Fortnightly Per Annum Fortnightly Per Annum Hourly Fortnightly Per Annum Hourly Fortnighly Per Annum Per Annum

Assistant In Nursing

Assistant In Nursing 1 $3420} $2,59890 ¢ $ 67,803.00 | $35.05 | $ 266387 | $ 69.498.00 | $35.93} $2,730.47 } $ 71,236.00 | $37.01 i $2812.39 | $ 73,373.00 | $37.93 1 $ 288270} $ 75,207.70
Assistant In Nursing 2 $ 3490 | $2,652.56 | $ 69,203.00 | $35.77 | $ 271888 $ 70,933.00 | $36.67 | $2,786.85 ¢ $ 72,706.00 | $37.77 i $2,870.46 | $ 74,888.00 | $38.71 i $ 294223 | $ 76,760.62
Assistant In Nursing 3 $3536} $2,687.48 1 $ 70,114.00 | $36.251 $ 275467} $ 71,867.00 | $37.15} $2,823.54} $ 73,664.00 | $3827 i $2908.25{ % 7587400 | $39.22 | $ 298096} $ 77.771.24
Assistant In Nursing 4 $36.16 1 $274825 1 $ 71,699.00 | $37.07 | $ 2816961 $ 73,492.00 | $37.99 | $2887.39 | $ 75329.00 | $39.13 1 $2,974.02 | $ 77.590.00 | $40.11 i $ 3,048.37 | $ 79.529.78
Assistant In Nursing 5 $3699 1 $2811.60 | $ 73,352.00 | $37.92 1 $ 2881.89; $ 7518600 | $38.87 ; $2,953.94{ % 77,066.00 | $40.03 ; $3,042.56 | $ 79.378.00 | $41.03 i $ 3,118.63 | $ 81,362.86
Assistant In Nursing 6 $37.44 1 $2845.68 } $ 74241.00 | $3838 | $ 291683 $ 76,098.00 | $39.34} $2,989.75{$ 78,000.00 | $ 40.52 i $3,079.44 | $ 80,340.00 | $41.53 | $ 3,156.43 | $ 82,349.10
Assistant In Nursing CSSD

Assistant In Nursing CSSD 1 $37.00 } $2,81231 1 $ 73,371.00 | $37.93 | $ 288263 F$ 7520500 | $38.88 ¢ $ 295470 $ 77,086.00 | $ 40.04 i $ 3,043.34 | $ 79,398.00 | $41.05:$ 3,119.43 | $ 81,383.68
Assistant In Nursing CSSD 2 $37.53 | $2852.59 | $ 74,422.00 | $38.47 | $ 292391+ $ 7628200 | $39.431$ 299701 1% 78,189.00 | $ 40.62 i $ 3,086.93 | $ 80,535.00 | $41.63 i $ 3,164.11 | $ 82,549.36
Assistant In Nursing CSSD 3 $38.09 | $2,894.61 | $ 75518.00 [ $39.04 } $ 296698+ $ 77,406.00 | $40.02  $ 3.041.16 } $ 79.341.00 | $ 41.22 | $ 3,132.39 | $ 81,721.00 [ $42.25{ $ 3,210.70 | $ 83,765.01

Undergraduate Student/Nurse Midwife
Undergrad Student Nurse / Midwife| $ 34.90 | $2,652.56 | $ 69,203.00 | $35.77 } $ 271888+ $ 70,933.00 | $36.67 $ 2,786.85 $ 72,706.00 | $ 37.77 i $ 2,.870.46 { $ 74,888.00 | $38.71 { $ 2,94223 | $ 76,760.62

Undergrad Student Nurse / Midwife| $ 35.36 | $2,687.48 1 $ 70,114.00 | $36.25 ¢ $ 2,754.67 } $ 71,867.00 | $37.15 $ 2,823.54 $ 73,664.00 [ $38.27 { $ 290825} $ 75874.00 | $39.22 | $ 2,980.96 } $ 77.771.24
Enrolled Nurse

Enrolled Nurse 1 $37.00} $2,81231 1 $ 73371.00 | $37.93 | $ 288263} % 7520500 | $38.88 | $ 295470 $ 77.086.00 | $ 40.04 i $ 3,043.34 | $ 79.398.00 | $41.05{$ 3,119.43} $ 81,383.48
Enrolled Nurse 2 $ 3754} $2852.77 | $ 74,426.00 | $38.48 | $ 292410 $ 76,287.00 | $39.44 1 $ 299720 $ 78,194.00 | $ 40.62 i $ 3,087.13 | $ 80,541.00 | $41.64 i $ 3,164.31 | $ 82,554.72
Enrolled Nurse 3 $38.12 1 $2897.42 1 $ 75591.00 | $39.08 | $ 296985} % 77.481.00 | $40.05} $ 304410 $ 79.41800 | $ 41.26 i $ 3,135.43 | $ 81,801.00 | $42.29 | $ 3,213.82}| $ 83,846.30
Enrolled Nurse 4 $ 3872} $294296 1 $ 76,779.00 | $39.69 | $ 301654 $ 78,699.00 | $40.68 | $3,091.95$ 80,666.00 | $ 41.90 i $ 3,184.72 { $ 83,087.00 | $42.95 i $ 3,264.34 | $ 85,164.46
Enrolled Nurse 5 $ 39361 $2991.36 1 $ 78042.00 | $40.34 | $ 3,066.14F$ 7999300 | $41.35¢ $3,14280 ¢ $ 81,993.00 | $ 42.59 : $ 3,237.08 | $ 84,453.00 | $43.66 i $ 3,31802 | $ 86,564.70
Enrolled Nurse Advanced Practice

Enrolled Nurse Advance Practice 1 | $ 40.44 | $3,073.11 | $ 80,175.00 | $41.45} $ 3,149.94+$ 82,179.00 | $42.48 | $ 3,228.69 | $ 84,234.00 | $ 43.76 | $ 3,.325.55 | $ 86,761.00 | $44.85 $ 3,408.70 | $ 88,930.57
Enrolled Nurse Adv ance Practice 2 | $ 42.91 | $3,260.99 | $ 85076.00 | $43.98 | $ 334251 { $ 87,203.00 | $45.08 | $ 3,426.08 { $ 89,384.00 | $ 46.43 | $ 3,528.86 | $ 92,065.00 | $47.59 | $ 3.,617.09 | $ 94,367.37
Enrolled Nurse Non Medication

Enrolled Nurse Non Medication 1 $37.00 } $2812.31 | $ 73371.00 | $37.93 | $ 288263 % 7520500 | $38.88 | $ 295470 % 77,086.00 | $ 40.04 i $ 3,043.34 ;| $ 79.398.00 | $41.05: $ 3,119.43 | $ 81,383.68
Enrolled Nurse Non Medication 2 $ 37.53 1 $2,852.59 | $ 74,422.00 | $38.47 | $ 292391 (% 7628200 | $39.43$2997.01 i $ 78,189.00 | $ 40.62 i $ 3,086.93 | $ 80,535.00 | $41.63 i $ 3,164.11 | $ 82,549.36
Enrolled Nurse Non Medication 3 $ 38.09 | $2,894.61 1 $ 7551800 | $39.04 | $ 296698 $ 77,406.00 | $40.02 | $ 3.041.16 } $ 79.341.00 | $ 41.22} $ 3,13239 | $ 81,721.00 | $42.25{ $ 3,210.70 | $ 83,765.01
Enrolled Nurse Non Medication 4 $ 38.66 | $2,938.08 | $ 76,652.00 | $39.63 | $ 3.011.53F$ 78568.00 [ $40.62 | $ 3,086.82 % 80,532.00 | $ 41.83 i $ 3,179.43 | $ 82,949.00 | $42.88 i $ 3,258.92 | $ 85,022.89
Enrolled Nurse Non Medication 5 $39.27 | $2,98473 1 $ 77.869.00 | $40.25 1 $ 3,059.36} % 7981600 | $41.26} $3,13584i$ 81,811.00 | $ 4250} $ 3,229.92 | $ 84,266.00 | $43.56 | $ 3,310.67 | $ 86,373.17
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$1.1 Wage Rates Continuved

3% 2.50% 2.50% 3% 2.50%
1 July 2025 1 July 2026 1 July 2027 1 December 2027 1 December 2028
Fortnightly

Descripfion Hourly Forinightly = Per Annum Hourly Fortnightly Per Annum Hourly  Fortnightly Per Annum Hourly  Forinighly = Per Annum Hourly Per Annum

Registered Nurse / Registered Midwife Level 1

Registered Nurse Level 1.1 $ 4107 |$ 312121 |$ 81,43000|$ 42101 $ 3,19925]$  83,466.00|$ 43.15|$ 327923 $ 8555200 |$ 4444 |$ 337761 |$ 88119.00|$ 4555 $ 346206 |$ 90,322.68
Registered Nurse Level 1.2 $ 4299 |$ 3267061 % 8523500|% 4406 $ 334873 % 87366.00 |$ 4516 $ 343246 $ 8955000 |% 4652 |$ 353544 % 9223700 (% 4768 $ 3,62382|$% 94,543.04
Registered Nurse Level 1.3 $ 4501 | $ 3,420.64|$ 8924200 ($ 46.13:$ 350616 1% 9147300 |$ 4729 }$ 359382:% 9376000 ($ 4871 |% 370164 % 9657300 |% 4992 % 379419 % 98987.66
Registered Nurse Level 1.4 $ 4703 |$ 357452 % 9325600|% 4821 | $ 3663831 % 9558800 (% 49.41|$ 375549 % 9797800 |% 5090 |$ 3,868.16|% 100,917.00 [ $ 52.17 | $ 3,964.87 | $ 103,440.60
Registered Nurse Level 1.5 $ 49.05|9% 372809 |$ 9726300|% 5028 1 $ 382130|% 9969500 |$ 51.54 % 391683 % 102,187.00|$ 5308 |$ 403435|$ 105253.00 $ 54.41 | $ 4,13521 |$ 107,884.62
Registered Nurse Level 1.6 $ 51.08|$ 388218 | % 101,28300|$ 5236 :1$ 3979241 % 10381500 |$ 53.67 | $ 407872 ;% 10641000 |$ 5528 |$ 4,201.09 | $ 109,603.00 [ $ 56.66 | $ 4,306.12 | $ 112,343.71
Registered Nurse Level 1.7 $ 53.11|$ 403647 |$ 10530800 |$ 54.44 1% 413739 1% 107,941.00 |$ 5580 | $ 424082 : % 110,640.00 |$ 57.47 | $ 4368.05|$ 113,959.00 [ $ 5891 | $ 447726 |% 116,808.55
Registered Nurse Level 1.8 $ 5514 |% 419056 | $ 10932800 | $ 56.52 1 $ 429532 1% 112061.00|$ 57.93|$ 440271 % 11486300 |$ 59.67 | $ 453480 |$ 118309.00 [ $ 61.16 | $ 464818 |$ 121,267.64
Registered Nurse / Registered Midwife Level 2 | Clinical Nurse | Clinical Midwife | Clinical Facilitator | Nurse Midwifery Researcher Level 2 | Quality and Safety Associates

Registered Nurse Level 2.1 $ 5608 |$ 426225|% 111,19900$ 5748 |$ 436881 ¢ 113979.00|$ 5892 |9$ 447803 :$% 11682800 3% 60.69 | $ 461238 |$ 120,333.00 | $ 6221 | $ 4,727.69 | $ 12334223
Registered Nurse Level 2.2 $ 5740 |$ 436257 |$ 11381600 |$ 5884 1% 4471.641$% 116661.00|$ 6031 | $ 458344 % 11957800 |$ 62.12|$ 472095 % 123,166.00 [$ 63.67 | $ 483897 |$ 12624542
Registered Nurse Level 2.3 $ 5872 |$ 446289 |$ 11643300|%$ 60.19 1 $ 457446 1% 11934400 |$ 61.70 | $ 468883 % 12232800 | 3% 63.55|9$ 482950 |$% 12599800 [$ 6513 | $§ 495024 | $ 129,148.22
Registered Nurse Level 2.4 $ 60.05|% 456404 |9$ 11907200 ($ 61.55|$ 4678.14|3% 122049.00|$ 6309 |$ 479510 $ 12510000 [$ 6499 |$ 493896 |$ 128854.00 | $ 66.61 | $ 506244 |$ 13207541

