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1 - TITLE

This agreement shall be known as the Bunbury Cathedral Grammar School Inc (Enterprise 
Bargaining Agreement) 2012 and replaces Bunbury Cathedral Grammar School Inc. (Enterprise 
Bargaining Agreement) 2010.

2 – ARRANGEMENT

1 Title
2 Arrangement
3 Parties to the Agreement
4 Scope of Agreement
5 Date and Duration of Agreement
6 Relationship to Parent Awards
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11 Deferred Salary Option
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13 Agreed Efficiency Improvements
14 Teacher Appraisal
15 Redundancy Provisions
16 Consultation
17 No Further Claims
18 No Reduction
19 Dispute Resolution Procedure
20 No Precedent
21 Signatories

3 – PARTIES TO THE AGREEMENT

This agreement is made between Bunbury Cathedral Grammar School Inc. (the School) and The 
Independent Education Union of Western Australia, Union of Employees (the IEUWA), a 
registered organisation of employees.

4 – SCOPE OF AGREEMENT

(1) This agreement shall apply to teachers who are employed within the scope of The 
Independent Schools’ Teachers’ Award 1976 (the Award) in Western Australia and who 
are members or are eligible to be members of the IEUWA.
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(2) The number of employees covered by this agreement is approximately 90. 

5 – DATE AND DURATION OF AGREEMENT

(1) This agreement shall come into effect on the 1st January 2012 and shall apply until the 31 
December 2014.

(2) The parties agree to meet no later than 3 months prior to expiration of the agreement to 
review the agreement.

6 – RELATIONSHIP TO PARENT AWARD

(1) Subject to sub clause (2) of this clause, the terms of the Independent Schools’ Teachers’ 
Award (1976) [No. R27 of 1976 (as amended)], as those terms stood at the date of 
certification of this agreement, are incorporated into this agreement and bind the parties 
to this agreement as if those terms were set out in this agreement.

(2) Where any term of the Independent Schools’ Teachers’ Award (1976) is directly 
inconsistent with any other term of this agreement, that other term of this agreement shall 
prevail to the extent of that inconsistency.

7 – SINGLE BARGAINING UNIT

The parties to this agreement have formed a single bargaining unit.

The single bargaining unit has conducted negotiations with the School and reached full 
agreement.

8 – OBJECTIVES

The nature and purposes of this agreement are to:

(1) Consolidate and further develop initiatives arising out of the award restructuring
process;

(2) Accept a mutual responsibility to maintain a working environment which will ensure that 
the School and its staff become genuine participants and contributors to the School’s 
aims, objectives, vision and philosophy;

(3) Recognise the commitment by teaching staff to the objectives of the School itself.  The 
commitment produces a working environment where education is provided in harmony 
with the ethos of the School.  This objective includes the recognition by the parties of the 
holistic nature of the work of professionals in the School;
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(4) Recognise the professional and personal qualities of teachers which enable them to create 
conditions which are conducive to learning and which foster the development of the 
individual student.

(5) Safeguard and improve the quality of teaching and learning by emphasizing the upgrading 
of professional skills and knowledge.  The School and its teaching staff acknowledge that 
this upgrading of skills and experience can best occur when both the School and staff 
share responsibility for professional development by undertaking both in-service and 
external courses and training partly during school time and partly during the teachers’ 
time;

(6) Acknowledge that the School is established and operated to give access to Christian 
education in the Anglican tradition to as wide a cross-section of the community as 
possible.  In acknowledging this purpose, the School and staff undertake to make 
provisions where practicable for children with special needs; to support the involvement 
of parents in the education of their children; to deliver appropriate educational 
programmes, and to support the Christian ethos of the School;

(7) Enhance the quality of pastoral care for teachers;

(8) Develop and maintain a culture and working environment which values teachers as 
professionals and ensures that the School is well positioned to attract and retain the 
highest quality teachers;

(9) In reaching this agreement the parties have recognised:

(a) The variety of educational and managerial arrangements that exist requiring 
flexibility in the application of regulations that govern employment practices;

(b) Productivity and efficiency have a growing influence in educational policies and 
practices.



4

9 – SALARY RATES

(1) The Salary Schedule which will apply from the beginning of the first pay period 
starting on or after 1 January in 2012, 2013 and 2014 is shown below, with 2011 
salaries shown for purposes of comparison.