Registered Nurse / Registered Midwife Level 3 | Clinical Nurse Consultant | Clinical Midwife Consultant | Clinical Nurse Specialist | Nurse Educator | Practice Development Midwife | Nurse / Midwifery Researcher Level 3 | Pafient Flow
Manager | Staffing Manager | After Hours Manager | Quality and Safety Managers

Registered Nurse Level 3.1 $ 6886 |$ 5233.53|$ 136539.00([$ 7058 % 536438 % 13995200 |$ 7235}$ 549849 | $ 14345100 $ 7452 |$ 566344 | $ 14775500 | $ 7638 | $ 580503 |$ 151,449.22
Registered Nurse Level 3.2 $ 7198 |$ 547043 1% 14271900 [$ 7378 1 $ 560720 | $ 146,2287.00 |$ 75.621$ 574738 1% 14994500 [$ 7789 |$ 591981 | $ 154,443.00 | $ 7984 | $ 6,067.81 | $ 158,304.90
Registered Nurse Level 3.3 $ 7377 |$ 560650 | $ 14626900 [$ 7561 1$ 574667 |$ 14992600 |$ 77501 $ 589034 :$ 15367400 % 7983 |$ 6,067.06 | $ 15828500 |$ 81.83 % 621874 |$ 16224252
Registered Nurse Level 3.4 $ 7476 | $ 568210 | $ 14824200 | $ 7663 | $ 5824.16 1'$ 151,94800 | $ 78.551% 5969.77 |'$ 15574700 | % 8091 | $ 6,14886 | $ 16041900 |$ 8293 | $ 630259 | $ 164,430.13
Nurse Pracfitioner

Nurse Practitioner 1 $ 7754 |% 589274 % 15373700 |$ 7947 |'$ 6,04005|$% 157,580.00 |$ 81.46|$ 6,191.06 | $ 16152000 |$ 8391 |$ 637680 |$ 166366.00 % 8600 % 653622 |% 170,525.41
Nurse Practitioner 2 $ 79.46 | $ 603930 | $ 157,561.00 | $ 81.45 1%  6,19028 | $ 161,500.00 | $ 83.49 | $ 634504 $ 16553800 |$ 8599 |$ 653524 |$ 170,499.00 [ $ 88.14 | $ 6,698.62 | $ 174,762.33
Nurse / Midwifery Manager

Nurse Manager 1 $ 7356 |% 559079 | $ 14585900 % 7540 ¢ 573056 |$ 14950600 |$ 7729 1$ 587383 % 15324400 (9% 79.61 |$ 605005 % 157,841.00|$ 81.60 | $ 6,201.30 | $ 161,787.67
Nurse Manager 2 $ 7634 |% 5801.55|% 151,358.00|$ 7824 1 $ 5946601 $ 15514200 |$ 80.20 | $ 609527 i $ 159,021.00 | $ 8261 |$ 627813 |$ 163,792.00 [ $ 84.67 | $ 6,43509 | $ 167,886.92
Nurse Manager 3 $ 7911 [$ 601233 |$ 15685700 | $ 81.09 | $  6,162.64|$ 16077800 |$ 83.11 | $ 631671 i $ 16479800 |$ 8561 |$ 650622 |$ 169,742.00$ 87.75 % 6,66888|% 173986.37

Note - AINs must have a relevant Certificate lll qualification before progressing to pay point 3.
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Schedule Two - Allowances

Allowance

Clause

Frequency

Approval of

Agreement

1 July
2027

2.5%

1 July
2028

2.5%

X-Ray and Radium

10 hours or less

Per Week

$11.03

Mental Health Environment 4.1 Per Week $24.92 $25.54 $26.18
After Hours Manager 4.2 Per Shift $27.58 $28.27 $28.98
Senior AIN (CSSD and SPD) 4.3 Per Shift $13.77 $14.12 $14.47
Registered Nurse /

Registered Midwife 4.4 Per Shift $17.21 $17.64 $18.08
In Charge Allowance

Meal Allowance 8.3 Per Shift $16.62 $17.04 $17.46
Laundry Allowance 4.8 Per Week $3.22 $3.30 $3.38

$11.31

$11.59

More than 10 hours

On Call Allowance

Monday - Friday

Per Week

$22.06

$22.61

$23.18

Professional Development

(after a shifi) 7.13 Per period $35.02 $35.90 $36.79
Saturday, Sunday, Public Per 24-hour

Holidays, Rostered Day Off 7.13 period or part $64.06 $65.66 $67.30
(24 hours or part thereof) thereof

Qualification Allowance

_ Up to Up fo Up to

Excluding AIN CCSD 10.2.1 Per Year $750.00 $750.00 $750.00
Up to Up fo Up to

AIN CCSD 10.2.2 PerYear $25000 | $250.00 | $250.00

Graduate Certificate / . 2% of RN 2% of RN 2% of RN
Diploma / Second Degree 10.6.2 Per Fortnight Level 1.8 Level 1.8 Level 1.8
Masters / Doctorate or . 4% of RN 4% of RN 4% of RN
equivalent 10.6.2 Per Fortnight Level 1.8 Level 1.8 Level 1.8
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Schedule Three — Generic Level Statements

$3.1 Glossary of Terms

Assistant in Nursing (AIN) means an Employee who assists the Registered Nurse (RN) or Registered
Midwife (RM) in the delivery of patient care such as activities of daily living and / or general ward
duties. The AIN works under the direction and direct or indirect supervision of a Registered Nurse
and/or Midwife. Their work may be overseen by an Enrolled Nurse.

AINs must have a relevant Certificate lll qualification before progressing to pay point 3.

Assistant in Nursing Central Sterile Supply Department (CSSD) / Assistant in Nursing Sterile
Processing Department (SPD) means an employee appointed at this level, in addition to the
above, as an Assistant in Nursing (AIN) who holds a Certificate lll qualification in Sterilising Services
and is engaged in the provision of sterilising services.

USIN means an Undergraduate Student in Nursing

USIM means an Undergraduate Student in Midwifery

$3.2 Generic Level Statements

Enrolled Nurse (EN) Level 1 means an employee that does not hold a board approved
qualification in administering medicines who:

(a) Supports a registered nurse or midwife in the provision of patient care;

(b) Appears at all times on the Australian Practitioner Regulation Agency’s (AHPRA) Register of
Practitioners as an Enrolled Nurse (Division 2) and performs nursing care within the
registration requirements, Nursing and Midwifery Board of Australia (NMBA) Standards,
Codes and Frameworks, context of care, educational preparation and relevant legislation.

(c) Practices under the direct or indirect supervision of a names and accessible registered
nurse (RN) or midwife with care delegated by the RN or midwife.

(d) Collaborates with the RN or midwife to plan, implement and evaluate care planning.
(e) Can oversee the work of AINs.
(f) Cannot be a substitute for RN or midwifery positions

(9) May be employed in a research role within the scope of practice of an enrolled nurse

Enrolled Nurse (EN) Level 2 means an Employee in addition to Level 1:
(a) That has attained a board-approved medication endorsement(s);
(b) Who cannot be in charge of a shift, delegate or evaluate nursing care;

(c) May be employed in a research role within the scope of practice of an enrolled nurse.

Enrolled Nurse Advanced Skills (ENAS) means an employee in addition to Level 2:
(a) Who has previously been appointed as an EN level 2;
(b) May have completed an Advanced Diploma of Nursing;

(c) Demonstrates a higher level of knowledge and advanced skills who supports a RN or
midwife in the provision of patient care;

(d) May work under more indirect levels of supervision;
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(e) Seeks assistance and support in decision making from a RN or midwife

(f)

May be employed in a research role within the scope of practice of an enrolled nurse
advanced skills

Registered Nurse & Midwife Level 1 means an employee who:

a)

b)

h)

Appears on the Australian Health Practitioner Regulation Agency (AHPRA) as a Registered
Nurse (Division 1)

Provides nursing care within the individual and Registered Nurse scope of practice,
demonstrates competency in the provision of that care pursuant to the Nursing and
Midwifery Board of Australia (NMBA) Standards, Codes and Frameworks, context of care,
education preparedness and legislation.

Practices independently and intferdependently, assumed accountability for own actions
and delegation of care to ENs, AINs, students and other unregulated healthcare workers
consistent with the NMBA Framework and Standards.

Assess, plan, implement and evaluate nursing care, can make appropriate referrals to
other health practitioners and take a leadership role in the provision and co-ordination of
nursing care across its continuum.

Participates in professional development of self and others

Applies critical thinking, reasoning across all domains, including evidence-based guidelines
fo achieve care outcomes

Supports nursing practice and learning by providing in-service teaching, orientation and
preceptorship

May be employed in a research role within the scope of practice of a registered nurse

Registered Nurse & Midwife Level 2 - Clinical Nurse / Clinical Midwife / Clinical Facilitator means
an employee in addition to Level 1 who:

(a) Displays clinical leadership in decision making and/or co-ordinates comprehensive care for

patients, women and babies, families and/or a specific client population

(b) Demonstrates a broad developing knowledge in contemporary clinical nursing and

midwifery practice and a sound proficiency or specialised knowledge base in relation to
any specific area of practice

(c) Advanced clinical and problem-solving skills and expert planning and coordination of care

across its continuum

(d) Is accountable for own actions, acts to maintain the safety of patients by identifying risk,

raising concerns as required by relevant Codes, Standards, local policy or legislation and
engaging with Level 3 or above to achieve best practice outcomes within the unit and for
patients.

(e) May provide professional leadership of a clinical unit / area in the absence of Nurse Unit

(f)

Manager (NUM), Midwifery Unit Manager (MUM), Nurse/Midwife Manager

Act as a clinical and educational resource within unit and works collaboratively with Nurse
Educator(s) and Clinical Facilitator

(g) Develops clinical competency, promotes clinical problem-solving and critical thinking

(h) Contributes to the development and support of graduate nurses and midwives, post

graduate students and those employed as undergraduate student in nursing and
midwifery (USIN/USIM)

Nurse / Midwifery Researcher Level 2 means an Employee in addition to Level 1 who:
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(a) Works collaboratively to lead implementation of policy, practice changes and quality
assurance projects

(b) Participates in developing and integrating evidence to devise and achieve agreed care
outcomes

(c) Undertakes quality assurance projects and clinical audits, may participate in the
development of clinical trials and research in collaboration with a Principle Investigator

(d) Is a resource person for nurses and midwives engaged in research or quality assurance
projects

Clinical Nurse/Midwifery Consultant Level 3 means an Employee in addition to Level 2 who:

(a) Shall perform work at a level above and beyond that of a RN Level 2 and shall have
obtained proficiency necessary to perform work at this level

(b) Demonstrates a specialised and advanced level of clinical expertise and/or specialised skill
set, aftainment of relevant post-graduate qualifications may be necessary to perform work
at this level

(c) Accountable for the co-ordination of care delivery for a specific area of practice; provides
consultation and safe clinical and professional advice

(d) Advanced level of autonomous clinical, professional practice and decision making
(e) Initiate and conduct quality improvement projects

(f) Provide leadership and act as a clinical resource and technical expert to RNs, EN, AINs and
other unregulated healthcare workers

(g) Collaborates with NUM/MUM, Nurse Educator / Practice Development Midwife and Nurse /
Midwife Researcher to facilitate the provision of quality and cost-effective care.

Clinical Nurse Specialist Level 3 means an Employee in addition to Level 2 who:

(a) Demonstrates a specialised and advanced level of clinical expertise and/or specialised skill
set, attainment of relevant post-graduate qualifications may be necessary to perform work
at this level

(b) Demonstrates a higher level of autonomy, skill and clinical decision making, analysis and
interpretation of clinical data and nursing interventions

(c) Functions in more complex situations

(d) Co-ordinates and ensures the maintenance of clinical and professional standards of
nursing and/or midwifery care of patients, clients or women within the relevant care
environment

(e) Provide leadership and act as a clinical resource and technical expert to RNs, EN, AINs and
other unregulated healthcare workers

(f) Collaborates with NUM/MUM, Nurse Educator / Practice Development Midwife and/or
medical and allied health practitioners to facilitate the provision of quality and cost-
effective care.

Nurse Educator / Practice Development Midwife Level 3 - means an Employee in addition to Level
2 who:

(a) Is accountable for assessment, planning, implementation and evaluation of nursing or
midwifery education and/or staff development programs

(b) Collaborates with other Level 3 nurses / midwives to facilitate the provision of quality, cost-
effective nursing care and support programs

(c) Advanced clinical and education skills, including organisation and planning on matters
related to education development, design, delivery and evaluation
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(d) In addition to the above, also provides assistance and guidance to units / wards in relafion
to education programs and resources

(e) Lead and co-ordinate education activities and build expertise and capability amongst the
nursing / midwifery workforce

(f) Demonstrates educational leadership and expertise

(g) Able to translate evidence into practice to foster a culture of learning and achieving best
patient outcomes

(h) Monitors ongoing educational needs of nursing / midwifery staff and implements
contemporary and appropriate educational resources and initiatives for this group

(i) Identifies policy and procedural development opportunities or need and participates in
their development or review

() May participate in staff recruitment and selection processes

(k) Participates in staff orientafion and other staff development initiatfives

Nurse / Midwifery Researcher Level 3 - means an Employee in addition fo Nurse Researcher Level
2 who:

(a) Has a knowledge and ability to apply a range of research techniques and methodologies

(b) Demonstrates an advanced level of organisation and planning in relation to research
practice and projects

(c) Has advanced analytical and report writing skills
(d) Has a thorough understanding of ethical standards and research practice

(e) Collaborates with other Level 3 roles to facilitate in the provision of quality and cost-
effective care

(f) Participates in relevant policy development, including the development and
implementation of relevant quality assurance projects

Patient Flow Manager Level 3 - means an Employee in addition to a Level 2 who:
(a) Carries overall responsibility for the effective and efficient flow of patients

(b) lead effective management of clinical, financial and human resources within a quality and
risk management framework

(c) Advanced communication skills

(d) Demonstrates expert knowledge and application of contemporary nursing / midwifery
practice, critical thinking, problem-solving and clinical judgment.

After Hours Manager Level 3 means an Employee in addition to a Level 2 who:

(a) Is responsible for the clinical and resource management of the hospital after-hours and
acts as a resource for nurses, midwives, undergraduate students, and AINs employed by
the Mater after-hours

(b) Demonstrates and advanced knowledge and application of clinical and professional
leadership

(c) Works collaboratively with all levels of nursing and midwifery to achieve best practice
outcomes for patients and families and works collegiately within a team structure

(d) Maintains the safety of patients and staff across the after-hours period by implementing
safe work standards and staffing methodologies that provide an optimal level of patient
care

(e) Plans and co-ordinates nursing and midwifery skills to achieve best clinical outcomes for
patient care

(f) Able to utilise advanced problem-solving and critical thinking skills
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Nurse Practitioner means an employee in addition fo a Level 3 who:
(a) Is a Registered Nurse endorsed to practice as a Nurse Practitioner by the NMBA

(b) Can function autonomously and collaboratively in an advanced and expanded clinical
role, utilising an extended skill-set and knowledge in comprehensive patient assessment
and examination, planning, implementation, diagnosis and evaluation of nursing care
required and its outcomes

(c) Able to assess and manage patients using knowledge and skills which may include, but is
not limited to:

i. direct referral of patients of healthcare to other healthcare practitioners

ii. prescribing medications

iii. ordering and inferpreting results of diagnostic investigations and/or radiology
iv. Initiate, implement and monitor interventional therapies.

(d) Has a clear authority for an advanced scope of practice in an extended nursing role with
autonomous decision making capability

(e) Provides expert nursing care for a specified patient group or population

(f) Exercises professional and clinical expertise in collaboration with nursing and midwifery and
multi-disciplinary teams

(g) Able to participate in the planning, co-ordination, development and evaluation of policy
and procedures, protocols or standards as developed by the relevant service for the
provision of safe clinical care

(h) Contributes to the development of a unique body of knowledge and is able to translate
into practice

(i) Undertake a supervision role model and/or mentor role for nurse practitioner candidates

(j)j Conduct and guide clinical research and quality initiatives to inform practice and change
processes

(k) Works collaboratively with all levels of nursing and midwifery, other health practitioners and
stakeholders

Nurse/Midwifery Manager - means an Employee in addition to level 2 who:

(a) Is accountable for the management of human and material resources for a specified
clinical unit or group of clinical units

(b) Collaborates with other Level 3 nurses and midwives to facilitate the provision of quality
cost-effective nursing care

(c) Lead and co-ordinate a nursing / midwifery team and oversee and/or provide clinical
support utilising relevant expertise

(d) Demonstrates organisation and planning skills in relation to personnel and material
resource management, an awareness and understanding of staffing methodologies,
leadership qualities and analyfical information data and report writing skills

(e) Provides financial management, budget preparation and cost confrols within unit(s),
including staff leave

(f) Allocates and rosters staff for designated unit(s) fo ensure optimal levels of patient care are
provided

(g) Reviews staffing methodologies o ensure they remain contemporary and can support the
nursing and midwifery workforce and patient outcomes

(h) Demonstrates critical thinking and reasoning, advanced problem-solving skills and
application of advanced contemporary nursing and midwifery practice and theory
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(i) Participates in staff recruitment and selection processes, orientation of staff and
development activities and performance review

(jj Promotes a culture of confinuous quality improvement

(k) Responsible for compliance with professional and clinical standards

Quality and Safety Associate - is a registered nurse or midwife who:

(a) Provides advice and supports the application of clinical governance, quality and safety
management frameworks to enhance patient care and consumer experience

(b) Supports activities leading fo compliance with accreditation standards.
(c) Provides support for department managers throughout compliance inspections and audits

(d) Monitors quality activities against agreed standards and initiates the development of
quality benchmarks to measure service performance and outcomes for recipients of
healthcare services.

(e) Monitors, analyses and reports emerging trends from incidents, feedback, mortality and
morbidity reviews and work collaboratively to facilitate improvement, prevent recurrence
and enhance consumer experience.

(f) Provides support to the Quality Safety Manager and clinical department managers to
implement quality and safety improvement activities to improve the effectiveness of
quality, safety and consumer engagement frameworks.

(g) Provides education and tfraining related to quality and safety to other clinicians, including
strategies to improve consumer engagement and experience.

(h) Co-ordinates a hospital-wide compliance matrix to monitor compliance with regulatory
standards.

(i) Develops and implements quality assurance plans and protocols.

(j) Collaborates with clinical staff and consumers to resolve quality issues and implement
corrective actions.

(k) Coordinates hospital activities to align with regulatory bodies for pending inspections and
audits.

(I) Prepares detailed quality assurance outcome reports and documentation in collaboration
with key staff to demonstrate compliance to standards and responsiveness fo consumer
feedback.

(a) Incorporates evidence-based best practice guidelines intfo quality and safety systems to
achieve high standards of care and consumer engagement.

Quality and Safety Manager - is a registered nurse or midwife who:

(a) Implements clinical governance, quality, and safety management frameworks to drive
improvements in patient care, consumer experience, and the work environment.

(b) Promotes and supports a culture of continuous quality improvement and active consumer
engagement.

(c) Partners with staff, consumers, and relevant stakeholders to achieve and sustain quality,
safety, and consistently high standards of clinical care and outcomes.

(d) Ensures ongoing accreditation readiness, leading to successful accreditation outcomes
and confinuous compliance with standards, including preparation, implementation, and
evaluation of adherence.

(e) Provides support to facility and service managers throughout compliance inspections and
audits.

(f) Systematically monitors and reports on clinical governance, quality, and safety
performance across clinical services.
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(g) Delivers timely, data-driven insights on clinical governance, quality and safety
performance —including incidents, feedback, mortality, and morbidity reviews— to inform
decision-making and drive improvements.

(h) Leads and evaluates quality improvement initiatives that result in demonstrable
enhancements to care quality and safety.

(i) Identifies, assesses, and mitigates risks while promoting a culture of safety across the
organization.

(i) Understands and implements national safety and quality standards (e.g., NSQHS
Standards) and accreditation processes to achieve successful accreditation.

(k) Inspires and empowers teams to implement change initiatives that improve care quality,
safety, and consumer experience.

(I) Aligns safety and quality goals across the organisatfion by collaborating with clinicians,
leaders, executives, consumers, and external bodies.

(m) Educates, supports, and mentors staff on safety protocols and quality standards through
clear, engaging communication.
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Schedule Four - Signatories

$4.1 Signed for and on behalf of Mater:

Signature:

Print Name: Julia Strickland-Bellamy

Title: Group Chief Executive Officer
Address: 14 Strafton Street, Newstead QLD 4006
Date:

In the presence of:
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$4.2 Signed for and on behalf of Australian Nursing and Midwifery Federation:

Signature:

Print Name:

Title:

Address:

Date:

In the presence of:

Mater Nursing and Midwifery Enterprise Agreement 2026 Page 62



	1. PART 1 – Application and Operation of Agreement
	1.1. Title
	1.1.1 This Agreement will be known as the Mater Nursing and Midwifery Enterprise Agreement 2026 (Agreement).
	1.2. Date and Period of Operation
	1.2.1 This Agreement will operate seven (7) days after the date of approval by the Fair Work Commission and will have a nominal expiry date of 30 June 2029.
	1.2.2 All payments prescribed in this Agreement will take effect upon operation of the Agreement unless specified in the relevant clause and / or schedule.
	1.3. Renewal or Replacement of Agreement
	1.3.1 The Parties will aim to commence negotiations at least six (6) months prior to the expiration of this Agreement. Unless otherwise agreed between the Mater and the Queensland Nurses and Midwifery Union.
	1.4. Relationships with Awards, Agreements and Other Conditions
	1.4.1 This Agreement replaces Mater Nursing and Midwifery Enterprise Agreement 2022-2025.
	1.4.2 This Agreement is a comprehensive agreement and replaces all other Awards, Enterprise Agreements, and orders of the Fair Work Commission that would otherwise apply to employees.
	1.4.3 This agreement will be read and interpreted in conjunction with the National Employment Standards (NES). Where there is an inconsistency between the agreement and the NES, and the NES provides a greater benefit, the NES provision will apply to t...
	1.5. Coverage
	1.5.1. This Agreement will cover:
	a) Mater ; and
	b) Employees of Mater engaged in the classifications set out in Schedule Three (Generic Level Statements) during the period of operation of the agreement; and
	c) The Queensland Nurses and Midwives’ Union (QNMU) as a branch of the Australian Nursing and Midwifery Federation (ANMF) provided written notice is given in accordance with section 183(1) of the Act and the Fair Work Commission notes in the document ...
	1.6. Posting of the Agreement
	1.6.1. A copy of this Agreement will be made available on the Mater intranet so as to be easily accessed by all employees.
	1.7. Definitions
	1.7.1. In this Agreement, the following definitions apply:
	m) Eligible employees means members and persons eligible to be members of the delegate’s organisation who are employed by Mater.