 
Step 

 2011
Semester 

 2011
Annual 

2012
Semester

2012
Annual

2013
Semester

 2013
Annual 

2014
Semester

2014
Annual

1 $44,647 $46,746 $46,879 $49,083 $49,223 $51,537 $51,684 $54,114
2 $47,358 $49,585 $49,726 $52,064 $52,212 $54,667 $54,823 $57,400
3 $50,069 $52,426 $52,572 $55,047 $55,201 $57,799 $57,961 $60,689
4 $53,200 $55,706 $55,860 $58,491 $58,653 $61,416 $61,586 $64,487
5 $56,120 $58,763 $58,926 $61,701 $61,872 $64,786 $64,966 $68,025
6 $58,622 $61,382 $61,553 $64,451 $64,631 $67,674 $67,863 $71,058
7 $61,128 $64,006 $64,184 $67,206 $67,393 $70,566 $70,763 $74,094
8 $64,256 $67,281 $67,469 $70,645 $70,842 $74,177 $74,384 $77,886
9 $67,700 $70,889 $71,085 $74,433 $74,639 $78,155 $78,371 $82,063
10 $70,517 $73,837 $74,043 $77,529 $77,745 $81,405 $81,632 $85,475
11 $73,019 $76,455 $76,670 $80,278 $80,504 $84,292 $84,529 $88,507
12 $76,147 $79,732 $79,954 $83,719 $83,952 $87,905 $88,150 $92,300
13 $79,280 $83,012 $83,244 $87,163 $87,406 $91,521 $91,766 $96,097
14 $81,658 $85,535 $85,741 $89,812 $90,028 $94,303 $94,529 $99,018
15 $84,271 $88,248 $88,485 $92,660 $92,909 $97,293 $97,554 $102,158

Exemplary 
Teacher

16 $86,714 $90,832 $91,050 $95,374 $95,603 $100,143 $100,383 $105,150

(a) The terms “Semester” and “Annual” refer to staff who choose either a “Semester” or 
an “Annual” co-curricular commitment, as described in Clause 13, (7), (f).

(b) (i) From the start of 2008, Senior Teacher Classifications and Allowances (ST1 
and ST2), as prescribed in Clause 14, (3), (a) of the Award and Clause 9, (2) of 
the Bunbury Cathedral Grammar School Inc. (Enterprise Bargaining) 
Agreement 2006, were abolished.

(ii) From the start of 2009, Step 16 was added to the Salary Scale for staff 
classified as an Exemplary Teacher after meeting the appraisal requirement (see 
Clause 14, (3)).  Progression to Step 16 is not automatic.   Staff on Step 15 who 
do not hold a Responsibility Allowance may apply to be appraised that year for 
promotion to Step 16 the next year.

(c) From the start of 2009, performance based appraisal (see Clause 14, (3)) was linked 
to the Salary Schedule at the start of 9, (1) above.  Salary Steps were grouped into 
four Bands, including Step 16 on its own as Band 4 (Graduate Entry: Step 5; Band 1: 
Steps 6-8; Band 2: Steps 9-12; Band 3: Steps 13-15; and Band 4: Step 16), as 
determined by the Head of School during 2008, in consultation with the Enterprise 
Bargaining Consultative Committee (see Clause 16 (1)).  Annual progression within 
Band 1 or Band 2 or Band 3 is automatic for a full time Teacher and part time staff 
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after they have completed a full time equivalent year, but progression from one Band 
to another depends upon satisfying an appraisal based on the all-round performance 
of the Teacher.  All teachers would ultimately be expected to progress to Step 15 but 
not all would progress to Step 16.

(d) Staff accept that the School’s capacity to respond to any future salary change 
originating beyond the School depends on the financial capacity of the School at the 
time.

(2) Responsibility Allowances

The Responsibility Allowances which will apply for eligible staff from the beginning 
of the first pay period starting on or after 1 January in 2012, 2013 and 2014 are 
shown below, with 2011 Responsibility Allowances shown for purposes of 
comparison.

2011 2012 2013 2014
Level 1 $14,979 $15,728 $16,514 $17,340
Level 2 $10,486 $11,010 $11,561 $12,139
Level 3 $7,489 $7,863 $8,256 $8,669
Level 4 $4,493 $4,718 $4,954 $5,202

10 – REMUNERATION PACKAGING

Permanent members of the teaching staff are eligible to participate in the School’s 
Remuneration Packaging Scheme.

11 – DEFERRED SALARY OPTION

Permanent members of the teaching staff are eligible to participate in the School’s Deferred 
Salary Option Scheme.   

12 – INCOME PROTECTION INSURANCE

(1) For the period of this Agreement, the School will provide the following insurance 
cover for all employees covered by this Agreement and subject to insurers' terms and 
conditions.

(a) Salary Continuance Insurance - Providing a benefit of 75% of normal salary for 
a period of up to two years following a deferment period of 90 days and subject 
to individual acceptance based on insurers' medical criteria.

(2) The School acknowledges its intent to renew this insurance upon renewal of the 
Agreement subject to the cost being acceptable to the School.
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13 – AGREED EFFICIENCY IMPROVEMENTS

(1) Notice of Termination

Except in the case of relief or temporary teachers, the termination of the service of a 
teacher shall require a minimum of a term’s notice by either party to take effect from the 
close of school business at the end of school term.  Failure to give the required notice 
shall make that party liable to forfeiture or payment to the other party of an amount 
equivalent to the relevant term’s pay or an amount equivalent to that period of notice not 
given or served.

Provided that the requirements of this sub clause may be waived in part or whole by 
mutual agreement between the teacher and the employer.

(2) Newly Appointed Teachers

(a) First Teaching Appointment

A teacher appointed to his/her first teaching position shall be regarded as being on 
probation for 12 months.  If at the end of the first 12 months, a probationary teacher is 
deemed by the School not to have developed adequate teaching skills, he/she may have 
his/her appointment on probation extended for a further 12 months and be subject to 
ongoing appraisal as per paragraph 2(b) of Appendix 1 – Induction of the Award.  It is 
recognised that the School has an important role in developing the skills of the 
Probationary Teacher during the 12 to 24 months probationary period referred to above.

The School reserves the right not to appoint a probationary teacher to permanent staff if 
the teacher has not developed adequate teaching skills.

(b) Newly Appointed Experienced Teachers

A newly appointed experienced teacher to the staff of the School shall be regarded as 
being on probation for the first 12 months.  During this period an appraisal of the teacher 
will take place and appointment to the permanent staff will be conditional on a successful 
appraisal.

(3) Part-time Teaching Contracts

(a) Part-time teachers shall have the expectation of continuity of service.

(b) The School may vary the teaching load of part-time teachers.  Any variation would 
be after consultation between the School and the teacher/s.  The part-time teacher 
shall be given at least six weeks written notice of any variation, unless otherwise 
agreed by the School and the teacher.  The periods taught will be considered as a 
fraction of normal teaching load for the purpose of calculating salary.  If a part-time 
teacher is called upon to be a Home Group Teacher, any additional time shall be paid 
employment.
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(c) In determining the teaching load of a part-time employee, the School acknowledges 
that such teachers may wish to seek additional employment and agrees to negotiate 
hours of duty which, as far as practicable, suit the circumstances of the employee and 
the School.

(d) (i) The employment of part-time staff shall reflect the employment of full-  time 
staff, including entitlements and the requirement to undertake  supervisory 
duties.  Supervisory duties should take place in the break period immediately 
preceding, or after, a teaching commitment.

(ii) As members of the staff team part-time teachers will contribute pro-rata to the 
co-curricular and pastoral work of the teaching team.  In planning the 
involvement of part-time teachers in co-curricular and pastoral programmes the 
School will take into account the fact that part-time teachers may have other 
work commitments.  While part-time staff agree to give pro-rata support to the 
School’s co-curricular programme, it is agreed that part-time staff are to be 
consulted on the activities in which they participate and on the time of those 
activities.

(iii) In general part-time staff are expected to attend General Staff Meetings and 
Professional Development Days.  A part-time teacher who believes he/she has 
good reason/s for non-attendance, should discuss the matter with either the 
Head of Primary (Primary Staff) or the Head of Secondary (Secondary Staff).

(4) Payment for Relief Teachers

Notwithstanding the provisions of subclause (5) of Clause 11 – Salaries of the Award, a relief 
teacher, employed for five days or less, may be engaged by the day or part of a day and paid a 
daily rate or a pro-rata rate on the basis of the periods worked in relation to the number of 
periods in the particular school day.

(5)  Long Service Leave

(a) Notwithstanding the provisions of subclause (1) of Clause 10. – Long Service Leave 
of the Award, a teacher who has completed eight (8) years’ continuous service 
within the School, shall be entitled to take ten (10) weeks long service leave on full 
pay, corresponding with a school term.

(b) Pro-rata benefit for long service leave will be payable after 6 years of continuous 
service in the circumstances set out in subclause 5(j) hereunder.