	1.8. Flexibility Term

	2. PART 2 – Types of Employment
	2.1. Employment Types
	2.1.1. At the time of engagement, Mater will inform each employee, in writing, whether they are employed on a full time, part time or casual basis.
	2.2. Full Time Employees
	2.2.1. A full time employee is engaged to work thirty-eight (38) hours per week, seventy-six (76) hours per fortnight or 152 hours per month in accordance with clause 5.1 (Ordinary Hours of Work).
	2.3. Part Time Employees
	2.3.1. A part time employee is engaged to work a regular number of hours per fortnight and is employed for fewer than an average of seventy-six (76) hours per fortnight.
	2.3.2. Before commencing employment, a part time employee and Mater will agree in writing on the number of contracted hours and these hours can only be varied in writing by agreement between the employee and Mater, however, does not prevent an employe...
	2.3.3. Mater will conduct an annual review of part time employee contracted hours. Where a part time employee has been working hours above their contracted hours on a regular and consistent basis, they will be given an offer to have those hours reflec...
	2.3.4. A part time employee’s ordinary daily hours are worked exclusive of meal breaks according to operational requirements and will be a minimum of three (3) hours and a maximum of ten (10) on any rostered shift(s) unless the employee agrees otherwi...
	2.3.5. Any hours worked in excess of the maximum shift length as specified in clause 2.3.4 or seventy-six (76) hours per fortnight will be paid at overtime rates in accordance with clause 6.1(Overtime).
	2.3.6. Where a part time employee:
	2.3.7. A part time employee will be paid at the same hourly rate as a full time employee for performing duties at the same classification level.
	2.3.8. A part time employee will be entitled to any applicable allowances on a pro rata basis based on the number of hours worked, provided that the following provisions apply in full:
	2.3.9. Subject to the provisions contained in clause 2.3.8 of this agreement, all other provisions of this agreement applicable to full time employees will apply pro rata to part time employees.
	2.4. Casual Employees
	2.4.1. A casual employee is engaged on an hourly basis to work for less than the ordinary hours worked by a full-time employee.
	2.4.2. A casual employee will be paid a loading of 25% in addition to the applicable hourly rate of pay for the relevant classification level as specified in Schedule One (Wage Rates).
	2.4.3. Where applicable, a casual employee will be entitled to overtime, penalty rates and payment for time worked on public holidays in accordance with the relevant clauses, subject to clause 2.4.4 such payments will not be compounded by the applicat...
	2.4.4. With respect to Sundays, casual employees will be entitled to the shift penalty as prescribed in clause 6.3 (Shift Penalties) and will not be entitled to an additional 25% loading.
	2.4.5. Each engagement will stand alone with a minimum payment of three (3) hours and a maximum shift length of ten (10) hours, unless the employee agrees otherwise in accordance with clause 5.2 (12 Hour Shifts).
	2.4.6. A casual employee will be paid overtime in accordance with clause 6.1 (Overtime) and 2.4.3 for all authorised hours worked in excess of either ten (10) hours in any one shift, unless the employee has agreed to work shifts of twelve (12) hours i...
	2.4.7. A casual employee who is rostered for a shift and the shift is cancelled one (1) hour or less than the proposed commencement shift start time, a minimum payment of one (1) hour will be paid.
	2.4.8. A casual employee may notify Mater of their intention to become a permanent employee in accordance with the National Employment Standards (NES).
	2.4.9. A casual employee will be entitled to any applicable allowances on a pro rata basis, based on the number of hours worked, provided that the following provisions apply in full:
	2.4.10. Except as under clause 9.16 (Long Service Leave) a casual employee will not be entitled to any other paid leave.
	2.4.11. Casual employees are not entitled to Professional Development Allowance or Professional Development Leave.

	3. PART 3 – Wages and Related Matters
	3.1. Wage Increases
	3.1.1. The wage rates for employees are set out in Schedule One (Wage Rates) and incorporate the following wage increases:
	3.2. Classification Structure
	3.2.1 The classification structure for employees covered by this Agreement is as outlined in Schedule One (Wage Rates) of this Agreement.
	3.2.2 Generic Level Statements for each Classification Level are contained in Schedule Three (Generic Level Statements) of this Agreement.
	3.3. Appointments to Classification Levels
	3.3.1 Appointments will be made on merit to advertised vacancies.
	3.3.2 A newly appointed graduate employee, that is an employee with no previous experience as a Registered Nurse / Midwife, will be appointed to Registered Nurse and Midwife Level 1 pay point 2.
	3.3.3 Subject to clause 3.3.9, a newly appointed employee with previous experience shall be placed at a pay point within the relevant classification level according to their years and hours of relevant experience including time spent obtaining additio...
	3.3.4 The onus rests with the employee to present proof of their past experience within four (4) weeks of commencement of employment.  Subject to proof of previous experience being provided within four (4) weeks, Mater will adjust previous payments ba...
	3.3.5 In cases where satisfactory proof is provided after four (4) weeks of commencement, payment of wages for years of experience will only be paid from the date satisfactory proof has been produced.
	3.3.6 Where there is no evidence provided, a newly appointed employee will be appointed to the re-entry pay point.
	3.3.7 In cases where documentary evidence is unable to be obtained, consideration may be given in special circumstances to the production of other evidence, which is considered satisfactory to Mater.
	3.3.8 A new employee appointed at the Nurse / Midwifery Manager Classification Level will be appointed to Grade 1.
	3.3.9 In calculating nursing and / or midwifery experience for the purposes of clause 3.3.3, any period of employment (other than time spent in obtaining additional nursing and / or midwifery certificates / qualifications) prior to an absence from nur...
	3.3.10 The following matrix should be used to determine the applicable wage rate for employees who are returning to nursing / midwifery following a break in service.  Without limiting any previous entitlement to have nursing and/or midwifery experienc...
	3.4. Progression within Classification Levels
	3.4.1 A full time employee shall progress through the pay points of a classification level (with the exception of the Nurse / Midwifery Manager Level) by annual increments (i.e. on completion of 1976 hours) on the anniversary of their commencement dat...
	3.4.2 With respect to the Nurse / Midwifery Manager Level,  automatic progression between  Grades will occur as per 3.4.1 above unless it is demonstrated Key Performance Indicators have not been met and the employee’s performance is under review.
	3.5. Higher Duties
	3.5.1 If an employee (other than a student in Nursing or Midwifery) is directed to:
	provided the period of performing such duties in either (a) or (b) above is one week or more, the employee must be paid at the first pay point of the higher classification rate for the whole of such period.
	3.5.2 Where an employee is acting in a role not covered by this agreement, the employee will be remunerated appropriately based on the role in which they are acting.
	3.5.3 Where a Nurse / Midwifery Manager is absent for less than one week, the unit will be advised of the senior clinician who will be providing coverage during the absence of the Nurse / Midwifery Manager.
	3.6. Payment of Wages
	3.6.1 Wages will be paid fortnightly by electronic transfer to a bank account nominated by the employee.  Payment by any other means will be at the discretion of Mater.
	3.6.2 The wages prescribed by this agreement are expressed in hourly, fortnightly and annual rates. The hourly rates are the actual wages paid and the fortnightly and annual rates are shown for information purposes only.
	3.7. Superannuation
	3.7.1 Mater will make superannuation contributions into an employee’s nominated superannuation fund in accordance with the Superannuation Guarantee (SG) legislation as varied from time to time.
	3.7.2 Mater’s employer nominated superannuation fund (default fund) is the Health Employees Superannuation Trust of Australia (HESTA).
	3.7.3 For clarity, the compulsory employer contributions are calculated in accordance with the legislation based on ordinary time earnings.
	3.8. Overpayment
	3.8.1 Any amount of payment paid to the employee that is in excess of the entitlements contained within this agreement shall be able to be recovered by Mater in accordance with Mater Policy as amended by Mater from time to time.

	4. PART 4 – Allowances
	4.1. Mental Health Environment Allowance
	4.1.1 Nurses working within the Emotional Health Inpatient Unit or Catherine’s House for Mothers, Babies and Families will be paid an allowance per week. Refer to Schedule Two (Allowances) for the per week allowance amount.
	4.2. After Hours Manager Allowance
	4.2.1 A Registered Nurse / Midwife who is required to undertake the duties of After Hours Manager in a hospital or section thereof will be paid an allowance per shift whilst so engaged. The allowance amount is referred to in Schedule Two (Allowances)
	4.2.2 Where a Registered Nurse / Midwife is not classified at Level 3 but required to undertake the duties of the After Hours Manager, the Registered Nurse / Midwife will be paid at no less than Level 3 for the time of performing the duties of the Aft...
	4.3. Senior Assistant in Nursing (AIN) Allowance (CSSD and SPD)
	4.3.1 An Assistant in Nursing (AIN) appointed to be the Senior Assistant in Nursing (AIN) in the Central Sterile Supply Department (CSSD) / Sterile Processing Department (SPD) will be paid an allowance per shift in addition to the base rate prescribed...
	4.4. Registered Nurse / Registered Midwife In Charge Allowance
	4.4.1 Each unit / ward will always have a designated clinical nurse or clinical midwife in charge.
	4.4.2 If on one entire shift or more, where a Registered Nurse / Midwife Level 1 is designated by Mater to be the in-charge nurse or midwife, the Registered Nurse / Midwife will be paid an allowance for each shift of ordinary hours worked.  The allowa...
	4.5. X-Ray and Radium Allowance
	4.5.1 An employee whose duty requires them to use or assist in using x-ray or radium apparatus will be entitled to one (1) of two (2) allowances depending on the length of time the employee is required to use or assist. The allowance amount is referre...
	4.5.2 To be eligible to receive the allowance, the employee must be required by Mater to wear a lead apron (or equivalent apparel) whilst an x-ray or radium procedure is being performed by a qualified operator and the employee is not be able to leave ...
	4.5.3 The allowance is payable where an eligible employee wears a lead apron (or equivalent apparel) on at least one (1) occasion per week.
	4.6. Travelling Expenses
	4.6.1 An employee who is required to take up duty away from the employee’s usual place of work will either be provided with transport or be reimbursed for actual and reasonable expenses incurred by the employee in accordance with Mater Policy as amend...
	4.6.2 Where an employee uses their own vehicle, the reimbursement of expenses will be paid in accordance with the Australian Tax Office cents per kilometre method.
	4.7. Uniforms
	4.7.1 All employees are required to wear a uniform. Mater will supply these uniforms in accordance with relevant Policy as amended by Mater from time to time.  Any such uniform will meet workplace health and safety standards.
	4.7.2 Where Protective Personal Equipment (PPE) is required for the employee to carry out their duties, it will be supplied by Mater.
	4.8. Laundry Allowance
	4.8.1 A weekly laundry allowance will be paid to full-time employees and a pro rata amount will be paid to part-time  employees.  The laundry allowance is payable on all time worked as well as on Accrued Days Off (ADO) and Time Off in Lieu (TOIL) of o...
	4.8.2 Employees not required by Mater to wear uniforms are not entitled to receive a laundry allowance.
	4.8.3 Laundry allowance is not payable to casual employees.