(c) The process required for the taking of long service leave shall be as follows: 

(i) the Head of School shall advise the teacher of his/her entitlement to take long 
service leave at least 15 months preceding the entitlement becoming due; 

(ii) the teacher shall advise the Head of School no later than 12 months preceding 
the entitlement becoming due of his/her intention or otherwise to take leave;
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(iii) where an agreement has been reached for the taking of long service leave and 
circumstances arise that necessitate an adjustment of such leave, then any 
request for the adjustment shall not be unreasonably withheld.

(d) Long Service Leave for part-time teachers will be paid at the weighted average of the 
part-time rate over the years of accrual.

(e) The teacher continues to accrue long service leave entitlement for any period during 
which the teacher is absent on full pay from his/her duties; long service leave does 
not accrue for any period exceeding two weeks during which the teacher is absent on 
unpaid leave.

(f) Vacation leave observed by the School shall count for the purposes of calculating a 
teacher’s entitlement to long service leave.

(g) If a public holiday falls during the teacher’s period of long service leave and the 
teacher would normally be entitled to the public holiday, then the teacher’s period of 
long service leave is to be increased by one day for each such public 
holiday.  Any period of term or Christmas holidays (School holidays) which fall 
immediately before, during or after a period of long service leave is not long service 
leave, so this clause would only apply if the public holiday falls during a period of 
long service leave and not during School holidays.

(h) Where a teacher has become entitled to a period of long service leave in accordance 
with this clause, the teacher shall commence such leave as soon as possible after the 
accrual date in a manner mutually agreed between the Head of School and the 
teacher by one of the following options:

(i) as 2 terms, with approved leave without pay for that portion which exceeds the 
long service leave period;

(ii) as a term or part thereof with any excess entitlement being paid for in addition to 
the ordinary payment for such leave.

(i) Payment for long service leave shall be made by one of the following options:

(i) in full before the teacher goes on leave;

(ii) by agreement between the teacher and the Head of School;

(iii) at the same time as the teacher’s salary would have been paid if the  teacher had 
remained at work – in which case the payment shall be made by arrangement 
between the teacher and the Head of School.

(j) Where a teacher has completed at least 6 years service and employment is terminated 
(i) by the teacher’s death; or
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(ii) in any circumstances, other than serious misconduct;

the amount of leave or payment to the personal representative in the case of death 
shall be such as has accrued under the provisions of subclause (a) of this clause.

(k) In the case to which subclause (j) of this clause applies, and in any case in which the 
employment of the teacher who has become entitled to leave hereunder is terminated 
before such leave is taken or fully taken the employer shall, upon termination of 
employment otherwise than by death, pay to the teacher and upon termination of 
employment by death, pay to the personal representative, a sum equivalent to the 
amount which would have been payable in respect of the period of leave to which 
he/she is entitled or deemed to have been entitled and which would have been taken 
but for such termination.

Such payment shall be deemed to have satisfied the obligation of the employer.

(6) Promotion Positions

While maintaining in general the promotion structure described in the Award, the School 
shall have the discretion to adapt this structure to meet its educational needs.  The normal 
processes of appointment to promotion positions will be followed.

The parties affirm their intent to explore mutually beneficial opportunities for the 
enhancement of career paths of staff in the Primary and Secondary Sections of the School, 
while recognising it is the Head of School’s prerogative to decide the promotional 
structure.

(7) Professional Responsibilities

(a) Teaching at Bunbury Cathedral Grammar School involves a wide range of duties 
which can be broadly grouped into three categories: academic, pastoral and co-
curricular.  All teaching staff are paid a salary to perform a job which involves 
activities in all three categories; on a pro-rata basis for part-time staff.

(b) Much of the life and culture of the School is derived from School activities involving 
teachers and students, and conducted outside regular classroom contact time.  Such 
activities are referred to as co-curricular activities when they do not directly relate to 
the teacher’s duties within the curriculum of the School or 
administrative/supervisory duties related to their employment as a teacher.

(c) In general, a co-curricular activity involves a staff member being allocated to work 
with a group of students in an activity which is beyond their normal classroom 
curriculum and outside of classroom time.  There will usually be a defined “season” 
for the co-curricular activity (usually a Term, or more) with defined meeting times 
and defined meeting places at School which are approved by the Head of School.

(d) Ultimately the Head of School, after consultation with the staff, decides whether or 
not a co-curricular activity will be offered by the School.
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(e) In consultation with each staff member, the Head of Secondary for Secondary staff 
and the Deputy Head of Primary for Primary staff, will allocate staff with their co-
curricular load for the forthcoming year.  If considered necessary, a staff member 
could ask a Secondary or Primary staff representative to make a representation to the 
Head of Secondary or the Deputy Head of Primary, respectively, if he or she was 
concerned about his or her co-curricular load.  The final decision about a staff 
member’s co-curricular allocation will remain with the Head of Secondary or the 
Deputy Head of Primary, after consultation with the Head of School, if necessary.  In 
this way any staff member with a co-curricular concern could ensure that it had been 
heard.