	5. PART 5 – Hours of Work
	5.1. Ordinary Hours of Work
	5.1.1 The ordinary hours of work for a full time employee will be an average of thirty-eight (38) hours per week to be worked according to a roster determined by Mater based on the operational requirements of the department / clinical unit.
	5.1.2 Rostered shift lengths for full time employees will be determined by Mater and will not be less than six (6) hours unless an employee has made a request to work shifts of less than six (6) hours and will not exceed ten (10) hours in duration unl...
	5.1.3 A request by an employee to work shifts of less than six (6) hours duration, cannot be less than four (4) hours. Any request needs to be agreed in writing between Mater and the employee.
	5.1.4 Any change to the method of working the thirty-eight (38) hour week, for example introducing a nine (9) day fortnight arrangement will be in made in accordance with clause 12.1 (Consultation on Change).
	5.1.5 Mater recognises that due to the nature of the Nurse / Midwifery Manager role, there is a degree of flexibility associated with the ordinary hours of work for an employee engaged at that classification level.  The level and degree of flexibility...
	5.2. Twelve (12) Hour Shifts
	5.2.1 Where there is written agreement between Mater and the employee; the employee may be rostered to work shifts of twelve (12) ordinary hours exclusive of the unpaid meal break referred to in clause 5.2.2.  To avoid doubt, an employee may request t...
	5.2.2 An employee who works a shift of twelve (12) ordinary hours is entitled to one (1) paid meal break and one (1) unpaid meal break, each of thirty (30) minutes duration.  The first meal break (paid) is to occur between the third and sixth hours an...
	5.2.3 An employee will be entitled to two (2) ten (10) minute tea breaks in the first and second half of an ordinary twelve (12) hour shift to be taken at a suitable time determined by Mater. Upon request by an employee, Mater may agree that the tea b...
	5.2.4 An employee will not perform overtime immediately before or following a twelve (12) hour shift of ordinary hours.
	5.2.5 Each employee will be allowed either three (3) whole consecutive days off in each week or be allowed in each fortnightly period two (2) consecutive days off in one week and four (4) consecutive days off in the other week.
	5.2.6 Notwithstanding clauses 5.2.5 an employee may request a rostering arrangement that does not provide for consecutive rostered days off.  Such requests will be genuinely considered by Mater based on employee work life balance, operational and safe...
	5.2.7 An employee may only work a maximum of three (3) of either day or night; twelve (12) hour shifts in a row, unless mutually agreed between Mater and the employee.
	5.2.8 An employee may work a maximum of four (4) twelve (12) hour shifts where those shifts are a combination of two (2) day and two (2) night shifts or one (1) day and three (3) night shifts within a roster period.
	5.2.9 Where an employee works a combination of eight (8) and twelve (12) hour shifts, a maximum of five (5) shifts in a row may be worked.  This will include a minimum of two (2) eight (8) hour shifts.
	5.2.10 An employee will be provided a break of ten (10) hours between the termination of one shift and the commencement of another shift.
	5.3. Accrued Days Off (ADO)
	5.3.1 Where operationally viable and the employee wishes to participate, a full time employee’s roster may be structured such that the thirty-eight (38) ordinary hours per week are averaged over a four (4) week work cycle with one day during that peri...
	5.3.2 Where an employee works in a clinical unit which can facilitate a roster which provides an ADO, Mater and the employee will work to ensure ADOs are taken within twenty-eight (28) days of the ADO being accrued as the intention of an ADO is that i...
	5.3.3 Notwithstanding clause 5.3.2 a maximum of five (5) ADOs may be accrued at any one time.
	5.3.4 In exceptional circumstances where an employee has an ADO balance in excess of five (5) days, the employee may be directed to take the excess ADOs at a time determined by Mater by giving the employee at least two (2) weeks’ notice.
	5.3.5 An employee whose working arrangements result in the accrual of an ADO, will continue to accrue ADOs whilst on paid annual leave.
	5.4. Limitation on Night Duty
	5.4.1 With the exception of an employee who works in the Sleep Unit, night duty must be limited to a period not exceeding three (3) months at any one time.
	5.4.2 Any employee who has performed night duty continuously for a period of three (3) months must not be again employed on night duty during the six (6) months following such period.
	5.4.3 Notwithstanding clause 5.4.1 an employee may, by written agreement with Mater, be employed permanently on night duty.
	5.4.4 Night shift work will not exceed four (4) consecutive nights. An employee may elect to work more than four (4) consecutive nights in a row. Any election needs to be mutually agreed between Mater and the employee in writing.
	5.5. Breaks Between Shifts
	5.5.1 Subject to clause 5.5.2 an employee will be provided a break of not less than ten (10) hours between the conclusion of one shift and the commencement of another shift.
	5.5.2 Upon agreement in writing between the employee and Mater, the ten (10) hour break in clause 5.5.1 may be reduced to eight (8) hours.
	5.5.3 Clause 5.5.2 does not apply where twelve (12) hour shifts are implemented (clause 5.2.10).
	5.6. Rosters
	5.6.1 No employee will be rostered to perform ordinary duty for more than ten (10) consecutive days or shifts unless mutually agreed otherwise.
	5.6.2 Subject to clause 5.6.3, each employee is allowed two (2) whole consecutive rostered days off in each week.
	5.6.3 In lieu of two (2) whole consecutive rostered days off in each week, an employee may be allowed in each fortnightly period either:
	5.6.4 Two (2) consecutive days off, one at the end of one week and one at the beginning of the following week, may be counted as meeting the requirements of this clause.
	5.6.5 Notwithstanding clauses 5.6.2 to 5.6.4 an employee may request a rostering arrangement that does not provide for consecutive rostered days off.  Such requests will be genuinely considered by Mater based on employee work life balance, operational...
	5.6.6 Rosters setting out the employees’ days of duty and starting and finishing times on such days will be made available to ensure convenient access to employees at least fourteen (14) days before the commencement of each work cycle, which shall be ...
	5.6.7 Due to operational requirements, the roster duration of four (4) weeks may be reduced to two (2) weeks for facilities within Central Queensland, North Queensland and Gold Coast.
	5.6.8 Unless an employee otherwise agrees, if Mater desires to change a roster, Mater will provide at least seven (7) days' notice unless the change is necessary to meet unforeseen fluctuations in patient demand for services, or where another employee...
	5.6.9 Unless Mater otherwise agrees, an employee desiring to change a roster will give Mater seven (7) days' notice of the desired roster change except where the employee is ill or in an emergency.  Approval to change the roster will be at the discret...
	5.6.10 Mater will give prompt and genuine consideration to matters raised about the roster by the relevant employees including any requests made to the employee to work in excess of the employee’s rostered hours.
	5.6.11 Any changes to the method of working the thirty-eight (38) hour week outlined in clause 5.1.1 (Ordinary Hours of Work) will be in accordance with clause 12.1 (Consultation on Change).
	5.7. Right to Disconnect
	5.7.1 Unless it is unreasonable to do so, an employee may refuse to monitor, read or respond to contact, or attempted contact, from:
	5.7.2 Matters that must be taken into account in determining whether employee’s refusal is unreasonable are detailed in Section 333M of the Act.
	5.7.3 An employee’s refusal will be unreasonable if the contact or attempted contact is required under a law of the Commonwealth, a State or a Territory.
	5.7.4 Resolution of disputes about whether an employee’s refusal is unreasonable and about the operation of section 333M is provided for in Section 333N of the Act.
	5.7.5 The general protections in Part 3–1 of the Act prohibit Mater taking adverse action against an employee because of the employee’s right to disconnect under section 333M of the Act.
	5.7.6 Mater must not directly or indirectly prevent an employee from exercising their right to disconnect under the Act.
	5.7.7 Clause 5.7.1 does not prevent Mater from requiring an employee to monitor, read or respond to contact, or attempted contact, from Mater outside of the employee’s working hours where:
	a) The employee is being paid the on-call allowance under Part 7; and
	b) Mater’s contact is to notify the employee that they are required to attend or perform work or give other notice in relation to the on-call / recall.
	5.7.8 Clause 5.7.1 does not prevent Mater from contacting, or attempting to contact, an employee outside of the employee’s working hours in reasonable circumstances including to notify them of:

	6. PART 6 – Overtime and Penalty Rates
	6.1. Overtime
	6.1.1 An employee performing additional hours of duty either in excess of the ordinary hours specified in clause 5.1 (Ordinary Hours of Work) of this Agreement or where directed to work  in excess of their rostered ordinary hours on any day, will be, ...
	6.2. Time Off In Lieu (TOIL)
	6.2.1 An employee who performs overtime work may, as an alternative to being paid in accordance with clause 6.1. (Overtime) and subject to agreement between Mater and the employee, accrue time off equivalent to the overtime rates that would have been ...
	For example, if an employee works one (1) hour of authorised overtime following their rostered shift, then the overtime rate paid would be 150% for the hour.  Accordingly, if TOIL was agreed for the overtime worked, then the (1) hour authorised overti...
	6.2.2 Accrual of such time off will be to a maximum of thirty-eight (38) hours with the intention of being taken within twenty-eight (28) days of accrual at a time mutually agreed between Mater and the employee.  Such agreement will not be unreasonabl...
	6.2.3 Mater may direct an employee to access a period of TOIL:
	6.2.4 A direction by Mater to access a period of TOIL due to an employee reaching the maximum accrual (38 hours) may only occur following:
	6.2.5 Any accrued TOIL not taken will be paid to an employee upon their request, or upon termination of employment.  Any untaken TOIL will be paid at the applicable overtime rate at which it was accrued.
	6.3. Shift Penalties
	6.3.1 Penalty rates for afternoon, night and weekends will be paid where the shift meets the following definitions in the tables below, except for public holidays where payment is provided for in clause 9.20. (Public Holidays):
	6.3.2 Shift Penalties effective upon commencement of agreement:
	6.3.3 Shift Penalties Effective First Full Pay Period after 1 July 2028:
	6.4. Fatigue Management
	6.4.1 Mater and its employees recognise that fatigue management is critical to safe work practices.  A contemporary approach in addition to the fatigue provisions outlined in this part will be developed which confirms that Mater and its employees must...
	6.4.2 This approach will address these principles and provide a framework that will apply at Mater.  Further, it is expected that at the local departmental level, a risk assessment will be undertaken, and a pre-arranged process will be implemented to ...
	6.5. Maximum Hours of Duty
	6.5.1 In no case will an employee be rostered beyond a maximum of ten (10) hours (exclusive of meal break) without written agreement.  On call is not considered a rostered shift for the purposes of this clause.
	6.6. Fatigue Leave and Payment
	6.6.1 An employee who works so much overtime between the termination of ordinary work on one day, and the commencement of ordinary work on the next day, that at least ten (10) consecutive hours off duty (or eight (8) by agreement in writing) has not e...
	6.6.2 An employee referred to in clause 6.6.1 who resumes or continues work without having had ten (10) consecutive hours off duty (or eight (8) by agreement in writing), will be paid an additional 100% above the ordinary rate of pay applicable for th...
	6.6.3 Where an employee is requested by their Manager to work overtime and such overtime would result in the employee not receiving the requisite break, which was originally rostered, the employee has a responsibility to advise their Manager that work...

	150%
	Monday to Saturday (first 3 hours)
	200%
	Monday to Saturday (greater than 3 hours)
	200%
	Sunday
	Public Holiday (excluding Easter Saturday and 25 December)
	250%
	300%
	Easter Saturday and 25 December
	7. PART 7 – On Call and Recall
	7.1 On Call Allowance
	7.1.1 All employees required to be on call are entitled to the on-call allowance except midwives participating in a caseload model clause 11.1 (Midwifery Group Practice – Caseload Model) and receiving an annualised salary clause 11.7 (Annualised Salary).
	7.1.2 Where an employee is participating in the on-call service, they must ensure they are readily contactable by Mater during the hours for which they have been rostered on-call.
	7.1.3 An employee who is rostered to be on call will be paid an on call allowance for a twenty-four (24) hour period or part thereof as detailed in Schedule 2 (Allowances).
	7.1.4 The on call allowance is applicable in circumstances where an employee has completed their ordinary rostered duties and left the workplace, however is required to remain available to be contacted and, if required, return to the workplace to perf...
	7.1.5 Where an employee, who is rostered to be on call after the conclusion of their ordinary shift, is required to continue working or asked to remain at work following the conclusion of their ordinary shift, additional hours or overtime provisions w...
	7.2 Recall
	7.2.1 An employee who is rostered to be on call and is required to return to the workplace outside of their ordinary rostered hours for any purpose, must be paid a minimum of three (3) hours at the appropriate overtime rate.  However, the employee wil...
	7.2.2 If the employee is required to again perform duties within that three (3) hour period, no further minimum payment will apply.
	7.2.3 In the case of an employee who is rostered to be on call and who is recalled to work, payment must be made from the time the employee leaves their home.  The time spent travelling to and from work must be considered as time worked.
	7.2.4 If any employee is recalled to work the cost of transport to and from their home will be refunded where the employee submits a claim for the kilometres travelled. Alternatively, employees are able to access taxi vouchers via their Manager.
	7.2.5 To ensure fatigue is appropriately managed, where an employee is recalled to the workplace, clauses 6.6.1 and 6.6.2 (Fatigue Leave and Payment) will apply where an employee has actually worked more than two (2) hours across one or more recalls, ...
	7.2.6 For employees who are rostered to perform on call and in receipt of the on call allowance, fatigue leave or fatigue payment will apply where an employee has actually been recalled to site and worked in excess of two (2) hours (including travelli...
	7.2.7 Where an employee performing on call and receiving the on call allowance is recalled to site for a period of less than two (2) hours (including travel time), and the recall commences between the hours of 23:00 and 04:00, to ensure appropriate re...
	For example, an employee normally required to commence their ordinary rostered shift at 8:00am, who was recalled for ninety (90) minutes during the evening prior in accordance with the hours specified above, would not be required to commence their ord...


	8. PART 8 – Breaks and Allowances
	8.1 Meal Breaks
	8.1.1 Employees will be entitled to have an unpaid meal break of thirty (30) minutes for shifts of six (6) hours or more, provided that, by agreement of an individual employee, an employee who works shifts of six (6) hours or less may forfeit the meal...
	8.1.2 Mater will facilitate access to meal breaks. Employees are required to access such breaks and liaise with their Manager, Team Leader or relevant delegate to provide an appropriate handover to ensure continuity of patient care.
	8.1.3 Where an employee is unable to access a meal break as provided by clause 8.1.1 above, the employee will be paid a penalty (the penalty payment) calculated at the rate of double time for all time worked until the meal break is taken. The penalty ...
	8.1.4 The penalty payment is subject to:
	a) The inability to access the meal break being due to operational necessity; and
	b) The employee informing their Manager, within the six (6) hour period that they are unable to take a meal break as provided by clause 8.1.1 and the particular circumstances for this; and
	c) The Manager confirming that the employee is unable to access the meal break as provided in clause 8.1.1.
	8.1.5 Where an employee is required by their Manager to remain available during a meal break, but is free from duty, the employee will be paid at ordinary rates for a 30-minute meal break. This period will not count as time worked when calculating ord...
	8.1.6 If the employee is recalled to perform duty during this period, the employee will be paid at the rate of double time for all time worked until the balance of the meal break is taken.
	8.1.7 Provided that clauses 8.1.3 and 8.1.5 do not apply to Registered Nurses Level 3 or above as these employees are to organise their work time so that a meal break is taken at an appropriate time.
	8.1.8 Employees working a twelve (12) hour shift are entitled to meal breaks in accordance with clause 5.2 (Twelve (12) Hour Shifts) and clause 8.2.3 (Tea Breaks).
	8.2 Tea Breaks
	8.2.1 Every employee is entitled to a paid tea break of ten (10) minutes duration within each period of four (4) ordinary hours of work.  Such tea breaks are to be taken at times suitable to Mater and so as not to interfere with the continuity of work...
	8.2.2 Upon request by the employee, Mater may agree that the tea breaks may be combined into one twenty (20) minute tea break to be taken in the first part of the ordinary working day, with such twenty (20) minute tea break and meal break arranged in ...
	8.2.3 Tea and Meal breaks are outlined in the below table:
	8.3 Meal Allowance
	8.3.1 An employee who is required to continue to work for more than two (2) hours after the rostered ceasing time shall be paid a meal allowance of as outlined in Schedule Two (Allowances).
	8.3.2 This allowance will not be paid where a meal is provided by Mater free of charge.

	9. PART 9 – Leave and Public Holidays
	9.1 Annual Leave
	9.1.1 All full time employees are entitled to five (5) weeks’ (190 hours) annual leave each year. Part time employees are entitled to pro rata accruals.
	9.1.2 A full time employee who meets the definition of a shift worker (clause 1.7.1 z) is entitled to an additional week annual leave per year (228 hours total). Part time employees who meet the definition of shift worker will be entitled to pro rata ...
	9.1.3 An employee’s annual leave accrues progressively during a year of service, commencing on their anniversary date, based on the employee’s ordinary hours of work and accumulates from year to year.
	9.1.4 Annual leave should be taken at a time that is mutually acceptable to both the employee and Mater, subject to emergent circumstances or a direction to take leave in accordance with clause 9.6 (Direction to Take Annual Leave – Excessive Balance).
	9.1.5 On receiving an application from an employee to access annual leave, the following will apply:
	9.1.6 Employees may apply to take annual leave at half pay for double the period of time subject to:
	9.1.7 Part time employees may request to access up to thirty-eight (38) hours of annual leave per week without affecting their part time status.  This option allows the employee to receive additional pay while on leave however is subject to the employ...
	9.2 Calculation of Annual Leave payment
	9.2.1 Annual leave will be calculated as follows:
	9.3 Additional Leave for On Call and Recall
	9.3.1 A full time or part time employee who does not work in an area that operates on a twenty-four-hour, seven day a week (24/7) basis, who is rostered on call on twenty (20) or more occasions from 1 January to 31 December will receive an additional ...
	9.3.2 Part time employees who meet criteria for additional annual leave (clause 9.3.1) will be entitled to annual leave of a pro rata basis.
	9.3.3 For the sake of clarity, the total annual leave and additional leave accrual as prescribed in clause 9.3.1 will not exceed six (6) weeks per year.
	9.3.4 A full time employee who does not work in an area that operates on a twenty four hour, seven day a week (24/7) basis, who is either rostered on call for 45 (forty five) instances or more OR is recalled for 20 (twenty) occasions or more from 1 Ja...
	9.3.5 Part time employees who meet criteria for additional annual leave (clause 9.3.4) will be entitled to annual leave on a pro rata basis.
	9.3.6 For the sake of clarity, the total annual leave and additional leave accrual as prescribed in clause 9.3.4 will not exceed six (6) weeks per year.
	9.4 Purchase of Leave
	9.4.1 Extra leave for proportionate salary (also referred to as purchase of leave) is a scheme where employees can access between one (1) and six (6) weeks “extra” leave in addition and separate to, paid annual leave and other entitlements. The effect...
	9.5 Cashing out of Annual Leave
	9.5.1 Mater is committed to ensuring that all employees access their accrued leave for rest and recreation away from the workplace each year.
	9.5.2 An employee may cash out an entitlement to annual leave provided that:
	9.5.3 All requests and supporting documentation must be submitted in writing to the Chief People, Culture and Learning Officer (however titled) or their delegate.
	9.6 Direction to Take Annual Leave – Excessive Balance
	9.6.1 Subject to the provisions of the Act, an employee may be directed to take annual leave in circumstances where:
	9.6.2 For the purposes of clause 9.6.1 (d) and without limiting what constitutes a “reasonable” request, one consideration would be whether the employee has applied for, and been refused, annual leave that would have avoided an excessive annual leave ...
	9.7 Christmas Period Closure and Concessional Day
	9.7.1 The Christmas Concessional Day is a day, as determined in advance by Mater, which falls within the Christmas / New Year Period. Eligible employees are able to take this day as a leave day without it being debited from any leave account.
	9.7.2 Those eligible for the Concessional Day are:
	9.7.3 Employees who are not required to work due to the Clinical Unit being closed over the period will be required to take annual leave on the days not designated as public holidays and not designated as the Concessional Day.  Those employees who do ...
	9.7.4 Employees who have access to TOIL arrangements under clause 6.2 (TOIL) this Agreement or approval to use TOIL within a work Clinical Unit may use those TOIL balances in place of annual leave, over the compulsory closure period. Leave taken as TO...
	9.7.5 Eligible employees who work on the designated Concessional Day will have the opportunity to take it as time in lieu at a mutually agreeable time before 31 March the following year.
	9.7.6 Casual employees are not eligible for the Concessional Day.
	9.8 Reduced Activity Periods
	9.8.1 There will be times when Mater will initiate planned reductions in operational activity due to business requirements that will mean reduced staffing level requirements.  Mater will provide employees six (6) weeks’ notice of such planned reductio...
	9.8.2 To respond to such business requirements where staffing levels are expected to be in excess of the planned reduced activity in a work area for the relevant periods, the following will be undertaken by Mater:
	9.8.3 Employees may be directed to access TOIL and / or any accrued ADO balances for the period.
	9.8.4 The above actions will generally be undertaken by Mater in the order outlined, but some actions may occur simultaneously to ensure appropriate staffing levels for the periods are achieved, whilst also giving employees appropriate notice.
	9.9 Personal / Carer’s Leave
	9.9.1 An employee, other than a casual, is entitled to up to ten (10) days personal leave on full pay for each year of service. Personal leave (which incorporates carer’s leave) will accumulate for each completed year of service and a proportionate am...
	9.9.2 An employee may take paid personal leave if the leave is taken:
	9.9.3 The following will also apply:
	9.9.4 An employee is also entitled to two (2) days of unpaid carer’s leave for each occasion when a member of the employee’s immediate family, or a member of the employee’s household, requires care or support because of:
	a) A personal illness, or personal injury, affecting the member; or
	b) An unexpected emergency affecting the member.
	9.10 Compassionate Leave
	9.10.1 An employee is entitled to two (2) days of paid compassionate leave for each occasion (a permissible occasion) when a member of the employee’s Immediate family, or a member of the employee’s household:
	9.10.2 Such leave will be paid at the ordinary rate of pay for the eligible employees ordinary hours of work for the period.
	9.10.3 An employee may apply for additional unpaid leave in accordance with Mater Policy as amended by Mater from time to time.
	9.10.4 Casual employees are entitled to unpaid compassionate leave.
	9.11 Domestic and Family Violence Support Leave
	9.11.1 Mater is strongly committed to providing a healthy and safe working environment for all employees. It is recognised that employees sometimes face difficult situations in their personal life, such as domestic and family violence, that may affect...
	9.11.2 Employees are entitled to ten (10) days paid leave per year in accordance with the National Employment Standards (NES) and Mater policy.
	9.12 Parental Leave
	9.12.1 Mater supports employees during their pregnancy or adoption of a child and offers paid parental leave, unpaid parental leave and flexible rostering to accommodate pregnancy-related and adoption appointments. Mater’s Leave policy, as amended by ...
	9.12.2 Employees will be entitled to unpaid parental leave (maternity, adoption and spousal) in accordance with the Act and Mater Policy.
	9.13 Paid Parental Leave
	9.13.1 In accordance with Mater Policy, eligible employees (full time and part time employees who have completed twelve (12) months’ continuous service with Mater at the expected date of birth, or (in the case of adoption) the day of placement or expe...
	9.13.2 Part time employees are entitled to leave in accordance with clause 9.13.1 on a pro rata basis.
	9.13.3 Eligibility, notice requirements and other related information is detailed in Mater’s Leave Policy as amended by Mater from time to time.
	9.13.4 Parent includes:
	a) A birth parent;
	b) An adoptive parent: or
	c) A person who has primary responsibility for the day-to-day care of the child.
	9.13.5 Supporting parent / partner refers to an employee sharing the initial caring responsibilities but not primarily responsible for daily care.
	9.13.6 Leave may be taken at half pay for double the period of time by the employee agreeing that for the duration of the leave their current ordinary hours will be deemed to be halved and leave will accrue accordingly.
	9.13.7 When accessing parental leave at half pay, the employee agrees that fifty (50) per cent of the leave period will be taken as unpaid leave. Accordingly, the unpaid portion of the leave will not be counted as service.
	9.14 Returning from Parental Leave
	9.14.1 An employee returning from a period of parental leave is entitled to:
	a) Return to their former position or equivalent if the former position no longer exists.  If the employee transferred to a safe job or reduced hours due to the pregnancy prior to taking leave they are entitled to the position they held before the tra...
	b) Request flexible working arrangements.  Flexible work arrangements include reducing working hours and changing starting and finishing times / shift arrangements, including predictable set shifts to coincide with childcare arrangements.  At the conc...
	9.15 Breastfeeding Facilities & Procedures
	9.15.1 Mater will ensure, as a minimum, access to an appropriate room with adequate privacy to breastfeed or express. The employee is to be offered flexibility in the rosters conducive to the needs of the lactating mother and be provided with breaks t...
	9.16 Long Service Leave
	9.16.1 An employee who completes ten (10) years’ continuous service is entitled to long service leave.  A full time employee accrues leave at the rate of 1.3 weeks on full pay for each year of continuous service and a proportionate amount for an incom...
	9.16.2 An employees’ entitlement to long service leave will be as follows:
	9.16.3 Employees may apply to take long service leave at half pay for double the period of time subject to:
	9.17  Cashing out of Long Service Leave
	9.17.1 Employees with ten (10) or more years of service may apply to cash out a portion of their accrued long service leave (instead of taking the leave) in the following circumstances:
	9.17.2 All requests and supporting documentation must be submitted in writing and approval is subject to the discretion of the Chief People Culture & Learning Officer (however titled) or delegate.
	9.18 Direction to Take Long Service leave
	9.18.1 An employee may be directed to take long service leave in accordance with the Industrial Relations Act 2016 (QLD).  In circumstances where Mater and the employee have been unable to agree on mutually acceptable leave arrangements, Mater may dec...
	9.19 Jury Service
	9.19.1 An employee, other than a casual employee required to attend jury service during their ordinary hours, will continue to be paid their ordinary hours by Mater.
	9.19.2 The employee will notify Mater as soon as practicable of the date upon which they are required to attend for jury service and will provide Mater with proof of attendance, the duration of attendance and the fees received in respect of attendance.
	9.19.3 Fees (excluding meal and transport allowance) received by an employee to attend jury service will be paid to Mater and Mater will continue to pay the employee their ordinary pay for the time the employee was absent on jury service.
	9.19.4 If the employee is not required to serve on a jury for a day or part of a day after attending for jury service and the employee would ordinarily be working for all or part of the remaining day, the employee must, if practicable, present for wor...
	9.20 Public Holidays
	9.20.1  The following are public holidays:
	9.20.2 Work performed by an employee on any of the public holidays provided for in clause 9.20.1 will be paid at the rate of double time (double the ordinary rate), with a minimum payment of four (4) hours except as per clause 7.2 (Recall).
	9.20.3 Work performed by an employee on Easter Saturday and 25 December will be paid at the rate of triple time (triple the ordinary rate), with a minimum payment of four (4) hours except as per clause 7.2 (Recall).
	9.20.4 An employee (other than a casual employee), who works:
	9.20.5 For clause 9.20.4 b), “primarily rostered to work on a day” means the employee has been rostered to work (or on paid personal / carer, annual or long service leave) on a particular day of the week for at least fifty percent (50%) of such days o...
	For example, a public holiday falls on a Tuesday.  If an employee working a variable roster has been rostered to work (or on paid personal/carer, annual or long service leave) on at least 50% of the Tuesdays in the 26 weeks immediately before the publ...
	9.20.6 An employee’s Accrued Day Off (ADO) will not be rostered on a public holiday.
	9.21 Suspension
	9.21.1 General Principle
	9.21.2 Mater may suspend an employee without pay.  Grounds for suspension without pay include where:
	i. is unable to perform their role as a consequence of the charge, related proceedings or conviction; or
	ii. Mater’s brand or reputation may be damaged if the employee is allowed to continue working; or