(f) In general, each teaching staff member beginning their employment at this school in 
2001 or beyond is required to be involved with co-curricular activities throughout the 
teaching year, in order to meet the needs of the School, as ultimately judged by the 
Head of School, after consultation with the staff (termed an “Annual” co-curricular 
commitment).  The Director of Music, who was employed in 2000, will also be 
required to make an “Annual” co-curricular commitment.

Teaching staff employed at this School prior to 2001 made a choice, at the time that 
the 2001 Enterprise Bargaining Agreement was voted on by teaching staff, to be 
involved with co-curricular activities, in order to meet the needs of the School, as 
ultimately judged by the Head of School, after consultation with staff,
EITHER: throughout the year (an “Annual” co-curricular commitment)
OR: throughout two terms (termed a “Semester” co-curricular 

commitment).

(g) Having made their choice as described in Clause 13 (7) (f), each teaching staff 
member employed at this School prior to 2001 is required to abide by that choice for 
the remainder of their employment at the School, unless the Head of School 
approves a request for change after considering the staff members’ personal 
circumstances and the needs of the School. 

With the approval of the Head of School, a staff member employed prior to 2001 
who initially chose a “Semester” co-curricular commitment could convert to an 
“Annual” co-curricular commitment for the next year, however, the new choice of an 
“Annual” co-curricular commitment would apply for the remainder of their 
employment at the School, unless the Head of School approves a request for change, 
as described in the next sentence. With the approval of the Head of School, a staff 
member employed prior to 2001 who chose an “Annual” co-curricular commitment 
could temporarily convert to a “Semester” Co-curricular commitment, for a period of 
time approved by the Head of School; such a change would usually apply from the 
start of a year and would usually not last for more than one year.  This latter case 
would also apply to staff employed at this School in 2001 or beyond.

When considering a staff member’s request for a change to his or her co-curricular 
commitment the Head of School would consider circumstances such as, for example, 
sickness of the staff member or a family member, changed financial circumstances, 
birth of the staff member’s baby and availability of more time to commit to co-
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curricular work, along with the needs of the School.  Any request for change shall 
not be unreasonably withheld.

(h) There are different salary rates for a “Semester” and an “Annual” co-curricular 
commitment, as shown in clause 9.  These rates reflect the School’s strong 
preference for all staff to be making an “Annual” co-curricular commitment, in full 
support of the School’s ethos and educational philosophy.

(i) Selected sports are typical co-curricular activities and usually involve one training 
session per week and the weekly game.  This co-curricular load is the approximate 
standard against which the minimum co-curricular loads of staff at both the 
Secondary and Primary Schools will be judged, and will be used to define a 
“Semester” and an ‘Annual” co-curricular commitment.

(j) In consultation with each staff member, the Head of Secondary and the Deputy Head 
of Primary allocate staff their co-curricular loads from amongst those activities 
which the Head of School judges comprise the School’s co-curricular programme.  
The competence, skills, qualifications and interests of teachers will be considered in 
the planning and allocation of co-curricular activities conducted by the School.  
However, there may be times when a staff member is required to be involved with a 
co-curricular activity which is not their first preference.  Ultimately the Head of 
School gives final approval to the co-curricular workload of each staff member.

(k) In judging equity amongst staff the Head of Secondary and the Deputy Head of the 
Primary School will consider the total workload (academic, pastoral and co-
curricular) of each staff member, in addition to the approximate standard, minimum 
co-curricular load described above.  The Head of School gives final approval to the 
total workload of each staff member.

(l) In the spirit of clause 13(7) (k), because of the extra-ordinary nature of the ten day 
Outward Bound style camps, compared to other School camps, staff with an 
“Annual” co-curricular commitment who attend one of these camps may opt for a 
lighter co-curricular load, rather than payment of an honorarium and a day’s leave, 
during Term 1 when the camp is held.  In general, approximately half the usual co-
curricular load would be expected for that term, equivalent to a co-curricular activity 
on one afternoon per week during that term [see clause 13(10) (d)].

(m) A staff member’s “Annual” co-curricular commitment would not have to be evenly 
spread throughout the year, although for most staff it would be.  A staff member’s 
“Semester” co-curricular commitment would not have to be evenly spread 
throughout two terms, although for most staff it would be.  Staff members making 
particularly intense co-curricular contributions for relatively short periods of time 
would have that taken into consideration when deciding their workload.  A 
“Semester” co-curricular commitment could be spread throughout the year.

(n) Any staff member required to regularly be involved with sport on a Friday evening, 
Saturday or Sunday, throughout a Summer or Winter season of about 15 games, will, 
where possible, not be expected to make such a commitment for more than one 
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season in any one year and will be paid an honorarium of $750 at the end of that 
season, in addition to their usual salary.

Staff agree that they will co-operate with the School administration staff to ensure 
that all of the School’s teams with Friday evening, Saturday and Sunday sporting 
fixtures are appropriately staffed each season.  This will probably require equitable 
sharing from year to year of teams with Friday evening, Saturday or Sunday sporting 
fixtures amongst all suitable staff.

(o) The workloads of staff will be available for other staff to scrutinise.  Each staff 
member will be listed as making either a “Semester” or an “Annual” co-curricular 
commitment.

(p) Staff agree that, apart from co-curricular activities, all other professional 
responsibilities and duties will be equitably shared amongst all staff, without any 
regard to which staff have either a “Semester” or an “Annual” co-curricular 
commitment.

(8) Professional Development

Professional Development activities shall be undertaken partly in School time and partly 
in a teacher’s own time.

Members of staff are required to access and implement Professional Development when 
reasonably requested to do so by the School.

There will continue to be consultation with teachers in the planning of professional 
development.

The School undertakes to annually review its Professional Development budget, as part of 
its process for developing its whole School budget, with the intention of attempting to 
ensure that staff members continue to have ready access to the Professional Development 
opportunities which they need and the School requires.

(9) Flexible Timetabling

The parties are committed to the development of alternative models of timetabling which 
allow for greater flexibility in the use of time and in the organisation of student groupings.

(10) Camps

(a) Staff agree that camps are important to a student’s education and support the 
School’s Camps Programme.

(b) Staff are to be consulted on Camps which they are asked to attend/supervise
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(c) Staff agree that they will co-operate with the School administration staff to help 
ensure that all of the School’s camps are appropriately staffed by the teaching staff 
each year, including the Outward Bound style camps. This may require equitable 
sharing from year to year of the camps amongst all suitable staff.

(d) In recognition of the extra-ordinary nature of the ten day Outward Bound style 
camps, compared to other School camps, an honorarium of $750 (or pro-rata for less 
than 10 days) in addition to usual salary, will be paid to staff who attend one of these 
camps; for staff accepting the honorarium, the current practice of allowing one day’s 
leave with pay, at a time negotiated with the Head of Secondary and approved by the 
Head of School, will be continued; Staff with an “Annual” co-curricular commitment 
[see Clause 13(7) (f)] who attend one of these camps may opt for a lighter co-
curricular load, instead of an honorarium and a day’s leave, during Term 1 when the 
camp is held [see Clause 13(7)].

(e) Part-Time Staff who attend a camp are to be paid a full-time wage for the 
duration of that camp.

(11) Carer’s Leave –

(a) A teacher may use up to ten days per year from their accrued sick leave to care for a
family member in need of care provided that the teacher:

(i) contacts the Head of School concerning the need for Carer’s 
Leave and the estimated period of absence at the first opportunity;

and

(ii) except for the first day’s absence in the sequence of 
consecutive days and if requested by the School, provides evidence that 
would satisfy a reasonable person of the entitlement to leave.

(b) Such leave shall not be accumulated from year to year.

(c) Nothing contained in this clause shall prevent a teacher from making 
application for Special Leave as provided in Clause (8) – Leave, Subclause 
(1) Special Leave of the Award.

(12) Parental Leave

(a) A teacher is entitled to take up to 52 consecutive weeks of unpaid leave in respect of 
the birth of a child to the teacher or the teacher’s spouse provided that he or she 

(b) has, before the expected date of birth completed at least 12 months continuous 
service with the School and

(c) has given the Head of School at least 10 weeks written notice of his or her intention 
to take the leave.
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(d) other conditions will apply as contained in the Western Australian Minimum 
Conditions of Employment Act (1993).

At the discretion of the Head of School, a staff member may be granted permission to take 
a second period of up to 52 consecutive weeks of unpaid Parental Leave.

(13) Paid Maternity Leave

(a) Permanent female staff members who give birth or adopt a child (who is less than 
5 years of age) will be eligible for Paid Maternity Leave as follows from 1 January 
2011:

(i) Four (4) weeks after two (2) years continuous service;
(ii) Eight (8) weeks after four (4) years continuous service.

(b) Pro-rata Paid Maternity Leave will apply for female staff who were paid part-time 
during the years of continuous service.

(c) Such leave is to be taken immediately after the birth of the child or the date of 
adoption.

(d) The rate of pay will be determined by the salary step level and responsibility 
allowance that the female staff member is paid immediately prior to commencing 
Paid Maternity Leave.

(e) The period of Paid Maternity Leave shall form part of the total 52 weeks of Parental 
Leave.

(14) Return to Work Payment

(a) To facilitate a female staff member’s return to work after Paid Maternity Leave, a 
Return to Work payment of two (2) weeks pay for those staff with two or more years 
of continuous service, will be paid on recommencement of their pre-Paid Maternity 
Leave, Full Time Equivalent (FTE).

(b) This payment will be granted subject to the female staff member undertaking to 
return to their pre-Paid Maternity Leave FTE for a period of at least one School year.  
This payment will be pro-rata for FTE less than full-time.

(c) Failure to comply with the conditions of clause  (14), (b) will require the female staff 
member, who has received a Return to Work Payment, to repay the monetary 
equivalent of the payment granted and/or have it deducted from any termination 
payment due.

(15) Bereavement Leave

Teaching Staff will be permitted bereavement leave in accordance with the following 
conditions:
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(a) Subject to the provision of evidence that would satisfy a reasonable person, on the 
death of a member of an employee’s family or household the employee is entitled 
to paid bereavement leave of up to two days.

(b) The two days need not be consecutive.

(c) Bereavement leave is not to be taken during a period of any other kind of leave.

(d) Member of the employee’s family or household means any of the following 
persons –
(i) The employee’s spouse or de facto partner;
(ii) A child, step-child or grandchild of the employee (including an adult child, 

step-child or grandchild);
(iii) A parent, step-parent or grandparent of the employee;
(iv) A sibling or step sibling of the employee;
(v) Any other person who, at or immediately before the relevant time for 

assessing the employee’s eligibility to take leave, lived with the employee 
as a member of the employee’s household. 

(16) School Policies

Members of staff are required to familiarise themselves with and fully implement all 
School policies, as issued from time to time, including complying with directions given 
in the Staff Handbook (Gold Book).

14 – TEACHER APPRAISAL

(1) (a) Teacher appraisal is essential to ongoing teacher professional development,  
performance planning and review in the context of the individual, the Learning 
Area or the School as a whole.

(b) The structure of the appraisal process will be determined by its purposes, that is, 
whether it is formative or summative, and having regard to the provisions of the 
award.

(2) Each teacher will undergo a performance based appraisal in the first year of service (see 
Clause 13, (2), (a) and (b)), with a successful appraisal required for appointment to the 
permanent staff of the School.  Each Teacher will also undergo a performance based 
appraisal in the year prior to that teacher progressing from one Salary Band to another.  
Appraisal every fourth year after their last appraisal will be required for staff in Band 3 or 
Band 4.

(3) The details for the performance based appraisal required to progress across Salary Bands 
(see Clause 9, (1), (c)) were determined by the Head of School during 2008, in 
consultation with the Enterprise Bargaining Consultative Committee (EBCC – see Clause 
16 (1)).  



16

(4) Participation in any appraisal process and any subsequent implementation procedure 
should not be an unreasonable addition to a teacher’s existing workload.

15 – REDUNDANCY PROVISIONS

(1) It is acknowledged that redundancy is a termination of services because the position the 
staff member occupied is no longer available.

(2) In considering which employee is to be made redundant the School will:

(a) assess its needs;

(b) look at the job being performed and not the individual;

(c) look at any flexibility offered by the employees being considered;

(d) check with staff as to future plans (for example, long service leave, early retirement 
options or leave without pay) which may impact on the need for a redundancy;

(e) terminate positions at the end of the School year whenever possible;

(f) when there are a number of employees competing for a limited number of positions, 
decisions about which employees are to be retained will be made after a thorough 
review of the School’s requirements in specific work areas and the experience, 
qualifications and service of the employees.

(3) The School will hold discussions with the employees and the employees’ industrial union 
regarding the possible redundancies if so requested by the employee/s regarding the 
possible redundancies.  The discussions will cover any reasons for the proposed 
redundancies of the employees concerned.

(4) To assist the redundant employee the School will:

(a) offer part-time or relief employment if this is possible;

(b) check with other schools to see whether there is a suitable vacancy;

(c) provide secretarial assistance with job applications;

(d) permit paid leave to attend job interviews;

(e) provide the employee with a reference and a statement to the effect that he/she is 
redundant if alternate employment is found either for or by the employee;

(f) provide the employee with a severance payment.
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(5) Where the School proposes to make one or more teaching positions redundant the School 
shall make severance payments to the teachers made redundant in accordance with the 
following scale:

(a) If a Teacher is under 45 years of age;

Period of Service Weeks of Severance Pay
Less than 1 year Nil
One year and less than two year 4 weeks
Two years and less than three years 6 weeks
Three years and less than four years 7 weeks
Four years and above 2 weeks per year of service to a 

maximum of 12 weeks
(b) If a Teacher is 45 years of age or older;

Period of Service Weeks of Severance Pay
Less than 1 year Nil
One year and less than two years 4 weeks
Two years and less than three years 6 weeks
Three years and less than four years 7 weeks
Four years and above 2 weeks per year of service to a

maximum of 16 weeks

16 – CONSULTATION

(1) There shall be established a Consultative Committee with equitable representation of 
employers and teachers.  The Committee shall provide a forum in which to:

(a) discuss those matters listed below and, where possible, reach agreement, and

(b) discuss any other matters brought to the Committee, provided they relate directly 
to the conditions of employment of teachers.

(2) The Committee shall meet at least once each School term, unless it is agreed that there 
are no issues to be discussed.

17 - NO FURTHER CLAIMS

It is a condition of this agreement that the parties will not seek any further claims with respect to 
salaries or conditions unless they are consistent with the State Wage Case Principles.

18 – NO REDUCTION

Nothing contained herein shall allow the School to reduce the salaries or conditions of a teacher 
which prevailed prior to entering this agreement, except where provided by this agreement.
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19 – DISPUTE RESOLUTION PROCEDURE

A dispute is defined as any question, dispute or difficulty arising out of this agreement.
The following procedure shall apply to the resolution of any dispute:

(1) The parties to the dispute shall attempt to resolve the matter by mutual discussion and 
determination.

(2) If the parties are unable to resolve the dispute, the matter, at the request of either party, 
shall be referred to a meeting between the parties to the agreement together with any 
additional representative as may be agreed by the parties.

(3) If the matter is not then resolved it shall be referred to the Western Australian Industrial 
Relations Commission or Fair Work Australia for Conciliation and/or Arbitration.

20 – NO PRECEDENT

It is a condition of this agreement that the parties will not seek to use the terms contained herein 
as a precedent for other enterprise agreements, whether they involve the School or not.
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21 – SIGNATORIES

……………………………………………… …………….…………………………
(Signature) (Signature)

……………………………………………… ……………….………………………
(Name of signatory in block letters) (NIGEL BRIGGS)
Bunbury Cathedral Grammar School The Independent Education Union  of 

Western Australia, Union of Employees



20

BUNBURY CATHEDRAL GRAMMAR SCHOOL INC (ENTERPRISE BARGAINING 
AGREEMENT) 2012

WESTERN AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION

PARTIES THE INDEPENDENT EDUCATION UNION OF WESTERN 
AUSTRALIA, UNION OF EMPLOYEES AND HEAD OF SCHOOL 
BUNBURY CATHEDRAL GRAMMAR SCHOOL

APPLICANTS
CORAM CHIEF COMMISSIONER A R BEECH
DATE WEDNESDAY, 23 MAY 2012
FILE NO/S AG 25 OF 2012
CITATION NO. 2012 WAIRC 00313

Result Agreement registered

Representation (by written submissions)

Applicants Ms M Cook on behalf of The Independent Education Union of Western 
Australia, Union of Employees

Ms J Nobbs on behalf of Bunbury Cathedral Grammar School

Order

WHEREAS the Commission has before it an application pursuant to s 41 of the Industrial 
Relations Act 1979 (the Act) to register an agreement as an industrial agreement;

AND WHEREAS I am satisfied that the agreement meets the requirements of the Act and that 
it should be registered;

AND WHEREAS the parties have consented to the Commission registering the agreement 
without the need to attend a hearing for the purpose;

NOW I, the undersigned, pursuant to the powers conferred on me under s 41 of the Act 
hereby order –

THAT Bunbury Cathedral Grammar School Inc (Enterprise Bargaining Agreement) 
2012 as filed on 8 May 2012 be registered under s 41 of the Act as an industrial 
agreement.

CHIEF COMMISSIONER A R BEECH