	9.21.3 Procedural Fairness
	i. be confirmed in writing and include the reason/s for the suspension without pay;
	ii. provide the employee an opportunity to respond before suspension without pay is imposed, except in urgent case of demonstrable risk to reputation, safety, service delivery or regulatory compliance;
	iii. specify the expected duration of suspension.

	9.21.4 Disputes
	9.21.5 Continuity of service

	10 PART 10 – Professional Support and Training
	10.1 Mandatory Training
	10.1.1 The parties acknowledge that all mandatory training is to be allocated to paid work time.
	10.2 Professional Development Allowance (PDA)
	10.2.1 All permanent employees (with the exception of AINs and part time employees contracted to less than sixteen (16) hours per fortnight) are eligible to apply for a Professional Development Allowance (PDA) up to the value of $750.00 per annum (pro...
	10.2.2 Permanent AINs CSSD performing sterilising duties (except those contracted to less than sixteen (16) hours per fortnight) are eligible to apply for PDA up to the value of $250.00 per annum (pro rata for part time employees).
	10.2.3 This initiative is to support employees to meet the costs associated with their professional development and can be used to claim development activities or relevant materials.
	10.2.4 Approved professional development activities are to be paid for by the employee (unless otherwise agreed to and paid by Mater) and will be reimbursed by Mater upon provision of a tax invoice; and completion and approval of relevant application ...
	10.2.5 Employees can accrue PDA up to a period of two (2) years.  For clarity, this will be a rolling two-year timeframe meaning that, if the employee has not accessed any funds from their PDA balance, any amounts accrued after two (2) years will be a...
	10.2.6 An employee is able to access their PDA in accordance with Mater Policy as amended by Mater from time to time.
	10.3 Professional Development Leave (PDL)
	10.3.1 All permanent employees (with the exception of AINs and part time employees contracted to less than sixteen (16) hours per fortnight) will be entitled to accrue twenty-four (24) hours of Professional Development Leave (PDL) per year. Part time ...
	10.3.2 Permanent AINs CSSD performing sterilising duties (except those contracted to less than sixteen (16) hours per fortnight) will be entitled to accrue eight (8) hours of PDL per year (pro rata for part-time employees).
	10.3.3 Professional Development Leave (PDL) may accrue for a maximum period of two (2) years.  For clarity, this will be a rolling two-year timeframe meaning that, if the employee has not accessed any leave from their balance, any amounts accrued afte...
	10.3.4 An employee is able to access their PDL accrual in accordance with Mater Policy as amended by Mater from time to time.  The amount of paid leave includes any time required to travel to the professional development.  This may be extended at the ...
	10.3.5 No cash payment will be made in lieu of PDL, including upon resignation, retirement, and termination of services or exceeding the maximum accumulation in accordance with clause 10.3.3.
	10.3.6 Paid PDL is an entitlement over and above all other leave entitlements.  All PDL shall be utilised to undertake relevant professional development activities as discussed and approved by the employee’s Director or their delegate.  PDL will not b...
	10.4 Additional Professional Development Support
	10.4.1 Mater commits to continuing to provide all mandatory education through the Mater Education Centre.
	10.4.2 Mater retains the discretion to approve, on application, paid absence and/or a contribution to the cost of the education, for all employees, including those who are not eligible under clause 10.2 and 10.3, to attend relevant professional develo...
	10.4.3 This professional development support is to be offered in addition to the professional development allowance and professional development leave contained in clause 10.2 (Professional Development Allowance) and 10.3 (Professional Development Lea...
	10.5 Accelerated Advancement – Enrolled Nurse
	10.5.1 An Enrolled Nurse (other than an Enrolled Nurse who is appointed in the first year of experience at pay point 2) who is performing duties for which the below training is directly relevant shall be entitled to accelerated advancement by one pay ...
	10.5.2 Provided that an employee who has already been advanced one pay point, shall not be entitled to further advancement under this clause.
	10.6 Qualification Allowance
	10.6.1 Full time, part time or casual employees are entitled to receive a qualification allowance, upon application and subject to satisfaction of the criteria set out in this clause.  The fortnightly allowance is paid on a pro rata basis for part tim...
	10.6.2 Quantum of Allowance
	10.6.3 The allowance does not apply to basic Registered Nurse qualifications or direct entry midwifery qualifications when only one degree is held.
	10.6.4 The allowance is payable to an employee who holds a qualification from a course which is of at least one (1) year’s (or two (2) academic semesters) duration as approved by Mater.
	10.6.5 The allowance is only payable to the employee if the qualification is accepted by Mater to be directly relevant to the skills and competencies of the employee’s role or duties performed.
	10.6.6 Where an employee holds two (2) or more relevant qualifications, the allowance is only payable in respect of one (1) qualification. If the employee holds one (1) qualification of a higher level, that qualification will be paid to the exclusion ...
	10.6.7 Employees who believe they may be eligible for payment of a qualification allowance shall make application to the appropriate Director. Applicants will be required to provide appropriate supporting documentation attesting to their qualification...
	10.6.8 The qualifications allowance will be paid from the date on which the application has been approved by Mater where it is determined that the qualification is directly relevant to the skills and competencies being used for the duties of the emplo...
	10.6.9 Subject to production of supporting documentation being provided within four (4) weeks of commencing in an eligible role, Mater will adjust previous payments back to the date of commencement.
	10.6.10 Any employee unable to provide proof of documentation within four (4) weeks of engagement will not be paid the allowance until such time that the supporting documentation is provided. The allowance will then be paid from the first full pay per...
	10.6.11 An allowance payable under this clause will be discontinued with effect from the date that Mater notifies the employee entitled to the allowance that Mater has ceased to accept that the holding of the qualification is directly relevant to the ...
	10.7 Graduate Nurse and Midwife Program
	10.7.1 The employer will promote a culture that values nurses and midwives and their contribution to patient/client/woman-centred care and service delivery, including the role of the graduate in the health care team.
	10.7.2 Any registered nurse, enrolled nurse or midwife who has not been engaged in post-graduate practice for more than six months (full time equivalent) eligible to apply for a role in the graduate nurse / midwife program.
	10.7.3 The graduate program will enable twelve (12) months of post-graduate practice.
	10.7.4 The program will be developed by a facility’s nurse / midwife educator and be guided by the following principles:

	11 PART 11 – Midwifery Models of Care
	11.1 Midwifery Group Practice – Caseload Model
	11.1.1 Mater provides a Midwifery Group Practice – Caseload Model of care for employees who wish to participate.
	11.1.2 Midwives who participate in a Caseload Model and receive an annualised salary may revert to payment on the basis of time worked. In such cases, the midwife should provide 4 weeks’ notice of their intention to return to payment on the basis of a...
	11.1.3 The Caseload Model will equate to an employee working an average of thirty-eight (38) hours per week over an eight (8) week period and will be based on a full-time midwife providing full care to forty (40) clients in a 12-month period. Part-tim...
	11.1.4 The Caseload Model of a midwife may vary depending upon the nature of the midwifery service, the skills mix of the midwives within the midwifery service and the risk profile of the clients. Accordingly, the determination of specific caseloads w...
	11.1.5 Participation in a Caseload Model will be voluntary.  Midwives who do not participate in the Caseload Model will not be paid an annualised salary, as outlined in clause 11.7 (Annualised Salary) and will be paid in accordance with the Agreement ...
	11.2 Patterns of Work
	11.2.1 Midwives working in a Caseload Model will organise their own hours of work in consultation with their supervisor, provided that they are able to meet the assessed needs of clients.
	11.2.2 Midwives will not be required to work for periods longer than eight (8) hours and can choose to hand over care of the clients at that time. The midwife will have the discretion to work up to, but not longer than twelve (12) hours, to meet the n...
	11.2.3 Each midwife will have a period of at least eight (8) hours, within any twenty-four (24) hour period, continuously free of duty other than on-call and recall.
	11.2.4 Each midwife will have an average of four (4) days off duty per fortnight, with at least two (2) consecutive days free of planned work and on-call or recall.
	11.2.5 Midwives will not be permitted to work for more than seven (7) days in succession other than where the midwife is recalled to work.
	11.3 Excess Hours
	11.3.1 The first thirty (30) hours worked in excess of 304 hours in an eight (8) week cycle will be accrued as time off in lieu (TOIL). Hours worked in excess of 334 will automatically be paid at the overtime rate of time and one half for the first th...
	11.3.2 A maximum of thirty (30) hours TOIL may be carried from one eight (8) week cycle to the next. The Midwifery Unit Manager may approve TOIL above thirty (30) hours in exceptional circumstances, provided the hours in excess of thirty (30) are take...
	11.4 Debit Carryover
	11.4.1 A maximum TOIL debit of sixteen (16) hours is allowed at any one time and may be carried over from one (1) eight (8) week cycle to the next.  For the sake of clarity this is sixteen (16) hours in arrears.
	11.5 Review of Workloads
	11.5.1 Where a midwife works above or below the accepted range of hours (288 hours to 334 hours) the Line Manager (Nursing and Midwifery) will review the midwife’s hours of work and ensure that future hours do not fall above or below the accepted rang...
	11.6 Time Records
	11.6.1 Midwives will be required to keep accurate records of all time worked including travel time, administrative work, employee development and other non-clinical activity.
	11.7 Annualised Salary
	11.7.1 Midwives working in a Caseload Model are paid an annualised salary in recognition of the flexible patterns of work to provide continuity of care. The annualised salary is the ordinary rate of pay as set out in Schedule 1 (Wages) and an all-purp...
	11.7.2 Six (6) months after a Caseload Model is adopted at a centre, the adequacy of the annualised loading will be reviewed in accordance with agreed criteria.
	11.7.3 Core midwives who do not work in a Caseload Model are not eligible for an annualised salary.
	11.8 Annual Leave
	11.8.1 Annual leave will be six (6) weeks per year and the all-purpose loading provided in clause 11.7.1 is paid for the entire period of leave.

	12 PART 12 – Consultation and Dispute Resolution
	12.1 Consultation on Change
	Mater is committed to working collaboratively with the Queensland Nurse and Midwives Union (QNMU) and will consult employees using an interest-based problem-solving approach (IBPS).
	Change in the workplace
	12.1.1 This consultation term applies if Mater:
	12.1.2 For a major change referred to in paragraph 12.2.1a):
	12.1.3 The relevant employee or employees may advise Mater that a person or employee organisation is their representative for the purposes of the procedures in this clause in relation to a major workplace change.
	12.1.4 If:
	12.1.5 Mater must notify the relevant employees, their representatives (if any) and QNMU of the decision to introduce the change.
	12.1.6 As soon as practicable after making its decision, Mater must:
	12.1.7 However, Mater is not required to disclose confidential or commercially sensitive information to the relevant employees, representatives (if any) or QNMU.
	12.1.8 Mater must give prompt and genuine consideration to matters raised about the major change by the relevant employees and their representatives (if any).
	12.1.9 Mater will take reasonable steps to communicate the outcome of the consultation process including the consideration that was given to matters raised about the major workplace change by the relevant employees, their representatives (if any) and ...
	12.1.10 If a term in this agreement provides for the introduction of a major workplace change in relation to the enterprise of the employer, the requirements to consult contained in clauses 12.1.3 to 12.1.9 are taken not to apply.
	12.1.11 In this term, a major workplace change is “likely to have a significant effect on employees” if it results in:
	12.1.12 For a change referred to in subclause 12.1.1b):
	12.1.13 The relevant employee or employees may advise the employer that a person or employee organisation is their representative for the purposes of the procedures in this clause in relation to changes to regular rosters or ordinary hours of work.
	12.1.14 If:
	12.1.15 As soon as practicable after proposing to introduce the change, Mater must:
	12.1.16 However, Mater is not required to disclose confidential or commercially sensitive information to the relevant employees, their representatives (if any) or QNMU.
	12.1.17 Mater must give prompt and genuine consideration to matters raised about the change by the relevant employees, their representatives (if any) and QNMU.
	12.1.18 Mater will take reasonable steps to communicate the outcome of the consultation process including the consideration that was given to matters raised about the change to the regular roster or ordinary hours of work of employees by the relevant ...
	12.1.19 In this term: relevant employees means the employees who may be affected by a change referred to in subclause 12.1.1.
	12.2 Local Consultative Committee (LCC)
	12.2.1 A Local Consultative Committee (LCC) will be established within each Region including:
	12.2.2 Each Local Consultative Committee will include attendance from:
	12.2.3 The role of a Local Consultative Committee  is to act as the principal conduit through which employees and their representatives consult and discuss matters arising under this Agreement.
	12.2.4 Mater will develop Terms of Reference for each Local Consultative Committee .
	12.2.5 Except where otherwise agreed, each Local Consultative Committee shall meet at least six (6) times a year or more often if requested by either party.
	12.3 Prevention and Settlement of Disputes
	12.3.1 If a dispute relates to:
	12.3.2 The parties to a dispute referred to in this procedure may include:
	12.3.3 An employee who is a party to the dispute may advise the employer that a person or employee organisation is their representative for the purposes of the procedures in this term.
	12.3.4 In the first instance, the parties to the dispute must try to resolve the dispute at the workplace level, by discussions between the relevant employee or employees, relevant supervisors and/or management and any relevant employee organisation.
	12.3.5 If the discussions at the workplace level do not resolve the dispute, a party to the dispute may refer the matter to the Fair Work Commission.
	12.3.6 The Fair Work Commission may deal with a dispute referred to it under subclause (12.3.5) even if the requirement for discussions in subclause (12.3.4) has not been complied with if the Fair Work Commission is satisfied that it is appropriate in...
	12.3.7 The Fair Work Commission may deal with the dispute in two (2) stages:
	12.3.8 If the Fair Work Commission arbitrates the dispute:
	12.3.9 Subject to any order made by the Fair Work Commission under subclause (12.3.8 a)), while the parties are trying to resolve the dispute using the procedures in this term:
	12.3.10 The parties to the dispute agree to be bound by a decision made by the Fair Work Commission in accordance with this term.

	13 PART 13 – Termination of Employment and Redundancy
	13.1 Notice of Termination of Employment
	13.1.1 Except in the case of dismissal for serious misconduct, termination of employment may occur by the provision of the following written minimum notice by either Mater or the employee:
	13.1.2 In addition to this notice, Mater will provide employees over 45 years of age at the time of the giving of the notice with not less than two (2) years continuous service, an additional week’s notice.
	13.1.3 Mater may make payment in lieu of the notice if Mater decides that part or all of the notice period is not required to be worked.  In calculating any payment in lieu of notice, the payment will be based on the ordinary hours the employee would ...
	13.1.4 If an employee who is at least 18 years of age does not give the required notice under clause 13.1.1, Mater may, unless exceptional circumstances apply, deduct from wages due to the employee under this Agreement an amount that is no more than o...
	13.1.5 The notice periods in this clause do not apply in the case of a casual employee.
	13.2 Job Security and Redundancy
	13.2.1 Mater is committed to maximising permanent employment and job security for its employees.
	13.2.2 It is acknowledged that job security for employees assists in ensuring workforce stability, cohesion and motivation. Mater recognises the crucial role employees play in providing clinical health services in Queensland.
	13.2.3 Whilst Mater is committed to job security for all employees, there may be times that due to financial, funding or operational reasons and not due to the ordinary and customary turnover of labour that Mater may determine to make a particular pos...
	13.2.4 For the purposes of this clause only, in order to determine whether a position is deemed to be a suitable alternative, Mater will:
	13.2.5 Any determination of redundancies Mater will follow the process outlined in clause 12.1 (Consultation) in relation to redundancy and redeployment processes.
	13.2.6 An employee may not unreasonably refuse a suitable alternative position. As per Mater’s Redeployment and Redundancy Policy as amended from time to time, where an employee is offered a suitable alternative position or agrees to be redeployed to ...
	13.2.7 All entitlements to redundancy payments will be in accordance with the below table and will be in addition to the requisite notice period as per clause 13.1 (Notice of Termination of Employment).
	13.2.8 Where Mater has given notice of termination to an employee under this clause, the employee is allowed up to one (1) day off without loss of pay or as otherwise agreed with the employee’s Director for the purpose of seeking other employment.  Th...

	14 PART 14 – Union Related Matters
	14.1 Delegates Rights
	14.1.1 Delegate’s organisation means the employee organisation in accordance with the rules of which the workplace delegate was appointed or elected; and
	14.1.2 Eligible employees means members and persons eligible to be members of the delegate’s organisation who are employed by Mater.
	14.1.3 Mater recognises the role of Queensland Nurses and Midwifery Union (QNMU) and workplace delegates as well as peer nominated workplace representatives in the workplace and is supportive of their workplace representation.
	14.2 Notice of appointment or election as a workplace delegate.
	14.2.1 Before exercising entitlements under this clause, a workplace delegate must give Mater written notice of their appointment or election as a workplace delegate. If requested, the workplace delegate must provide Mater with evidence that would sat...
	14.2.2 After the workplace delegate has sought confirmation from their manager that service delivery will not be disrupted and work requirements will not be unduly affected, workplace delegates and workplace representatives will be entitled, at ordina...
	14.2.3 Directors will ensure that employees have an understanding of this arrangement and are supportive of workplace delegates’ and workplace representatives’ involvement in the above activities.
	14.3 Notice of ceasing to be a workplace delegate.
	14.3.1 An employee who ceases to be a workplace delegate must give written notice to the Mater within fourteen (14) days.
	14.4 Right of Representation
	14.4.1 A workplace delegate may represent the industrial interests of eligible employees who wish to be represented by the workplace delegate in matters including:
	14.5 Entitlement to Reasonable Communication
	14.5.1 A workplace delegate may communicate with eligible employees for the purpose of representing their industrial interests under clause 14.1.3. This includes discussing membership of the delegate’s organisation and representation with eligible emp...
	14.5.2 A workplace delegate may communicate with eligible employees during working hours or work breaks, or before or after work.
	14.6 Entitlement to Reasonable Access to the Workplace and Workplace Facilities
	14.6.1 The employer must provide a workplace delegate with access to or use of the following workplace facilities:
	a) a room or area to hold discussions that is fit for purpose, private and accessible by the workplace delegate and eligible employees;
	b) a physical or electronic noticeboard;
	c) electronic means of communication ordinarily used in the workplace by the employer to communicate with eligible employees and by eligible employees to communicate with each other, including access to Wi-Fi;
	d) a lockable filing cabinet or other secure document storage area; and
	e) office facilities and equipment including printers, scanners and photocopiers.
	f) Mater is not required to provide access to or use of a workplace facility under clause 14.6.1 if:
	i. the workplace does not have the facility;
	ii. due to operational requirements, it is impractical to provide access to or use of the facility at the time or in the manner it is sought; or
	iii. the employer does not have access to the facility and is unable to obtain access after taking reasonable steps.

	14.7 Entitlement to Reasonable Access to Training
	14.7.1 Mater will provide a workplace delegate with access to up to five (5) days of paid time during normal working hours for initial training and five (5) days each subsequent year, to attend approved training courses or union conferences related to...
	14.7.2 In each year commencing 1 July, Mater is required to provide access to paid time for training to more than one workplace delegate per fifty (50) eligible employees.
	14.7.3 The number of eligible employees will be determined on the day a delegate requests paid time to attend training, as the number of eligible employees who are:
	a) full-time or part-time employees; or
	b) regular casual employees.

	14.7.4 Payment for a day of paid time during normal working hours is payment of the amount the workplace delegate would have been paid for the hours the workplace delegate would have been rostered or required to work on that day if the delegate had no...
	14.7.5 The workplace delegate must provide Mater with not less than 5 (five) weeks’ notice (unless Mater and delegate agree to a shorter period of notice) of the dates, subject matter, the daily start and finish times of the training, and the name of ...
	14.7.6 If requested by Mater, the workplace delegate must provide Mater with an outline of the training content.
	14.7.7 Mater must advise the workplace delegate not less than two (2) weeks from the day on which the training is scheduled to commence, whether the workplace delegate’s access to paid time during normal working hours to attend the training has been a...
	14.7.8 The workplace delegate must, within seven (7) days after the day on which the training ends, provide Mater with evidence that would satisfy a reasonable person of their attendance at the training.
	14.8 Exercise of Entitlements
	14.8.1 A workplace delegate’s entitlements are subject to the conditions that the workplace delegate must, when exercising those entitlements:
	a) comply with their duties and obligations as an employee;
	b) comply Mater’s reasonable policies and procedures, including reasonable codes of conduct and requirements in relation to occupational health and safety and acceptable use of Information and Communication Technology (ICT) resources;
	c) not hinder, obstruct or prevent the normal performance of work; and
	d) not hinder, obstruct or prevent eligible employees exercising their rights to freedom of association.

	14.8.2 This clause does not require Mater to provide a workplace delegate with access to electronic means of communication in a way that provides individual contact details for eligible employees.
	14.8.3 This clause does not require an eligible employee to be represented by a workplace delegate without the employee’s agreement.

	Schedule One – Wage Rates
	S1.1 Wage Rates
	S1.1 Wage Rates Continued

	Schedule Two – Allowances
	Schedule Three – Generic Level Statements
	S3.1 Glossary of Terms
	S3.2 Generic Level Statements
	a) Appears on the Australian Health Practitioner Regulation Agency (AHPRA) as a Registered Nurse (Division 1)
	b) Provides nursing care within the individual and Registered Nurse scope of practice, demonstrates competency in the provision of that care pursuant to the Nursing and Midwifery Board of Australia (NMBA) Standards, Codes and Frameworks, context of ca...
	c) Practices independently and interdependently, assumed accountability for own actions and delegation of care to ENs, AINs, students and other unregulated healthcare workers consistent with the NMBA Framework and Standards.
	d) Assess, plan, implement and evaluate nursing care, can make appropriate referrals to other health practitioners and take a leadership role in the provision and co-ordination of nursing care across its continuum.
	e) Participates in professional development of self and others
	f) Applies critical thinking, reasoning across all domains, including evidence-based guidelines to achieve care outcomes
	g) Supports nursing practice and learning by providing in-service teaching, orientation and preceptorship
	h) May be employed in a research role within the scope of practice of a registered nurse

	Schedule Four – Signatories
	S4.1 Signed for and on behalf of Mater:
	S4.2 Signed for and on behalf of Australian Nursing and Midwifery Federation:


