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Order 

HAVING heard from Ms S Capelli on behalf of the Department of Biodiversity, Conservation and 
Attractions and Mr R James on behalf of United Workers Union - WA Branch, the Commission, 
pursuant to the powers conferred under the Industrial Relations Act 1979 (WA), hereby orders – 
 

THAT the agreement made between the parties filed in the Commission on 22 September 
2023 entitled Rangers (National Parks) General Agreement 2022 attached hereto be 
registered as an industrial agreement in replacement of the Rangers (National Parks) 
General Agreement 2020 which by operation of s 41(8) is hereby cancelled. 

 
 
 
 

COMMISSIONER T B WALKINGTON 
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Rangers (National Parks) General Agreement 2022 
 
 
PART 1.  TITLE 

1. TITLE 

This agreement shall be known as the “Rangers (National Parks) General Agreement 2022” and 
replaces the Rangers (National Parks) General Agreement 2020. 

 
PART 2.  APPLICATION OF AGREEMENT 
 
2. ARRANGEMENT 
 
PART 1. TITLE 
 
1.         Title  
 
PART 2.  APPLICATION OF AGREEMENT 
 
2. Arrangement  
3. Definitions  
4. Purpose of Agreement  
5. Application and Parties Bound  
6. Term of Agreement  
7. No Further Claims  
8. Core Conditions  
9. Agency Specific Agreements  
 
PART 3. WAGES AND ASSOCIATED ALLOWANCES 
 
10. Wages 
11.      Recovery of Underpayments 
12.      Recovery of Overpayments  
13. Span of Hours  
14. Overtime for No Fixed Hours Employees  
15. Wages Packaging  
16. Pay Out of Accrued Days Off  
17. Travelling Expenses 
18. Property Allowance 
19. Removal Allowance 
20.      Disturbance Allowance  
21. Coxswain Allowance 
22. Rangers Assistants 
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PART 4. CONTRACT OF EMPLOYMENT 
 
23. General Employment  
24. Modes of Employment 
25. Direct and Permanent Employment  
26. Public Sector Delivery of Public Services 
27. Fixed Term Contract Employment   
28. Casual Employment 
29. Induction  
30. Period of Probation 
31. Notice of Termination  
32. Redeployment and Redundancy 
  
PART 5. LEAVE OF ABSENCE 
 
33. Long Service Leave  
34. Maternity Leave 
35. Adoption Leave 
36. Other Parent Leave 
37. Partner Leave 
38. Unpaid Grandparental Leave 
39. Superannuation on Unpaid Parental Leave 
40. Personal Leave 
41. Family and Domestic Violence Leave  
42. Bereavement Leave   
43. Cultural/Ceremonial Leave 
44. Annual Leave   
45. Annual Leave Loading 
46. Annual Leave Travel Concession 
47. Employee Initiated Cashing Out of Accrued Annual Leave 
48. Public Holidays   
49. Easter Sunday 
50. Purchased Leave – 42/52 Wages Arrangement 
51. Purchased Leave – Deferred Wages Scheme 
52.  Foster Carer’s Leave 
53.  Public Health Emergency Leave 
54.  Compassionate Leave for Early Pregnancy Loss  
 
PART 6.  CONSULTATIVE MECHANISMS AND CHANGE MANAGEMENT 
 
55. Consultation 
56. Consultative Committee  
 
PART 7. DISPUTE SETTLEMENT PROCEDURE 
 
57. Dispute Settlement Procedure  
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PART 8. MISCELLANEOUS 
 
58. Effect of Policies, Circulars and Administrative Instructions  
59. Right of Transfer/Transfer Policy   
60. Fitness for Fire Fighting  
61. Fire Duties  
62.     Union Facilities for Union Representatives 
63. Occupational Safety and Health Representatives 
 
PART 9. SCHEDULES TO AGREEMENT 
 
Schedule 1 – Signatures of Parties  
 
Schedule 2 – General Agreement Weekly Wage Rates 
 
3. DEFINITIONS 

3.1 For the purposes of the agreement the following definitions will apply: 

(a) “Agency” means the Department of Biodiversity, Conservation and Attractions. 
 

 (b) “Agreement” means the Rangers (National Parks) General Agreement 2022. 
 

(c) “Employee” means a person employed by the Employer who is employed under the 
Rangers Award. 

 
 (d) “Employer” means the Director General of the Department of Biodiversity, Conservation  
  and Attractions. 

 
 (e) “Fire Agreement” means the Department of Parks and Wildlife Rangers United Voice Fire  
  Service Provisions Agreement 2014 (as amended or replaced). 

 
(f) “Fire Service” means fire detection, suppression, prescribed burning, mopping up 

operations and patrols. 
 

(g) “Miscellaneous Award” means the Miscellaneous Government Conditions and Allowances 
Award No A 4 of 1992. 

 
(h) “Partner” means a person who is a spouse or de facto partner (including same sex partner). 

 
(i) “Rangers Award” means the Rangers Consolidated Award 2000. 

 
(j)   “Redeployment period” means the redeployment period as defined by regulation 28 of the 

Public Sector Management (Redeployment and Redundancy) Regulations 2014. 
 

(k) “Registered Employee” means a registered Employee as defined by section 94(1A) of the 
Public Sector Management Act 1994. 
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(l) “Registrable Employee” means a registrable Employee as defined by section 94(1A) of the 
Public Sector Management Act 1994. 

 
(m) “Replacement Employee” means an Employee specifically engaged to replace an Employee 

proceeding on maternity leave, adoption leave, other parent leave or grandparental leave. 
 

(n) “Suitability” means suitable office, post or position or suitable employment as defined by 
section 94(6) of the Public Sector Management Act 1994 as read with regulation 7 of the 
Public Sector Management (Redeployment and Redundancy) Regulations 2014. 

 
(o) “Suitable office, post or position”, and “Suitable employment” have the meaning given in 

section 94(6) of the Public Sector Management Act 1994 as read with regulation 7 of the 
Public Sector Management (Redeployment and Redundancy) Regulations 2014. 

 
 (p) “Surplus Employee” means either a Registrable Employee or a Registered Employee. 

 
(q) “Suspend” means to suspend the continuance of an Employee’s Redeployment period in 

accordance with regulation 29 of the Public Sector Management (Redeployment and 
Redundancy) Regulations 2014.  

 
(r) “Union” means United Workers Union. 

 
(s) “WAIRC” means the Western Australian Industrial Relations Commission. 

 

4.  PURPOSE OF AGREEMENT 

 
4.1       The parties agree that the purpose of the Agreement is to: 

(a) effect wage increases in accordance with the agreement for Employees bound by the 
Agreement; 

 
(b) in conjunction with the relevant award provide a core set of employment conditions for 

Employees bound by the Agreement; and 
 
(c) to allow the parties to negotiate Agency Specific Agreements in accordance with Clause 9 

- Agency Specific Agreements of this Agreement. 

5.  APPLICATION AND PARTIES BOUND 

5.1 The parties bound by the Agreement are United Workers Union and the Department of 
Biodiversity, Conservation and Attractions. 

5.2 The Agreement will apply to all Employees who are members of or eligible to be members of the 
union and covered by the Rangers and Miscellaneous Awards. At the date of registration, the 
approximate number of Employees bound by the Agreement is 187. 
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5.3 Except as provided in subclause 5.4, below, this Agreement will be read in conjunction with the 
Rangers Award and the Miscellaneous Award. Where the provisions of the relevant awards and the 
Agreement are inconsistent, the provisions of the Agreement will prevail. 

5.4 Where Rangers are engaged in Fire Service activities the terms of the Fire Agreement will prevail 
over the terms of this Agreement only to the extent of any inconsistency. 

6.  TERM OF AGREEMENT 

6.1 The Agreement will operate from the date of registration in accordance with Section 41 of the 
Industrial Relations Act 1979 (WA) and will expire on 31 December 2023. 

6.2 The parties to the Agreement agree to re-open negotiations for a replacement agreement at least 
six months prior to the expiry of the Agreement with a view to implement a replacement 
agreement operative from 1 January 2024. 

7.  NO FURTHER CLAIMS 

7.1 The parties to the Agreement undertake that for the term of the Agreement there will be no wage 
increases sought or granted other than those provided under the terms of the Agreement.   

8.  CORE CONDITIONS   

8.1 Except where specifically provided for the core conditions of employment for Employees will be 
the terms and conditions of the Agreement and the following provisions contained in the following 
awards: 

Rangers Award: 
 
Clause 6 – Contract of Service; 
 
Clause 7 – Hours, in respect to 38 hours per week only; 
 
Clause 11 – Annual Leave, including leave loading; and 
 
Clause 12 – Public Holidays.  
 
Miscellaneous Award: 
 
Clause 9 – Study Leave; 
 
Clause 10 – Cultural/Ceremonial Leave; 
 
Clause 12 – Deferred Wages Arrangement; 
 
Clause 13 – Blood/Plasma Donors Leave; 
 
Clause 14 – Emergency Services Leave; 
 
Clause 15 – Defence Force Reserves Leave; 
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Clause 16 – Payment of Wages; 
 
Clause 17 – Salary Packaging; 
 
Clause 18 – Employment Records; 
 
Clause 19 – Right of Entry; 
 
Clause 20 – Trade Union Training Leave; 
 
Clause 21 – Leave to Attend Union Business;  
 
Clause 22 – District Allowance; 
 
Clause 23 – Fares and Travelling Allowance; 
 
Clause 25 – Employees Living North of the 26 degrees South Latitude; 
 
Clause 26 – Introduction of change; 
 
Clause 28 – Collection of Banking Details; 
 
Clause 31 – Witness and Jury Service; 
 
Clause 33 – Traineeships;  
 
Clause 34 – Commitment to Bargaining; and 
 
Clause 35 – Access to Award. 
 

9.  AGENCY SPECIFIC AGREEMENTS  

9.1 The primary vehicle for regulating pay and conditions for Employees will be: 

(a) the relevant Award clauses referred to in Clause 8 – Core Conditions;  

(b) this Agreement; and 

(c) the Fire Agreement. 

9.2 Core conditions of employment referred to in Clause 8 of this Agreement cannot be the subject of 
an Agency Specific Agreement. 

9.3 The parties accept that Agency Specific Agreements will only be made in the following 
circumstances: 

(a) where it is a replacement Agency Specific Agreement; or 
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(b) where an existing Agency Specific Agreement is due to expire and the parties seek to 
register arrangements which are agreed by the parties to be necessary due to the nature 
of work undertaken or the environment in the Agency. 

9.4 Should the parties be unable to reach agreement the matter may be referred to the WAIRC. 

PART 3. WAGES AND ASSOCIATED ALLOWANCES 

10. WAGES 

10.1 The wages provided for by this Agreement shall be those contained in Schedule 2 and shall provide 
for the following increases: 

(a)   $60 per week on and from 1 January 2022; and 
 

(b)   $60 per week on and from 1 January 2023. 

10.2 An Employee who is employed by the Employer on 20 April 2023, receives a payment equivalent 
to the additional annual salary increase that would have been paid had the salaries in Schedule 2 
been paid on and from 1 January 2022. 

10.3 An Employee who resigns or retires or whose employment is terminated prior to 20 April 2023 is 
not entitled to the payment provided in clause 10.2 of this Agreement. 

10.4 The Union agrees that any adjustment made in accordance with the provisions of this clause will 
not be used as a rationale to claim that relativities need to be adjusted or restored in subsequent 
agreements. 

10.5     The parties to the Agreement will commence a review of the No Fixed Hours Employee 
arrangement and the 25% loading no later than three months after the registration of this 
Agreement. The review is aimed at providing a clear and consistent understanding of the operation 
of the No Fixed Hours arrangement.  

 
11. RECOVERY OF UNDERPAYMENTS 

11.1  Where an Employee is underpaid in any manner: 
 

(a) the Employer will, once the Employer is aware of the underpayment, rectify the error as 
soon as practicable; 

 
(b) where possible the underpayment shall be rectified no later than in the pay period 

immediately following the date on which the Employer is aware that an underpayment has 
occurred; and  

 
(c) where an Employee can demonstrate that an underpayment has created serious financial 

hardship, the Employee shall be paid by way of a special payment as soon as practicable. 
 
11.2 The Employer shall compensate an Employee for costs resulting directly from an underpayment, 

where it is proven that the costs resulted directly from the underpayment. This includes 
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compensation for overdraft fees, dishonoured cheque costs, and dishonour fees related to routine 
deductions from the bank account into which an Employee’s salary is paid. 

 
11.3 Nothing in this clause shall be taken as precluding the Employee’s legal right to pursue recovery of 

underpayments. 
 
12. RECOVERY OF OVERPAYMENTS 

12.1 The Employer has an obligation under the Financial Management Act 2006 (WA) to account for 
public monies. This requires the Employer to recover overpayments made to an Employee. 

 
12.2  Any overpayment will be repaid to the Employer within a reasonable period of time. 
 
12.3 Where an overpayment is identified and proven, the Employer will provide the Employee with the 

written details of the overpayment and notify the Employee of their intent to recover the 
overpayment.  

 
12.4 Where the Employee accepts that there has been an overpayment, arrangements for the recovery 

of the overpayment will be negotiated between the Employer and Employee.  
 
12.5 If agreement on a repayment schedule cannot be reached within a reasonable period of time, the 

Employer may deduct the amount of the overpayment over the same period of time that the 
overpayment occurred provided: 

 
(a) the Employer may not deduct or require an Employee to repay an amount exceeding 5% 

of the Employee’s net pay in any one pay period without the Employee’s agreement; and 
 

(b) where necessary, the Employer may deduct money over a period of time greater than the 
period of time over which the overpayment occurred.  

 
12.6 If the Employee disputes the existence of an overpayment and the matter is not resolved within a 

reasonable period of time, the matter should be dealt with in accordance with Clause 52 – Dispute 
Settlement Procedure. No deductions relating to the overpayment shall be made from the 
Employee’s pay while the matter is being dealt with in accordance with the Dispute Settlement 
Procedure. 

 
12.7 Nothing in this clause shall be taken as precluding the Employer’s legal right to pursue recovery of 

overpayments. 
 
12.8 Where the Employer alters the pay cycle or pay day, any consequential variations to an Employee’s 

fortnightly salary and/or payments to compensate shall not be considered an overpayment for the 
purposes of this clause. 

 
13.  SPAN OF HOURS 

13.1 The ordinary hours for other than No Fixed Hours Employees may be worked within the span of 
6.00 am to 6.00 pm inclusive. 

14.  OVERTIME FOR NO FIXED HOURS EMPLOYEES 
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14.1 When a No Fixed Hours Employee is required to work on a day designated as that ranger’s rostered 
day off duty, and that day is not changed prior to its commencement, he or she is to be paid at the 
rate of double time in accordance with subclause 9(4) of the Rangers Award. 

14.2      The rate at which overtime is paid is the rate prescribed in Schedule 2 – General Agreement Weekly 
Wage Rates at 2.1 – Other than No Fixed Hours Employees of this Agreement i.e. not including the 
25% loading for No Fixed Hours. 

14.3 Where a No Fixed Hours Employee is called back to work after the normal working time without 
prior notice, he or she shall be paid a minimum of three hours at the appropriate overtime rate, in 
accordance with subclause 9(6)(e) of the Rangers Award.  

14.4 The provisions of this clause do not apply where an Employee is engaged in fire control and is 
subject to the provisions of Clause 12 – Fire Service Overtime of the Fire Agreement. 

15.  WAGES PACKAGING 

15.1 Wages as prescribed by Schedule 2 of this Agreement are to be applied for the purposes of 
subclauses 15.2 and 15.3 

 
15.2 The total employment cost for wages packaging purposes is calculated by adding the following 

entitlements and benefits: 
 

(a)  the base wage; 
 

(b)  other cash allowances; 
 

(c)  non cash benefits; 
 

(d)  any Fringe Benefit Tax liabilities currently paid; and 
 

(e)  any variable components. 
 

15.3 Compulsory Employer Superannuation Guarantee contributions are to be calculated in accordance 
with applicable federal and state legislation. Compulsory Employer contributions made to 
superannuation schemes established under the State Superannuation Act 2000 (WA) are calculated 
on the gross (pre-packaged) salary amount regardless of whether an Employee participates in a 
wages packaging arrangement with their Employer. 

 
16.  PAY OUT OF ACCRUED DAYS OFF 

16.1 Subject to subclause 16.2, the Employer and Employees subject to No Fixed Hours may agree that 
the Employee forego part of the Employee’s entitlement to accrued days off in exchange for 
equivalent payment at the rate which would have applied had the leave been taken at the time the 
agreement is made.   

16.2 The following criteria shall apply to the cashing out of accrued days off: 
 

(a)  The Employee initiates a written request, to their Employer, to cash out accrued days off;  
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(b)  the Employer agrees in writing to the request by the Employee; and 
 

(c)  each instance of cashing out of accrued days off must be a separate written 
 agreement between the Employer and Employee. 

 
16.3 Requests for the cashing out of accrued days off may be submitted for approval in the first weeks 

of May and November. 
 
16.4 It is the Employee’s responsibility to seek information on any taxation implications arising from the 
 payout of accrued days off. 
 
17.  TRAVELLING EXPENSES 

Overnight Travel  

17.1 When an Employee travels on official business which necessitates an overnight stay, then either: 

(a)  accommodation and meals will be provided by the Employer at no charge to the Employee; 
or 

(b) employee will be reimbursed for all expenses necessarily incurred as a result of such travel. 

Provided that reimbursement will only be made upon production of receipts or such other 
evidence as is deemed acceptable to the Employer. 

Non-Overnight Travel 

17.2 When an Employee travels on official business and such travel does not involve an overnight stay, 
meals will only be provided free of charge where: 

 
(a)  an Employee is required to purchase a meal during the course of such travel; and 

 
(b) that meal is not the first meal consumed during that work period. 

Incidental Expenses Reimbursement 

17.3 In addition to the provisions of subclause 17.1 of this Agreement, an Employee will be reimbursed 
reasonable incidental expenses such as train, bus and taxi fares, official telephone calls, laundry 
and dry cleaning expenses upon production of receipts. 

17.4 The following arrangements will apply for the payment of travelling expenses: 

(a)  accounts for accommodation and meals will be paid by Corporate Card; or 

(b)  where an Employee is required to purchase accommodation, meals or incidentals then the 
 Employee will be reimbursed by presenting the receipts or evidence of the purchase to the 
 appropriate cost centre manager. 

17.5     Expenses are not to exceed the rates prescribed in Schedule I – Travelling, Transfer and Relieving 
Allowance of the Public Service Award 1992. 
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18.  PROPERTY ALLOWANCE  

18.1 This clause replaces the provisions contained in Clause 18 – Transfer and Termination of the 
Rangers Award and should be read in conjunction with Clause 19 – Removal Allowance and Clause 
20 – Disturbance Allowance of this Agreement. 

 
18.2  For the purposes of this clause the following expressions shall have the following meanings:  
 

(a)  "Agent" means a person carrying on business as an estate agent in a State or Territory of 
 the Commonwealth, being, in a case where the law of that State or Territory provides for 
 the registration or licensing of persons who carry on such a business, a person duly 
 registered or licensed under that law.  
 

(b)  "Dependant" in relation to an Employee means: 
 

(i)  spouse including de-facto partner; 
 

(ii)  child/children; or 
 

(iii)  other dependent family; 
 

 who resides with the Employee and who relies on the Employee for support.  
 
(c)  "Expenses" in relation to an Employee means all costs incurred by the Employee in the 

 following areas:  
 

(i)  Legal fees paid to a solicitor, or in lieu thereof fees charged by a settlement agent, 
 for professional costs incurred in respect of the sale or purchase, the maximum 
 fee to be claimed shall be as set out in the Solicitors Cost Determination for non-
 contentious business matters made under section 275 of the Legal Profession Act 
 2008 (WA).  
 

(ii)  Disbursements duly paid to a solicitor or a settlement agent necessarily 
 incurred in respect of the sale or purchase of the residence. 

 
(iii)  Real Estate Agent's Commission in accordance with that fixed by the Real 

 Estate and Business Agents Supervisory Board, acting under section 61 of 
 the Real Estate and Business Agents Act 1978 (WA), duly paid to an agent 
 for services rendered in the course of and incidental to the sale of the 
 property, the maximum fee to be claimed shall be fifty percent (50%) as  set out 
 under Items 1 or 2 – Sales by Private Treaty or Items 1 or 2 – Sales by Auction of 
 the Maximum Remuneration Notice.  

 
(iv)  Stamp Duty.  

 
(v)  Fees paid to the Registrar of Titles or to the Employee performing duties  of a like 

 nature and for the same purpose in another State or Territory of  the 
 Commonwealth.  

 



 

13 
 

(vi)  Expenses relating to the execution or discharge of a first mortgage.  
 

(vii)  The amount of expenses reasonably incurred by the Employee in 
 advertising the residence for sale.  

 
(d)  "Locality" in relation to an Employee means:  

 
(i) within the metropolitan area, that area within a radius of 50 kilometres from the 

 Perth City Railway Station; and  
 
(ii) outside the metropolitan area, that area within a radius of 50 kilometres from an 

 Employee's headquarters when they are situated outside of the metropolitan 
 area. 

 
(e)  "Property" shall mean a residence as defined in this clause including a block of land 

 purchased for the purpose of erecting a residence thereon to the extent that it represents 
 a normal urban block of land for the particular locality.  
 

(f)  "Residence" includes any accommodation of a kind commonly known as a flat or a home 
 unit that is, or is intended to be, a separate tenement including dwelling house, and the 
 surrounding land, exclusive of any other commercial property, as would represent a 
 normal urban block of land for the particular locality.  

 
(g)  "Settlement Agent" means a person carrying on business as settlement agent in a State or 

 Territory of the Commonwealth, being, in a case where the law of that State or Territory 
 provides for the registration or licensing of persons who carry on such a business, a person 
 duly registered or licensed under the law.  

 
(h)   “Transfer” or “Transferred” means a permanent transfer or permanently transferred.  
 

18.3 When an Employee is transferred from one locality to another in the public interest or in the 
ordinary course of promotion or transfer, or on account of illness due to causes over which the 
Employee has no control, the Employee shall be entitled to be paid a property allowance for 
reimbursement of expenses incurred by the Employee:  

 
(a)  In the sale of residence in the Employee's former locality, which, at the date on which the 

 Employee received notice of transfer to a new locality:  
  

(i) the Employee owned and occupied; 
 

(ii) the Employee was purchasing under a contract of sale providing for vacant 
 possession; or  

 
(iii) the Employee was constructing for the Employee's own permanent occupation, 

 on completion of construction; and  
 

(b)  In the purchase of a residence or land for the purpose of erecting a residence thereon for 
 the Employee's own permanent occupation in the new locality.  
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18.4 An Employee shall be reimbursed such following expenses as are incurred in relation to the sale of 
a residence: 

 
(a)  If the Employee engaged an agent to sell the residence on the Employee's behalf – 50 

 per cent of the amount of the commission paid to the agent in respect of the sale of the 
 residence;  

 
(b)  if a solicitor was engaged to act for the Employee in connection with the sale of the 

 residence - the amount of the professional costs and disbursements necessarily incurred 
 and paid to the solicitor in respect of the sale of the residence;  

 
(c)  if the land on which the residence is created was subject to a first mortgage and that 

 mortgage was discharged on the sale, then an Employee shall, if, in a case where a solicitor 
 acted for the mortgagee in respect of the discharge of the mortgage and the Employee is 
 required to pay the amount of professional costs and disbursements necessarily incurred 
 by the mortgagee in respect of the discharge of the mortgage – the amount so paid by the 
 Employee; or 

 
(d)  if the Employee did not engage an agent to sell the residence on his or her behalf – the 

 amount of the expenses reasonably incurred by the Employee in advertising the residence 
 for sale.  

 
18.5 An Employee shall be reimbursed such following expenses as are incurred in relation to the 

purchase of a residence: 
  

(a)  if a solicitor or settlement agent was engaged to act for the Employee in connection with 
 the purchase of the residence – the amount of the professional costs and disbursements 
 necessarily incurred are paid to the solicitor or settlement agent in respect of the purchase 
 of the residence; 
 

(b)   if the Employee mortgaged the land on which the residence was erected in conjunction 
 with the purchase of the residence, then an Employee shall, if, in a case where a solicitor 
 acted for the mortgagee and the Employee is required to pay and has paid the amount of 
 the professional costs and disbursements (including valuation fees but not a procuration 
 fee payable in connection with the mortgage) necessarily incurred by the mortgagee in 
 respect of the mortgage – the amount so paid by the Employee; or 

 
(c)  if the Employee did not engage a solicitor or settlement agent to act for the Employee in 

 connection with the purchase or such a mortgage – the amount of the expenses reasonably 
 incurred by the Employee in connection with the purchase or the mortgage, as the case 
 may be, other than a procuration fee paid by the Employee in connection with the 
 mortgage.  

18.6  An Employee is not entitled to be paid a property allowance under subclause 18.3(b) of this clause 
unless the Employee is entitled to be paid a property allowance under subclause 18.3(a) of this 
clause, provided that the Employer may approve the payment of a property allowance under 
subclause 18.3(b) of this clause to an Employee who is not entitled to be paid a property allowance 
under subclause 18.3(a) of this clause if the Employer is satisfied that it was necessary for the 
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Employee to purchase a residence or land for the purpose of erecting a residence thereon in the 
Employee's new locality because of the Employee's transfer from the former locality.  

 
18.7 For the purpose of this Agreement it is immaterial that the ownership, sale or purchase is carried 

out on behalf of an Employee who owns solely, jointly or in common with:  
 

(a)  the Employee's spouse;  
 

(b)  a dependant relative; or  
 

(c)  the Employee's spouse and a dependant relative. 
 

18.8 Where an Employee sells or purchases a residence jointly or in common with another person – not 
being a person referred to in subclause 18.7 of this clause the Employee shall be paid only the 
proportion of the expenses for which the Employee is responsible.  

 
18.9 An application by an Employee for a property allowance shall be accompanied by evidence of the 

payment by the Employee of the expenses, being evidence that is satisfactory to the Employer.  
 

18.10 Notwithstanding the foregoing provisions, an Employee is not entitled to the payment of a property 
allowance:  

 
(a) In respect of a sale or purchase prescribed in subclause 18.3 of this clause which is affected:  

 
(i) more than twelve months after the date on which the Employee took up duty in 

the new locality; or 
 

(ii) after the day on which the office received notification of being transferred back to 
the former locality; or 

 
(iii) provided that the Employer may, in exceptional circumstances, grant an extension 

of time for such period as is deemed reasonable.  
 

(b) Where the Employee is transferred from one locality to another solely at the Employee's 
own request or on account of misconduct. 

 
19.       REMOVAL ALLOWANCE 

19.1 This clause replaces the provisions contained in Clause 18 – Transfer and Termination of the 
Rangers Award and should be read in conjunction with Clause 18 – Property Allowance and Clause 
20 – Disturbance Allowance of this Agreement. 

 
19.2 When an Employee is transferred in the public interest, or in the ordinary course of promotion or 

transfer, or on account of illness due to causes over which the Employee has no control, the 
Employee shall be reimbursed: 
 
(a) The actual reasonable cost of conveyance of the Employee and dependants. 
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(b) The actual cost (including insurance) of the conveyance of an Employee's household 
furniture effects and appliances up to a maximum volume of 45 cubic metres provided that 
a larger volume may be approved by the Employer in special cases. 

 
(c) An allowance of $580.00 for accelerated depreciation and extra wear and tear on furniture, 

effects and appliances for each occasion that an Employee is required to transport their 
furniture, effects and appliances provided that the Employer is satisfied that the value of 
household furniture, effects and appliances moved by the Employee is at least $3,477.00. 

 
(d) Reimbursement of reasonable expenses in kennelling and transporting of domestic pet or 

pets up to a maximum amount of $197.00. 
 

Pets are defined as dogs, cats, birds or other domestic animals kept by the Employee or 
the Employee's dependants for the purpose of household enjoyment. 
 
Pets do not include domesticated livestock, native animals or equine animals. 

 
19.3 An Employee who is transferred solely at their own request or on account of misconduct must bear 

the whole cost of removal unless otherwise determined by the Employer prior to removal. 
 
19.4 An Employee shall be reimbursed the full freight charges necessarily incurred in respect of the 

removal of the Employee's motor vehicle.  If authorised by the Employer to travel to a new locality 
in the Employee's own motor vehicle, reimbursement shall be as follows:  
 
(a) Where the Employee will be required to maintain a motor vehicle for use on official 

business at the new headquarters, reimbursement for the distance necessarily travelled 
shall be on the basis of the appropriate rate prescribed by subclause 47(2) – Motor Vehicle 
Allowance of the Public Service Award 1992. 

 
(b) Where the Employee will not be required to maintain a motor vehicle for use on official 

business at the new headquarters reimbursement for the distance necessarily travelled 
shall be on the basis of one half (½) of the appropriate rate prescribed by subclause 47(3) 
– Motor Vehicle Allowance of the Public Service Award 1992. 

 
(c) Where an Employee or their dependants have more than one vehicle, and all the vehicles 

are to be relocated to the new residence, the cost of transporting or driving up to two 
vehicles shall be deemed to be part of the removal costs. 

 
(d) Where only one vehicle is to be relocated to the new residence, the Employee may choose 

to transport a trailer, boat or caravan in lieu of the second vehicle.  The Employee may be 
required to show evidence of ownership of the trailer, boat or caravan to be transported. 

 
(e) If the Employee tows the caravan, trailer or boat to the new residence, the additional rate 

per kilometre is to be 3.5 cents per kilometre for a caravan or boat and 2 cents per 
kilometre for a trailer. 

 
19.5 The Employee shall, before removal is undertaken obtain quotes from at least two carriers which 

 shall be submitted to the Employer, who may authorise the acceptance of the more suitable, 
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 provided that payment for a volume amount beyond 45 cubic metres shall not occur without the 
 prior written approval of the Employer. 

 
19.6 The Employer may, in lieu of conveyance, authorise payment to compensate for any loss in any 

case where an Employee, with prior approval of the Employer, disposes of their household 
furniture effects and appliances instead of removing them to the new headquarters, provided that 
such payments shall not exceed the sum which would have been paid if the Employee's household 
furniture effects and appliances had been removed by the cheapest method of transport available 
and the volume was 45 cubic metres. 

 
19.7 Where an Employee is transferred to government owned or private rental accommodation, where 

furniture is provided, and as a consequence the Employee is obliged to store furniture, the 
Employee shall be reimbursed the actual cost of such storage up to a maximum allowance of 
$1,080.00 per annum. Actual cost is deemed to include the premium for adequate insurance 
coverage for the value of the furniture stored.  An allowance under this subclause shall not be paid 
for a period in excess of four years without the approval of the Employer. 

 
19.8 Receipts must be produced for all sums claimed. 
 
19.9 New appointees to the Western Australian public sector shall be entitled to receive the benefits of 

this clause if they are required by the Employer to participate in any training course prior to being 
posted to their respective positions in the service. This entitlement shall only be available to 
Employees who have completed their training and who incur costs when moving to their first 
posting. 

 
19.10 An Employer may agree to provide removal assistance greater than specified in this Agreement 

and if in that event that the Employee to whom the benefit is granted elects to leave the position, 
on a permanent basis, within twelve months, the Employer may require the Employee to repay the 
additional removal assistance on a pro rata basis.  Repayment can be deducted from any monies 
due to the Employee. 

 
19.11 For the purposes of adjusting the allowances prescribed by this clause, the parties agree to flow on 

the same increase as that awarded to the equivalent clause within the Public Service Award 1992 
and the increase will take effect on the same operative date. 
 

20.  DISTURBANCE ALLOWANCE 

20.1 This clause replaces the provisions contained in Clause 18 – Transfer and Termination of the 
Rangers Award and should be read in conjunction with Clause 18 – Property Allowance and Clause 
19 – Removal Allowance of this Agreement. 

20.2 Where an Employee is transferred and incurs expenses in the areas referred to in subclause 20.3 
as a result of that transfer then the Employee shall be granted a disturbance allowance and shall 
be reimbursed by the Employer the actual expenditure incurred upon production of receipts or 
such other evidence as may be required. 

 
20.3 The disturbance allowance shall include: 
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(a) Costs incurred for telephone installation at the Employee's new residence provided that 
the cost of telephone installation shall be reimbursed only where a telephone was installed 
at the Employee's former residence including Employer accommodation. 

 
(b) Costs incurred with the connection or reconnection of services to the Employee's 

household including Employer accommodation for water, gas or electricity. 
 
(c) Costs incurred with the redirection of mail to the Employee's new residence for a period of 

no more than three months. 
 
21.  COXWAIN ALLOWANCE 

21.1  Employees who hold a full Coxswain certificate or Master <24 Near Coastal qualification and are 
required to hold the certificate or qualification as part of their job description form will be paid an 
allowance of $17.20 per week. 

21.2  Employees who hold a restricted Coxswain certificate and are required to hold the certificate as 
part of their job description form will be paid an allowance of $8.60 per week. 

22.  RANGERS ASSISTANTS 

22.1 Rangers Assistants may be Employees with No Fixed Hours or Rostered Employees. 
 

(a) The provisions relating to Employees with No Fixed Hours and Rostered employees in the 
Rangers Consolidated Award 2000 shall apply to Rangers Assistants covered by this 
Agreement. 

 
PART 4. CONTRACT OF EMPLOYMENT 
 
23.  GENERAL EMPLOYMENT 

23.1 The Employer may direct the Employee to carry out such duties as are within the limits of the 
Employee’s skills, competence and training, including work which is incidental or peripheral to the 
Employee’s main task or functions. 

23.2 A person may be appointed full time or part time: 

(a)  on an ongoing basis; or 

(b) fixed term. 

23.3 A person may be appointed on a casual basis, in accordance with the provisions of Clause 28 – 
Casual Employment. 

23.4 Employees appointed either on an ongoing basis or for a fixed term shall be advised in writing of 
the terms of their appointment and such advice will specify the dates of commencement, hours of 
work and in the case of fixed term contracts the termination date of the contract. 
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24.  MODES OF EMPLOYMENT 

24.1 Except as otherwise provided by this clause and Clause 27 – Fixed Term Contract Employment of 
this Agreement, Employees will be employed on an ongoing basis. 

24.2 Fixed term, other than seasonal employment as described in subclause 24.4, and casual contracts, 
may only be used in the following circumstances and when consistent with the conditions outlined 
in Clause 27 – Fixed Term Contract Employment: 

(a) special projects;  
  
(b) to temporarily fill vacancies, where a decision has been made to fill that vacancy, whilst 

the recruitment process is undertaken;  
  
(c) to fill vacancies due to:  
  

(i) parental leave;  
  

(ii) long service leave;  
  

(ii) personal leave;  
 

(iii) workers’ compensation;  
 

(iv) secondments;  
 

(v) leave without pay;  
 

(vi) other forms of leave as prescribed in this Agreement and the Rangers Award; or  
 

(vii) any other situation as agreed between the Employer and the Union.  
  
24.3 Where there is a dispute between the parties concerning the correct status of an Employee it will 

be dealt with in accordance with Clause 57 – Dispute Settlement Procedure of this Agreement.  
  
24.4 Seasonal Employees  

  
a) The parties agree to the utilisation of seasonal Employees for fixed term employment for 

the purpose of meeting seasonal work requirements.  
  
b) Seasonal Employees will be in addition to full-time Employee numbers and will not be 

utilised to the detriment of full-time Employees.  
  
c) Where a seasonal Employee has been engaged on a fixed term basis for two or more 

consecutive seasons, the Employee will have such previous service recognised for the 
purposes of accrual of annual, sick and long service leave, provided that these entitlements 
will be calculated on a pro rata basis in accordance with the following formula:   
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Number of hours worked per annum      =     Proportion of   

1976                                     entitlement  
 
25. DIRECT AND PERMANENT EMPLOYMENT 
 
25.1 The Western Australian Government recognises that: 
  

(a)  direct employment is the preferred form of engagement, noting this may not be 
 practicable or financially achievable in all circumstances; and  

 
(b)  permanent employment is the preferred mode of employment for Employees covered 

 by this Agreement.  
 
25.2 The Employer recognises that casual employment, labour hire, and other contract for service 

arrangements are not the preferred methods for delivery of services, and the Employer will work 
towards minimising the use of casual employment, labour hire and other contract for service 
arrangements. 

 
Surplus Employees 
 
25.3 Prior to engaging, or extending the engagement of, a labour hire employee, or otherwise entering 

into a new or extended labour hire arrangement, the Employer must first consider whether any 
permanent Surplus employees can undertake the role or duties required. All duties undertaken by 
labour hire employees will be assessed every three months for the possibility of a Surplus employee 
instead undertaking the role or duties. If a permanent Surplus employee can undertake the role or 
duties, they will be offered the employment. 

 
25.4 Where more than one appropriate permanent Surplus employee exists, the following hierarchy 

shall apply for access to the role or duties: 
 

(a)  internal Surplus employees are considered first; 
 
(b)  if no internal Surplus employees are suitable, Registered employees from other 

 employing authorities are considered; and 
 

(c)  if no Registered employees are suitable, Registrable employees from other employing 
 authorities are considered. 

 
26. PUBLIC SECTOR DELIVERY OF PUBLIC SERVICES 
 
26.1 The Government and Employer prefer the delivery of public services to be undertaken by 

Employees. 
 
26.2 Only in exceptional circumstances, and following Government having considered the public 

interest, will work or functions currently undertaken by Employees be privatised or outsourced. 
Meaningful consultation will occur with the Union and affected Employees at the earliest possible 
opportunity.  
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26.3 If Government identifies work carried out by persons external to the Public Sector which can be 
returned to the Public Sector in line with its stated preference the Union will be consulted at the 
earliest opportunity. 

 
27. FIXED TERM CONTRACT EMPLOYMENT 
 
27.1 Subject to this clause and in accordance with Clause 6 – Contract of Service of the Rangers Award 
 Employees may be employed on contracts having fixed terms. 

27.2 Before employing a person as a fixed term contract Employee or providing a new or extended fixed 
 term contract to an Employee, The Employer must first consider whether any permanent Surplus 
 Employees can undertake the role or duties required. If a permanent Surplus Employee can 
 undertake the role or duties, they will be offered the employment. 

27.3 Notwithstanding subclause 27.2 the employing authority will have discretion to renew all existing 
 fixed term contract if the Employee has been in the same or similar role for more than two years 
 and the arrangements are being reviewed for possible conversion under a process referred to at 
 subclause 27.8. 

27.4 Where more than one appropriate permanent Surplus Employee exists, the following hierarchy 
 shall apply for access to the role or duties: 

(a) internal Surplus Employees are considered first;  
 

(b) if no internal Surplus Employees are suitable, Registered Employees from other employing 
authorities are considered; and  

 
(c) if no Registered Employees are suitable, Registrable Employees from other employing 

authorities are considered. 
 

27.5 In exercising their employing authority, Employers may only employ a person as a fixed term 
contract Employee in the following circumstances: 

 
(a) covering one-off periods of relief; 

 
(b) work on a project with a finite life; 

 
(i)  where a project is substantially externally funded including multiple external 

 funding, the Employer must present a business case supporting the use of fixed 
 term contract Employees in such positions to the Consultative Committee; 

 
(ii)  where external funding has been consistent on an historical basis and it can be 

 reasonably expected to continue the Employer shall assess the percentage of 
 positions for which permanent appointment can be made; 

 
(c) work that is seasonal in nature; 
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(d) where an Employee with specific skills is not readily available in the Public Sector is required 
for a finite period; or 
 

(e) in any other situation as is agreed between the parties to this Agreement. 
 
27.6      Employees appointed for a fixed term shall be advised in writing of the terms of the appointment, 
 including the circumstances of the appointment as provided under subclause 27.5 and such advice 
 shall specify the dates of commencement and termination of employment.  
 
27.7 The Employer will provide the Union the names and work locations of all Employees on fixed term 
 contract within 28 days of a request being made in writing. 
 
Conversion to Permanency for Fixed Term Employees 
 
27.8 For the purposes of this clause: 
 

(a) an ‘eligible fixed term Employee’ is a fixed term Employee: 
 

(i) who has completed two or more years of service in the same or a similar role under 
one or more fixed term contracts with the Employer without a break in service; 
and 
 

(ii) does not have a documented record of unsatisfactory performance in their role. 

(b) a ‘break in service’ is a break between contracts of more than two weeks, attributable to 
fluctuating demand or business need, or taken at the request of the employee.   

           
Any period between contracts for which payment in lieu of leave has been made by the 
Employer does not count towards calculating the two week period. 

 
If a question arises in a dispute under this Agreement as to whether a break between 
contracts constitutes a break in service, it is the responsibility of the Employer to 
demonstrate the break was attributable to fluctuating demand or business need, or in 
response to the Employee’s request, and was not imposed to avoid an obligation to 
review or permanently appoint an Employee. 

 
27.9  The Employer must, no later than three months after: 
 

(a)  the date on which an Employee became an eligible fixed term Employee; 
 
(b)  for an Employee who is an eligible fixed term Employee on the date of registration of this 

Agreement – that date; and 
 
(c)  for an Employee who continues to be employed on a fixed term contract in the same or a 

similar role without a break in service – each second anniversary of the date referred to in 
paragraph (a) or (b);  
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review the contract and the circumstances of the work being performed by the Employee at the 
time of the review to determine whether the fixed term employment meets a circumstance listed 
in clause 27.5. 

 
27.10  If, after carrying out a review referred to in clause 27.9 the Employer determines the fixed term 

employment does not currently meet a circumstance listed in clause 27.5 the Employer must 
appoint the Employee permanently to the same position at their current FTE. 

 
27.11  The requirement at clause 27.10 does not apply if the Employer certifies in writing that the role  

performed by the fixed term Employee can no longer be funded from within the Employer’s 
approved salary expense limits.  

 
27.12 If, after carrying out a review referred to in clause 27.9 the Employer determines the fixed term 

employment meets a circumstance listed in clause 27.5 the Employer must give the Employee in 
writing no later than two weeks after the date of completing the review: 

 
(a)  a statement of the review outcome and the detailed reasons for it; and 
 
(b)  a plain-language summary of an Employer’s obligations under this clause to appoint fixed 

term Employees to permanent employment in accordance with this clause, and the actions 
the Employee can take if they disagree with the review outcome. 

 
27.13  For the purposes of clauses 27.9, if an eligible fixed term Employee is employed under multiple, 

concurrent fixed term contracts with the same Employer, each contract and the circumstances of 
the work being performed under it is reviewed individually. 

 
28.  CASUAL EMPLOYMENT 

28.1 A casual Employee will mean an Employee engaged on an hourly basis for period not exceeding 
four weeks in any workplace. 

Salary 
 
28.2 A casual Employee shall be paid for each hour worked at the appropriate classification contained 

in Schedule 2 – General Agreement Weekly Wage of this Agreement, with the addition of casual 
loading in lieu of annual leave, personal leave and payment for public holidays. Casual loading will 
be in accordance with subclause 28.3.  

 
Casual Loading 
 
28.3   The casual loading payable is 25 per cent on and from 1 January 2021.  
 
Conditions of Employment  
 
28.4 (a) Conditions of employment, leave and allowances provided under this Agreement do not  

 apply to a casual Employee with the exception of bereavement leave, long service leave, 
 family and domestic violence leave and carers leave. However, where expenses are directly 
 and necessarily incurred by a casual Employee in the ordinary performance of their duties, 
 the Employee shall be entitled to reimbursement in accordance with this Agreement.  
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(b) The minimum period of engagement of a casual Employee will be three hours on each 

engagement.   
  
(c) The Employer will determine the appropriate increments for casual Employees by taking 

into consideration prior experience within the Public Sector.  
  
(d) Nothing in this clause shall confer “permanent” or “fixed term contract” officer status 

within the meaning of section 64 of the Public Sector Management Act 1994.   
  
(e) The employment of a casual Employee may be terminated at any time by the casual 

Employee or the Employer giving to the other one hour’s prior notice. In the event of an 
Employer or casual Employee failing to give the required notice, one hour’s salary shall be 
paid or forfeited.   

  
 (f) The Overtime provisions of the Rangers Award do not apply to casual Employees. 

Additional hours are paid at the normal casual rate.    
  

Caring Responsibilities  
  
28.5 (a) Subject to the evidentiary and notice requirements in Clause 40 – Personal Leave of this 

 Agreement, a casual Employee is entitled to not be available to attend work or to leave 
 work if they need to care for members of their immediate family or household who are 
 sick and require care and support, or who require care due to an unexpected emergency, 
 or the birth of a child.   
  
(b) The Employer and the casual Employee shall agree on the period for which the casual 

Employee will be entitled to not be available to attend work. In the absence of agreement, 
the Employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) 
per occasion. The casual Employee is not entitled to any payment for the period of non-
attendance.   

  
(c) An Employer must not fail to re-engage a casual Employee because the casual Employee 

accessed the entitlements provided for in this clause. The rights of an Employer to engage 
or not engage a casual Employee are otherwise not affected.   

 
Conversion and Appointment to Permanency for Casual Employees 
 
28.6     For the purposes of this clause: 
 

(a) an ‘eligible casual Employee’ is an Employee described as a casual Employee who: 
 

(i)  has completed two or more years of service with the Employer in the same or a 
similar role without a break in service; and 

 
(ii)  who does not have a record of unsatisfactory performance in their role; 
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(b)  a ‘break in service’ is a period of more than 30 days during which a person is not engaged 
by the Employer to perform work, attributable to fluctuating demand or business need or 
taken at the request of the Employee.   

 
If a question arises in a dispute under this Agreement as to whether a break between 
contracts constitutes a break in service, it is the responsibility of the Employer to 
demonstrate the break was attributable to fluctuating demand or business need, or in 
response to an Employee request, and was not imposed to avoid an obligation to 
review or permanently appoint an employee. 

 
28.7 The Employer must review the circumstances of an eligible casual Employee’s employment to 

determine whether or not they meet a circumstance described in clause 28.1 no later than 
three months after: 

 
(a)  the date on which the Employee becomes an eligible casual Employee; 

(b)  for an Employee who is an eligible casual Employee on the date of registration of this 
Agreement – that date; and 

 
(c)  for an Employee who has continued to be engaged as a casual Employee with the  

Employer without a break in service – each second anniversary of the date referred to in 
paragraph (a) or (b). 

 
28.8 If, after completing a review referred to in clause 28.7 the Employer determines an 

Employee’s employment is not for an allowable circumstance listed in clause 28.1 the 
Employer must: 

(a)  establish a new permanent position reflecting the duties of the casual role at the FTE 
equivalent to the average hours worked by the Employee for the preceding six months, 
unless: 

 
(i) The Employer certifies in writing that the role performed by the Employee: 
 

(aa) has been wholly or substantially externally funded and the funding 
source will no longer be available; or 

 
(bb) can no longer be funded from within the approved salary expense limits;  

and 

(b)  no later than two weeks after the date of the review: 
 

(i)  advise the employee in writing of the review outcome and the reasons for it; and  
 
(ii)  if the Employer has established a new position, and unless a circumstance in 

clause 28.10 applies, offer the Employee permanent appointment to the newly 
established position.  
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28.9  The Employee whose engagement is the subject of a review resulting in the establishment of a 
new position is entitled to be appointed permanently to the position unless the Employee is in 
Australia on a visa with a fixed duration. 

 
28.10  If, after carrying out a review referred to in clause 28.7 the Employer determines the casual 

engagement meets a circumstance described in clause 28.1 the Employer must give the 
Employee in writing no later than two weeks after the date of completing the review: 

 
(a)  a statement of the review outcome and the reasons for it; and 

  
(b) a plain-language summary of an Employer’s obligations under this clause to establish 

permanent positions where Employees have been working regular and systematic hours 
over a qualifying two-year period, and the actions the Employee can take if they 
disagree with the review outcome. 

 
28.11  If an Employee does not accept an offer of permanent employment, the Employer can (at the 

Employer’s discretion) continue to engage the Employee as a casual Employee in a different 
position, subject to the requirements of clause 28.1. 

  
29. INDUCTION  
  
29.1 All Employees will participate in an appropriate induction program in accordance with the 

Employer’s Induction Program Policy.  
  
30. PERIOD OF PROBATION  
  
30.1 All Employees appointed by the Employer will initially be employed on a probationary period not 

exceeding three months.  
  
30.2 Prior to the expiry date of the probationary period of employment the Employer will:  

  
(a) confirm the appointment;   
  
(b) where performance issues have been identified and appropriate support and training to 

enhance performance have been documented the Employee’s period of probation may be 
extended for a further period as determined by the line manager, but will not exceed a 
further three months; or  

  
(c) terminate the appointment due to unsatisfactory performance.  

 
31. NOTICE OF TERMINATION  
 
31.1 The provisions of this clause replace those provided at subclause 6(1)(a) of the Rangers Award. 
 
Notice of Termination by the Employer 

31.2  In order to terminate the employment of an Employee, the Employer must give the 
 Employee the period of notice specified in the following table: 

 



 

27 
 

EMPLOYEE’S PERIOD OF CONTINUOUS SERVICE WITH THE 
EMPLOYER AT THE END OF THE DAY THE NOTICE IS GIVEN PERIOD 

Not more than 1 year 2 weeks 

More than 1 year but not more than 3 years 2 weeks 

More than 3 years but not more than 5 years 3 weeks 

More than 5 years 4 weeks 
 
Notice of Termination by Employer for Employees Over 45 Years of Age 
 
31.3 The period of notice for an Employee who, at the end of the day the notice is given, is over 45 years 

of age and has completed at least two years’ continuous service with the Employer, is to be 
increased by one week. 

 
31.4 The additional period of notice shall form part of the notice provided under this Agreement or 

payment in lieu of notice worked out on the basis of the Employee’s ordinary hours of work. 

32. REDEPLOYMENT AND REDUNDANCY 
 
32.1  The parties acknowledge that the Public Sector Management Act 1994 (PSMA) and the Public Sector 

 Management (Redeployment and Redundancy) Regulations 2014 (Regulations) provide the 
 legislative framework for redeployment and redundancy for all Employees covered by this General 
 Agreement. If the provisions of this Agreement and the Regulations are inconsistent, the 
 provision of the Regulations shall prevail. 
 

32.2  The Employer and prospective Employer will assess the Suitability of a Surplus Employee broadly 
 which includes, but is not limited to: 
 

(a) acknowledging that the Employee’s classification level illustrates core competencies for 
that classification level; 

 
(b) providing sufficient weight to the Employee’s knowledge, skills and experience; and 

 
(c) recognising the transferability of skills to roles where a direct fit may not exist. 
 

32.3  The Employer and prospective Employer will seek to place Surplus Employees in suitable positions 
 in accordance with subclause 32.2. 
 

32.4  The Employer will provide Surplus Employees with direct access to priority vacancies through the 
 online Recruitment Advertising Management System. 
 

32.5  The Employer will provide Surplus Employees with case management in line with the Public Sector 
 Commission’s Redeployment and Redundancy Guidelines and the Public Sector Commission’s 
 Redeployment and Redundancy Guidelines Appendix A – Case Management or any revised 
 arrangement subsequent to the review of the redeployment and redundancy provisions. The 
 Employer will ensure that Surplus Employees are provided with an appropriately skilled case 
 manager/s, a skills audit and continual support to find Suitable employment. 
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32.6  Upon notification of registration, the Employer shall provide an Employee who is notified of the 

 Employer’s intention to register them under regulation 18 of the Regulations with the written 
 reason/s for the intended registration and the possible employment, placement and training 
 options available to them. 

 
32.7  Where the Employer is able to do so consistent with Commissioner’s Instruction No. 12 –

 Redeployment and Redundancy, the Employer may Suspend the Redeployment period of a 
 Registered Employee for the duration that the Employee is participating in retraining, a 
 secondment or other employment placement arrangement. Where suspension of the total 
 duration would exceed the allowable duration under Commissioner’s Instruction No. 12 – 
 Redeployment and Redundancy, the Employer may Suspend the Redeployment period for the 
 portion allowable. 

 
32.8  When a Registered Employee enters the last three months of their Redeployment period, 

 the Employer will notify the Union as soon as possible. 
 

PART 5. LEAVE OF ABSENCE 
 
33. LONG SERVICE LEAVE  

Compaction of Leave  

33.1 Where an Employee has accrued long service leave, with the approval of the Employer, the 
Employee may take some or all of that leave in compacted form, on the basis of payment of two 
weeks’ pay for each week of leave actually cleared, providing that no portion of entitlement cleared 
Is less than two weeks i.e. a minimum of one week of leave actually taken. 

33.2 Where an Employee has accrued long service leave in excess of 13 weeks of entitlement, with the 
approval of the Employer, the Employee may cash out any part of that entitlement in excess of 13 
weeks, provided that the Employee does this before the nominated expiry date of this Agreement. 

33.3 In addition to the provisions of subclauses 33.1 and 33.2, if any of an Employee’s entitlement to 
long service leave has been accrued whilst employed wholly or partially on a part time basis, that 
Employee may request to compact the period of leave entitlement due to the equivalent of full 
time ordinary hours. 

33.4     By agreement between the Employee and the Employer, Employees will be entitled to take twice 
 the period of long service leave at half the rate applicable to the Employee. 

 
Access to accrued long service leave entitlement 
 
33.5  Employees may by agreement with their Employer, clear any accrued entitlement to long service 

 leave in minimum periods of one day. 
 
Cash out of accrued long service leave entitlement  
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33.6 Employees may by agreement with their Employer, cash out any portion of an accrued entitlement 
to long service leave, provided the Employee proceeds on a minimum of 10 days annual leave in 
that anniversary year.  

 
Access to pro rata long service leave  

33.7      (a)  Employees accessing long service leave on a 10 year basis and being within 10 years of their 
preservation age under Western Australian Government superannuation arrangements, 
may by agreement with their Employer, choose to access pro rata long service leave at the 
rate of 6.5 days per completed 12 month period of continuous service.   

 
(b)  Employees accessing long service leave on a seven year basis and being within seven years 

of their preservation age under Western Australian Government superannuation 
arrangements, may by agreement with their Employer, choose to access pro rata long 
service leave at the rate of 9.28 days per completed 12 month period of continuous service.   

331.8  Part time and casual Employees have the same entitlement as full time Employees. 
 

(a)  For part time Employees their entitlement is calculated on a pro rata basis according 
 to any variations to their ordinary working hours during the accrual period.  
 

(b)  For casual Employees their entitlement is calculated on a pro rata basis according to 
 the average hours worked during the accrual period.  

 
33.9 Under this subclause access to pro rata long service leave can only be taken as paid leave and there 
 is no capacity for payment in lieu of leave. 
 
33.10  Early access to pro rata long service leave does not include access to long service leave which 
 the Employee has accumulated or become entitled to, prior to be being within seven years of 
 their preservation age.  
 
33.11 Employees may, by agreement with their Employer: 
 

(a)  clear pro rata long service leave in minimum periods of one day; and/or 
 

(b)  access pro rata long service leave at half, full or double pay.  

33.12 Any period of leave taken in accordance with this clause will be excised for the purpose of 
continuous service in accordance with Clause 15 – Long Service Leave of the Rangers Award.  

 
34. MATERNITY LEAVE 
 
Eligibility 
 
34.1  (a) (i) A pregnant permanent Employee, fixed term contract Employee or eligible casual 

   Employee is entitled to unpaid Maternity Leave on the birth of a child. 
 

(ii) The period of leave for a fixed term contract Employee shall not extend beyond 
the term of that contract.        
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(iii) An Employee is eligible, without concluding their Maternity Leave and resuming 

duty, for subsequent periods of Maternity Leave, including Paid Maternity Leave, 
in accordance with the provisions of this clause. 

 
(b) A pregnant permanent or fixed term Employee must have completed twelve months 

continuous service in the Western Australian public sector as defined under the Public 
Sector Management Act 1994 (WA) immediately preceding the Maternity Leave in order 
to receive the forms of paid leave as provided for by this clause. 

 
(c) An Employee on a period of leave without pay unrelated to Maternity Leave, Adoption 

Leave or Other Parent Leave must resume duties prior to being entitled to Paid Maternity 
Leave in accordance with the eligibility requirements. 

 
34.2 (a) A pregnant eligible casual Employee is entitled to unpaid Maternity Leave only. 
 

(b) For the purposes of this clause an “eligible casual Employee” means a casual Employee 
employed by the Employer: 

 
(i) on a regular and systematic basis for several periods of employment with a break 

of no more than three months between each period of employment and where 
the combined length of the periods of employment are at least twelve months and 
the breaks of employment were the result of the Employer’s initiative; or  

 
(ii) on a regular and systematic basis for a sequence of periods of employment during 

a period of at least twelve months; and, but for the birth or adoption of a child, 
the Employee has a reasonable expectation of continuing engagement on a regular 
and systematic basis. 

 
(c) Service performed by an eligible casual Employee for a public sector Employer shall count 

as service for the purposes of determining twelve months continuous service as per 
subclauses 34.1 and 34.2 where: 
 
(i) the eligible casual Employee has become a permanent or fixed term contract 

Employee with the same Employer; and 
 
(ii) the break between the period of eligible casual employment and permanent or 

fixed term contract employment is no more than three months. 
 
Notice Requirements 
 
34.3 (a) An eligible Employee shall give at least eight weeks written notice of: 
  

(i) their intention to proceed on paid or unpaid Maternity Leave; 
 

 (ii) the date the Employee proposes to commence paid or unpaid Maternity Leave; 
and 

 
 (iii) the period of leave to be taken.   
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(b) An Employee who has given their Employer notice of their intention to take Maternity 

Leave shall provide the Employer with a medical certificate from a registered medical 
practitioner naming the Employee, confirming the pregnancy and the estimated date of 
birth. 

 
(c) An Employee is not in breach of subclause 34.3(a) by failing to give the required period of 

notice if such failure is due to the birth of the child taking place prior to the date the 
Employee had intended to proceed on Maternity Leave. 

 
(d)  An Employee proceeding on Maternity Leave may elect to take a shorter period of 

Maternity Leave to that provided by this clause and may at any time during that period 
elect to reduce or seek to extend the period stated in the original application, provided 
four weeks written notice is provided. 

 
General Entitlement to Maternity Leave 
 
34.4 (a) Subject to the requirements of this clause an eligible Employee is entitled to 52 weeks  
  unpaid Maternity Leave. 
 

(b) (i)  Subject to the requirements of this clause an eligible Employee is entitled to 14 
weeks Paid Maternity Leave that will form part of the 52 week unpaid entitlement;     

 
(ii) The 14 week period of Paid Maternity Leave is inclusive of any public holidays 

falling within that time; 
 

(iii)  The period of Paid Maternity Leave can be extended by the Employee taking 
double the leave on a half-pay basis and its effect is in accordance with subclause 
34.14.  

 
(c) An Employee must take Maternity Leave in one continuous period with the exception of: 
  

(i)      Unpaid Special Maternity Leave pursuant to subclause 34.8; and 
 

(ii) Special Temporary Employment or Special Casual Employment pursuant to 
subclause 34.13. 

 
(d) Except for leave provided under Clause 37 – Partner Leave, only one parent can proceed 

on Maternity, Adoption or Other Parent Leave at any one time.  
  
(e) Where less than the 52 weeks Maternity Leave is taken paid or unpaid, the unused portion 

of the leave cannot be banked or preserved in any way. 
 

(f) (i) Notwithstanding subclause 34.4(c) above, Paid Maternity Leave may be taken in 
more than one period by an Employee who meets the requirements of subclause 
34.5(d).     

 
(ii) Unpaid Maternity Leave may be taken in more than one continuous period where 

the Employee undertakes special temporary employment or special casual 
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employment in accordance with subclause 34.13 – Employment During Unpaid 
Maternity Leave. In these circumstances, the provisions of subclause 34.13 – 
Employment During Unpaid Maternity Leave, shall apply. 

 
(g) (i) Where both Employees are employed in the WA Public Sector an entitlement to 

paid or unpaid Maternity Leave, Adoption Leave or Other Parent Leave or parental 
leave provided for by another industrial agreement can be shared; 

 
(ii) the entitlement provided to the Employees shall not exceed the paid Maternity, 

Adoption or Other Parent Leave quantum for one Employee or its half pay 
equivalent; and 

 
 (iii) the Employees may only proceed on paid and/or unpaid Maternity, Adoption or 

Other Parent Leave at the same time in exceptional circumstances with the 
approval of the Employer or as provided for under subclause 34.5(d). This does not 
prevent an Employee from taking paid or unpaid Partner Leave as prescribed by 
Clause 37 – Partner Leave of this Agreement. 

 
Payment for Paid Maternity Leave 
 
34.5 (a) (i) Subject to subclause 34.5(c) a full time Employee proceeding on Paid Maternity  

   Leave is to be paid according to their ordinary working hours at the time of  
   commencement of Maternity Leave. Shift and weekend penalty payments are not 
   payable during Paid Maternity Leave. 

 
(ii) Subject to subclause 34.5(c), payment for a part time Employee is to be determined 

according to an average of the hours worked by the Employee over the preceding 
twelve months; or their ordinary working hours at the time of commencement of 
Maternity Leave, exclusive of shift and weekend penalties, whichever is greater. 

 
(b) An Employee may elect to receive pay in advance for the period of Paid Maternity Leave at 

the time the Maternity Leave commences, or may elect to be paid the entitlement on a 
fortnightly basis over the period of the Paid Maternity Leave.                                    

 
(c) (i) An Employee in receipt of a higher duties allowance for a continuous period of 

twelve months immediately prior to commencing Paid Maternity Leave, is to 
continue to receive the higher duties allowance for the first four weeks of Paid 
Maternity Leave.  

 
(ii) An Employee who is entitled to be paid higher duties allowance in accordance with 

subclause 34.5(c)(i) and elects to take paid Maternity Leave at half pay will be paid 
the higher duties allowance at the full rate for the first four weeks only. 

 
(d) An Employee is entitled to remain on Paid Maternity Leave if the pregnancy results in other 

than a live child; or the Employee is incapacitated following the birth of the child; or the 
child dies or is hospitalised such that the Employee or the Employee’s partner is not 
providing primary care to the child. 
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(e) Where an Employee is on a period of half pay Maternity Leave and their employment is 
terminated through no fault of the Employee, the Employee shall be paid out any period 
of unused Paid Maternity Leave equivalent to the period of leave the Employee would have 
accessed had they been on full pay Maternity Leave when their termination occurred. 

 
(f) An Employee eligible for a subsequent period of Paid Maternity Leave as provided for under 

subclause 34.1(a)(iii) shall be paid the Maternity Leave as follows: 
 

(i) According to the Employee’s status, classification and ordinary working hours at 
the time of commencing the original period of Paid Maternity Leave; and 

 
(ii) Not affected by any period of Special Temporary Employment or Special Casual 

Employment undertaken in accordance with subclause 34.13. 
 
Commencement of Maternity Leave 
 
34.6 (a) The period of paid leave can commence up to six weeks prior to the expected date of birth 

  of the child.  
 
(b) The period of unpaid leave can commence up to six weeks prior to the expected date of 

birth of the child or earlier if the Employer and Employee so agree, but must not start later 
than the birth of the child. 

 
(c) (i) If the Employer has reason to believe that the continued performance of duties by 

  a pregnant Employee renders danger to herself, fellow Employees or the public,  
  the Employee may be required to obtain and provide a medical certificate stating 
  that the Employee is fit to work in her present position for a stated period. 

 
(ii) The Employer shall pay the fee for any such examination. 
 
(iii) Where an Employee is deemed to be unfit to work in her present position, the 

provisions of subclause 34.7 – Modification of Duties and Transfer to a Safe Job, 
may apply. 

 
(d) (i) Where the pregnancy of an Employee terminates other than by the birth of a living 

child, not earlier than twenty weeks before the expected date of the birth, the 
entitlement to Paid Maternity Leave remains intact and subject to the eligibility 
requirements of this clause.  

 
(ii) Such paid Maternity Leave cannot be taken concurrently with any paid personal 

leave taken in this circumstance. 
 
(e) The period of Paid Maternity Leave must be concluded within twelve months of the birth 

of the child.  
 
(f) (i) The Employer may, in exceptional circumstances, allow an Employee to take Paid 

Maternity Leave that will result in the Employee being on Paid Maternity Leave 
more than twelve months after the birth of the child. 
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(ii) An Employer may require evidence that would satisfy a reasonable person that the 
circumstances warrant allowing the Employee to take their period of Paid 
Maternity Leave such that it would result in the Employee being on Paid Maternity 
Leave more than twelve months after the birth of the child.  

 
Modification of Duties and Transfer to a Safe Job 
 
34.7 (a) (i) A pregnant Employee may work part time in one or more periods whilst she is  
   pregnant where she provides her Employer with a medical certificate from a  
   medical practitioner advising that part time employment is, because of her  
   pregnancy, necessary or preferable. 

 
(ii) The terms of part time employment undertaken in accordance with subclause 

34.7(a)(i) shall be in writing. 
 

(iii) Such employment shall be in accordance with Clause 23 – General Employment of 
this Agreement. 

 
(b) In the absence of an alternative requirement, and unless otherwise agreed between an 

Employer and Employee, an Employee shall provide their Employer with four weeks written 
notice of an intention to: 
 
(i) vary part time work arrangements made under subclause 34.7; or  
 
(ii) revert to full time employment during the Employee’s pregnancy. 

 
(c) An Employee reverting to full time employment in accordance with subclause 34.7(b)(ii) 

will be entitled to the same position or a position equivalent in pay, conditions and status 
and commensurate with the Employee’s skill and abilities as the substantive position held 
immediately prior to undertaking part time employment. 

 
(d) If an Employee gives her Employer a medical certificate from a medical practitioner, or 

some other form of evidence that would satisfy a reasonable person, and it contains a 
statement to the effect that the Employee is fit to work, but that it is inadvisable for her to 
continue in her present position for a stated period because of: 
 
(i) illness, or risks, arising out of her pregnancy; or 
 
(ii) hazards connected with that position;  

 
then the Employer must modify the duties of the position or alternatively transfer the 
Employee to a safe job at the same classification level for the period during which she is 
unable to continue in her present position. 

 
(e) If an Employee’s Employer does not think it to be reasonably practicable to modify the 

duties of the position or transfer the Employee to a safe job: 
 

(i) The Employee is entitled to be absent from the workplace on full pay for the period 
during which she is unable to continue in her present position. 
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(ii) An entitlement to be absent from the workplace on full pay as at subclause 

34.7(e)(i) applies to an eligible casual Employee. 
 
(iii) An Employee who is absent from work pursuant to this subclause shall be paid the 

amount she would reasonably have expected to be paid if she had worked during 
that period.  

 
(f) An entitlement to be absent from the workplace on full pay is in addition to any leave 

entitlement the Employee has.              
 
(g) An entitlement to be absent from the workplace on full pay ends at the earliest of 

whichever of the following times is applicable: 
 

(i) the end of the period stated in the medical certificate; 
 
(ii) if the Employee’s pregnancy results in the birth of a living child – the end of the  
  day before the date of birth; or 

(iii) if the Employee’s pregnancy ends otherwise than with the birth of a living child –  
  the end of the day before the end of the pregnancy. 

Unpaid Special Maternity Leave 
  
34.8     (a) A pregnant Employee is entitled to a period of unpaid special maternity leave if the 

Employee is not fit for work during that period because the Employee: 
 

(i) has a pregnancy related illness; or 
 
(ii) has been pregnant and the pregnancy ends within 28 weeks of the expected date 

of birth of the child otherwise than by a living child; and 
 
(iii) has not utilised personal leave for the period. 

 
(b) An Employee must give the Employer notice of the taking of unpaid special maternity leave 

by the Employee. 
 
(c) The notice must: 

 
(i) be given to the Employer as soon as practicable (which may be a time after the 

leave has started); and 
 
(ii) advise the Employer of the period, or expected period, of the leave. 
 

(d) An Employee who has given notice of the taking of unpaid special maternity leave must, if 
required by the Employer, give the Employer evidence that would satisfy a reasonable 
person that the leave is taken for a reason specified in 34.8(a). 

 

http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#unpaid_special_maternity_leave
http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#employee
http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#unpaid_special_maternity_leave
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(e) Without limiting 34.8(d), an Employer may require the evidence referred to in that 
subsection to be a medical certificate. 

 
(f) An Employee's entitlement to 12 months of unpaid maternity leave provided at 34.4 is not 

reduced by the amount of any unpaid special maternity leave taken by the Employee while 
the Employee was pregnant. 

 
Interaction with Other Leave Entitlements 
 
342.9 (a) An Employee proceeding on unpaid Maternity Leave may elect to substitute any part of  
  that leave with accrued annual and/or accrued long service leave.   

 
(b) Where annual and/or long service leave is substituted that leave shall form part of the 52 

weeks Maternity Leave entitlement. 
 
(c) An Employee proceeding on unpaid Maternity Leave may elect to substitute all or part of 

that leave with accrued time off in lieu of overtime to which the Employee is entitled 
subject to the provisions of Clause 14 – Overtime for No Fixed Hours Employees of this 
Agreement and Clause 9 – Overtime of the Rangers Award, where applicable. 

 
(d) Personal leave is not payable on a period of paid or unpaid Maternity Leave. 

 
Extended Unpaid Maternity Leave 
 
34.10 (a) An Employee shall be entitled to apply for leave without pay following Maternity Leave  
  (“extended unpaid Maternity Leave”) to extend their leave by up to two years. 

 
(b) Approval for an extension to unpaid Maternity Leave will be subject to all other available 

leave entitlements being exhausted. 
 
(c) Where both parents work for the Western Australian public sector the total combined 

period of extended unpaid Maternity, Adoption and extended Other Parent Leave shall not 
exceed two years.  

 

(d) The Employer is to agree to a request for extended unpaid Maternity Leave unless:  
 

(i) the Employer is not satisfied that the request is genuinely based on the Employee’s 
parental responsibilities; or 

 
(ii) agreeing to the request would have an adverse impact on the conduct of 

operations or business of the Employer and those grounds would satisfy a 
reasonable person. 

 
(e) The Employer is to give the Employee written notice of the Employer’s decision on a 

request for extended unpaid Maternity Leave under subclause 34.10(a). If the request is 
refused, the notice is to set out the reasons for the refusal. 

 

http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#medical_certificate
http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#unpaid_parental_leave
http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#unpaid_special_maternity_leave
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(f) An Employee who believes their request for extended unpaid Maternity Leave under 
subclause 34.10 has been unreasonably refused may seek to enforce it as a minimum 
condition of employment and the onus will be on the Employer to demonstrate that the 
refusal was justified in the circumstances.  

 
Communication During Maternity Leave 
 
34.11    (a) If the Employer makes a decision that will have a significant effect on the status, 

responsibility level, pay or location of an Employee’s position whilst on Maternity Leave, 
the Employer must take all reasonable steps to give the Employee information about, and 
an opportunity to discuss, the effect of the decision on that position. 

 
(b) An Employee shall also notify the Employer of changes of address or other contact details 

that might affect the Employer’s capacity to comply with subclause 34.11(a). 
 
Replacement Employee 
  
34.12     (a) Should a Replacement Employee be engaged, the replacement Employee is to be informed 

prior to engagement of the fixed-term nature of the employment and of the rights of the 
Employee, who is being replaced, including that the engagement may be subject to 
variation according to subclause 34.3(d) and ability to extend unpaid Maternity Leave as 
provided for under subclause 34.10. 

 
Employment During Unpaid Maternity Leave 
  
34.13  (a) Special Temporary Employment 

 
(i) For the purposes of this subclause, “temporary” means employment of an 

intermittent nature; for a limited, specified period; and undertaken during unpaid 
Maternity Leave or extended unpaid Maternity Leave. 

 
(ii) Notwithstanding any other provision of this clause, an Employee may be employed 

by their Employer on a temporary basis provided that: 
 
(aa) both parties agree in writing to the special temporary employment; 
 
(bb) public service officers are only employed on a temporary basis in 

connection with their substantive office, post or position;  
 
(cc) any such period of service shall not change the Employee’s employment 

status in regard to their substantive employment; and  
 
(dd) any period of special temporary employment shall count as qualifying 

service for all purposes under the applicable Award and this Agreement. 
 
(b) Special Casual Employment 

 
(i) For the purposes of subclause 34.13, “casual” means employment on an hourly 

basis for a period not exceeding four weeks in any period of engagement for which 
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a casual loading is paid. It excludes employment undertaken in accordance with 
subclause 34.13(a) – Special Temporary Employment. 

 
(ii) An Employee can be engaged on special casual employment provided that: 
 

(aa) both parties agree in writing to the special casual employment; 
 
(bb)  employees are employed at the level commensurate to the level of the 

available position under this Agreement; 
 
(cc) in the case of a fixed term contract Employee, the period of the casual  

  employment is within the period of the current fixed term contract; 

(dd) any such period of service shall not break the Employee’s continuity of 
service nor change the Employee’s employment status in regard to their 
substantive employment; and 

 
(ee) any period of special casual employment shall not count as qualifying 

service other than with respect to entitlements a casual Employee would 
ordinarily be entitled to for any other purpose under any relevant award, 
agreement or industrial instrument. 

 
(c) The provisions of this clause only apply to employment during unpaid Maternity Leave, and 

extended unpaid Maternity Leave taken in conjunction with Maternity Leave as provided 
for in subclause 34.10 – Extended Unpaid Maternity Leave. 

 
(d) An Employer cannot engage an Employee in special temporary employment or special 

casual employment whilst the Employee is on a period of Paid Maternity Leave, annual 
leave, or long service leave taken concurrently with a period of unpaid Maternity Leave.  

 
(e) Effect of special temporary employment and special casual employment on unpaid 

Maternity Leave 

(i) Subject to subclause 34.13(e)(ii), a period of special temporary employment or 
special casual employment shall be deemed to be part of the Employee’s period of 
unpaid Maternity Leave or extended unpaid Maternity Leave as originally agreed 
to by the parties. 

 
(ii) An Employee who immediately resumes unpaid Maternity Leave or extended 

unpaid Maternity Leave following the conclusion of a period of special temporary 
employment or special casual employment: 
 
(aa) is entitled, on written notice, to extend their period of unpaid Maternity 
 Leave or extended unpaid Maternity Leave by the period of time in which 
 they were engaged in special temporary employment or special casual 
 employment; and 
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(bb) shall give not less than four weeks’ notice in writing to their Employer of  
   the new date they intend to return to work and so conclude their period  
   of Maternity Leave or extended unpaid Maternity Leave.  
 
(iii) An Employee who does not immediately resume their period of unpaid Maternity 

Leave or extended unpaid Maternity Leave at the conclusion of a period of special 
temporary employment or special casual employment cannot preserve the unused 
portion of leave for use at a later date.  

 
Return to Work on Conclusion of Maternity Leave 
 
34.14   (a) (i) An Employee shall confirm their intention in writing to conclude their Maternity 

Leave not less than four weeks prior to the expiration of Maternity Leave or 
extended unpaid Maternity Leave.  

 
(ii) An Employee who intends to return to work on a modified basis in accordance with 

subclause 34.14(d) shall advise their Employer of this intention by notice in writing 
not less than four weeks prior to the expiration of Maternity Leave or extended 
unpaid Maternity Leave. 

 
(b) An Employee on return to work following the conclusion of Maternity Leave or extended 

unpaid Maternity Leave will be entitled to the same position or a position equivalent in 
pay, conditions and status and commensurate with the Employee’s skill and abilities as the 
substantive position held immediately prior to proceeding on Maternity Leave.  

 
(c) Where an Employee was transferred to a safe job or was absent from the workplace on full 

pay as provided for in subclause 34.7 – Modification of Duties and Transfer to a Safe Job, 
the Employee is entitled to return to the position occupied immediately prior to the 
transfer or their absence from the workplace on full pay.  

 
(d) Right to Return to Work on a Modified Basis 

(i) An Employee may return on a part time or job-share basis to the substantive 
position occupied prior to the commencement of leave or to a different position 
as determined by the Employer at the same classification level in accordance with 
the part time employment provisions of this Agreement. 

 
 (ii) An Employee may return on a modified basis that involves the Employee working 

on different days or at different times, or both; or on fewer days or for fewer hours 
or both, than the Employee worked immediately before starting Maternity Leave. 

 
(e) Right to Revert 

 
(i) An Employee who has returned on a part time or modified basis in accordance with 

subclause 34.14(d) may subsequently request permission from the Employer to 
resume working on the same basis as the Employee worked immediately before 
starting Maternity Leave or full time work at the same classification level. 
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(ii) A request made under subclause 34.14(e)(i) must be in writing and must be made 
at least four weeks before the day on which the Employee wishes to resume 
working on the same basis as the Employee worked immediately before starting 
Maternity Leave or full time work at the same classification level. 

 
(iii) An Employer is to agree to a request to revert made under subclause 34.14(e)(i) 

unless there are grounds to refuse the request relating to the adverse effect that 
agreeing to the request would have on the conduct of operations or business of 
the Employer and those grounds would satisfy a reasonable person.  

 
(iv) An Employer is to give the Employee written notice of the Employer’s decision on 

a request to revert under subclause 34.14(e)(i). If the request is refused, the notice 
is to set out the reasons for the refusal. 

 
(v) An Employee who believes their request to revert under subclause 34.14(e)(i) has 

been unreasonably refused may seek to enforce it as a minimum condition of 
employment and the onus will be on the Employer to demonstrate that the refusal 
was justified in the circumstances. 

 
(f) Employer Requirement to Revert 
 

(i)  If, on finishing Maternity Leave, an Employee has returned to work on a modified 
basis in accordance with subclause 34.14(d), the Employer may subsequently 
require the Employee to resume working on the same basis as the Employee 
worked immediately before starting Maternity Leave. 

 
(ii)  A requirement can be made under subclause 34.14(f)(i) only if: 

 
(aa)  the requirement is made on grounds relating to the adverse effect that 

 the Employee continuing to work on a modified basis would have on the 
 conduct of the operations or business of the Employer and those 
 grounds would satisfy a reasonable person; or 
 

(bb) the Employee no longer has a child who has not reached the compulsory 
 education period as defined in section 6 of the School Education Act 
 1999 (WA). 

 
Effect of Maternity Leave on the Contract of Employment 
  
34.15  (a) (i) Paid Maternity Leave will count as qualifying service for all purposes under this  

  Agreement. 
 
(ii) Qualifying service for any purpose under this Agreement is to be calculated 

according to the number of weeks of Paid Maternity Leave that were taken at full 
pay or would have been had the Employee not taken Paid Maternity Leave at half 
pay. Employees who take Paid Maternity Leave on half pay do not accrue Award, 
Agreement or other entitlements beyond those that would have accrued had they 
taken the leave at full pay.  



 

41 
 

 
(b)  (i) Absence on unpaid Maternity Leave or extended unpaid Maternity Leave shall not 

break the continuity of service of Employees.   
 
(ii) Where an Employee takes a period of unpaid Maternity Leave or extended unpaid 

Maternity Leave exceeding 14 calendar days in one continuous period, the entire 
period of such leave shall not be taken into account in calculating the period of 
service for any purpose under the applicable Award, agreement or industrial 
instrument. Periods of unpaid leave of 14 days or less shall, however, count for 
service. 

 
(c)  An Employee on Maternity Leave may terminate employment at any time during the 

period of leave by written notice in accordance with Clause 6 – Contract of Service of the 
Rangers Award. 

 
(d) An Employer shall not terminate the employment of an Employee on the grounds of the 

Employee’s application for Maternity Leave or absence on Maternity Leave but otherwise 
the rights of the Employer in respect of termination of employment are not affected.  

 
35. ADOPTION LEAVE 

Eligibility 
  
35.1     (a) (i) A permanent Employee, fixed term contract Employee or eligible casual Employee 

is entitled to 52 weeks unpaid adoption leave on the placement of a child for 
adoption as provided for under this clause.  

 
(ii) The period of leave granted to a fixed term contract Employee shall not extend   

beyond the term of that contract. 
 
(iii) An Employee is eligible, without concluding their adoption leave and resuming 

duty, for subsequent periods of adoption leave, including paid adoption leave, in 
accordance with the provisions of this clause. 

 
(b) A permanent or fixed term contract Employee must have completed twelve months 

continuous service in the Western Australian public sector as defined under the Public 
Sector Management Act 1994 (WA) immediately preceding the adoption leave in order to 
receive the forms of paid leave as provided for by this clause.  

 
(c) An Employee on a period of leave without pay unrelated to Maternity Leave, Adoption 

Leave or Other Parent Leave must resume duties prior to being entitled to paid adoption 
leave in accordance with the eligibility requirements. 

 
(d) An eligible casual Employee as defined under subclause 34.2(b) is entitled to unpaid 

Adoption Leave as provided by this clause.  
 
General Entitlement to Adoption Leave 
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35.2      (a) Subject to the requirements of this clause an eligible Employee is entitled to 52 weeks 
 unpaid Adoption Leave. 

 
(b) (i) Subject to the requirements of this clause an eligible Employee is entitled to 14 

weeks paid Adoption Leave that will form part of the 52 week unpaid entitlement.      
 

(ii) The 14 week period of paid Adoption Leave is inclusive of any public holidays falling 
within that time. 

 
(iii) The period of paid Adoption Leave can be extended by the Employee taking double 

the leave on a half-pay basis and its effect is in accordance with subclause 34.15 – 
Effect of Maternity Leave on the Contract of Employment;  

 
(c) An Employee must take Adoption Leave in one continuous period with the exception of 

Special Temporary Employment or Special Casual Employment pursuant to subclause 34.13 
– Employment During Unpaid Maternity Leave. 

 
(d) Except for leave provided under Clause 37 – Partner Leave of this Agreement, only one 

parent can proceed on Maternity, Adoption or Other Parent Leave at any one time.  
 
(e) Where less than the 52 weeks Adoption Leave is taken paid or unpaid, the unused portion 

of the leave cannot be banked or preserved in any way. 
 
(f) Unpaid Adoption Leave may be taken in more than one continuous period where the 

Employee undertakes special temporary employment or special casual employment in 
accordance with the provisions at subclause 34.13 – Employment During Unpaid Maternity 
Leave. In these circumstances, the provisions of subclause 34.13 – Employment During 
Unpaid Maternity Leave, shall apply. 

 
(g) (i) Where both Employees are employed in the Western Australian public sector an 

entitlement to paid or unpaid Maternity Leave, Adoption Leave or Other Parent 
Leave or Parental Leave provided for by another industrial agreement can be 
shared; and 

 
(ii) The entitlement provided to the Employees shall not exceed the paid Maternity, 

Adoption or Other Parent Leave quantum for one Employee or its half pay 
equivalent; and 

 
(iii) The Employees may only proceed on paid and/or unpaid Maternity, Adoption or 

Other Parent Leave at the same time in exceptional circumstances with the 
approval of the Employer or as provided for under subclause 34.5(d). This does not 
prevent an Employee from taking paid or unpaid Partner Leave as prescribed by 
Clause 37 of this Agreement. 

 
Payment for Paid Adoption Leave 
 
35.3 (a) (i) Subject to subclause 35.3(c) a full time Employee proceeding on paid Adoption  

   Leave is to be paid according to their ordinary working hours at the time of  
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   commencement of Adoption Leave. Shift and weekend penalty payments are not 
   payable during paid Adoption Leave. 

 
(ii) Subject to subclause 35.3(c), payment for a part time Employee is to be determined 

according to an average of the hours worked by the Employee over the preceding 
twelve months; or their ordinary working hours at the time of commencement of 
Adoption Leave, exclusive of shift and weekend penalties, whichever is greater. 

 
(b) An Employee may elect to receive pay in advance for the period of paid Adoption Leave at 

the time the Adoption Leave commences, or may elect to be paid the entitlement on a 
fortnightly basis over the period of the paid Adoption Leave.                                    

 
(c) (i)  An Employee in receipt of a higher duties allowance for a continuous period of 

twelve months immediately prior to commencing paid Adoption Leave, is to 
continue to receive the higher duties allowance for the first four weeks of paid 
Adoption Leave.  

 
(ii) An Employee who is entitled to be paid higher duties allowance in accordance with 

subclause 35.3(c)(i) and elects to take paid Adoption Leave at half pay will be paid 
the higher duties allowance at the full rate for the first four weeks only. 

 
(d) Where an Employee is on a period of half pay Adoption Leave and their employment is 

terminated through no fault of the Employee, the Employee shall be paid out any period 
of unused paid Adoption Leave equivalent to the period of leave the Employee would have 
accessed had they been on full pay Adoption Leave when their termination occurred. 

 
(e) An Employee eligible for a subsequent period of paid Adoption Leave as provided for under 

subclause 35.1(a)(iii) shall be paid the Adoption Leave as follows: 
 

(i)  According to the Employee’s status, classification and ordinary working hours at 
the time of commencing the original period of paid Adoption Leave; and 

 
(ii)  Not affected by any period of special temporary employment or special casual 

employment undertaken in accordance with subclause 34.13. 
 

(f) Where less than the 52 weeks of Adoption Leave is taken paid or unpaid, the unused 
portion of the leave cannot be banked or preserved in any way.  

 
(g) An eligible casual Employee provided for under subclause 35.1(d) is not entitled to paid 

adoption leave. 
 
(h) The “day of placement”, in relation to the adoption of a child by an Employee, means the 

earlier of the following days:  
 
(i) the day on which the Employee first takes custody of the child for the adoption; or 
 
(ii) the day on which the Employee starts any travel that is reasonably necessary to 

take custody of the child for the adoption. 
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(i) An Employee is not entitled to adoption-related leave unless the child that is, or is to be, 
placed with the Employee for adoption: 
 
(i) is, or will be, under 16 years old as at the day of placement, or the expected day of 

placement, of the child;  
 
(ii) has not, or will not have, lived continuously with the Employee for a period of six 

months or more as at the day of placement, or the expected day of placement, of 
the child; and 

 
(iii) is not (otherwise than because of the adoption) a child or stepchild of the 

Employee or the Employee’s partner. 
 
(j)  (i) An Employee seeking to adopt a child is entitled to two days unpaid leave to attend 

interviews or examinations required for the adoption procedure.  
 

(ii) An Employee working or residing outside of the Perth metropolitan area is entitled 
to an additional day’s unpaid leave.  

 
(iii) The Employee may take any paid leave entitlement to which the Employee is 

entitled to in lieu of this leave. 
 

(k)  (i) If an application for adoption leave has been granted for the adoption of a child, 
which does not eventuate, then the period of paid or unpaid adoption leave is 
terminated.  

 
(ii) Employees may take any other paid leave entitlement to which they are entitled in 

lieu of the terminated adoption leave or return to work. 
 
Commencement of Adoption Leave 
  
35.4      (a) An eligible Employee can commence adoption leave from the day of placement of the child. 

 
(b) The period of paid Adoption Leave must conclude within twelve months of the day of 

placement except under exceptional circumstances as provided under subclause 34.6(f) of 
the Maternity Leave clause, but as it relates to Adoption Leave.   

 
Notice and Variation Requirements 

 
35.5      (a) An Employee shall give no less than eight weeks written notice to the Employer of: 

 
(i) the date the Employee proposes to commence paid or unpaid Adoption Leave; and 
 
(ii) the period of leave to be taken. 

 
(b) An Employee is not in breach of subclause 35.5(a) by failing to give the required period of 

notice if such failure is due to the requirement of the adoption agency to accept earlier or 
later placement of a child, or other compelling circumstances. 
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(c) An Employee proceeding on Adoption Leave may elect to take a shorter period of Adoption 
Leave to that provided by this clause and may at any time during that period elect to reduce 
or seek to extend the period stated in the original application, provided four weeks written 
notice is provided. 

 
Other Provisions 
 
35.6 The following provisions, as provided under clause 34 – Maternity Leave have application to 

Adoption Leave:  
 

(a) subclause 34.8 – Unpaid Special Maternity Leave; 
 

(b) subclause 34.9 – Interaction with Other Leave Entitlements; 
 
(c) subclause 34.10 – Extended Unpaid Maternity Leave; 
 
(d) subclause 34.11 – Communication During Maternity Leave; 
 
(e) subclause 34.12 – Replacement Employee; 
 
(f) subclause 34.13 – Employment During Unpaid Maternity Leave; 
 
(g) subclause 34.14 – Return to Work on Conclusion of Maternity Leave; and 
 
(h) subclause 34.15 – Effect of Maternity Leave on the Contract of Employment. 
 

36. OTHER PARENT LEAVE 

36.1 For the purposes of this clause: 
 
(a) The “other parent” may or may not be the biological parent, and does not necessarily have 

to be the partner of the birth parent and has responsibility for the care of the child.   
  
(b) The “primary care giver” means the Employee will assume the principal role for the care 

and attention of a child aged under twelve months or a newly adopted child.  
 
(c) Only one person can be the primary care giver of the child at any one time. 

 
Eligibility 
  
36.2       (a) (i) Where an eligible Employee, other than an Employee entitled to Paid Maternity 

Leave under subclause 34.4(b)(i) or Adoption Leave under subclause 35.1, is the 
other parent and has responsibility for the care of a child under the age of twelve 
months or newly adopted child the provisions of this clause will apply.   

 
(ii) An Employer must be the primary care giver of the child to access paid other parent 

leave. 
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(iii) An Employer may require an Employee to provide confirmation of their primary 
carer status with evidence that would satisfy a reasonable person.  

 
(b) An eligible casual Employee, as defined under subclause 34.2(b) of the Maternity Leave 

clause, is entitled to unpaid Other Parent Leave as provided by this clause. 
 
(c) (i) A permanent Employee, fixed term contract Employee or eligible casual Employee 

is entitled to 52 weeks unpaid Other Parent Leave in accordance with this clause. 
 

(ii) An eligible permanent or fixed term contract Employee is entitled to 14 weeks paid 
Other Parent Leave in accordance with this clause if they are the primary care giver 
of the child. 

 
(iii) An Employee employed on a fixed term contract shall have the same entitlement 

to Other Parent Leave; however, the period of leave granted shall not extend 
beyond the term of that contract. 

 
(iv) An Employee is eligible, without concluding their Other Parent Leave and resuming 

duty, for subsequent periods of Other Parent Leave, including paid Other Parent 
Leave, in accordance with the provisions of this clause. 

 
(d) A permanent or fixed term contract Employee must have completed twelve months 

continuous service in the Western Australian public sector as defined under the Public 
Sector Management Act 1994 (WA) immediately preceding the Other Parent Leave in order 
to receive the forms of paid leave as provided for by this clause. 

 
(e) An Employee on a period of leave without pay unrelated to Maternity Leave, Adoption 

Leave or Other Parent Leave must resume duties prior to being entitled to paid Other 
Parent Leave in accordance with the eligibility requirements. 

 
General Entitlement to Other Parent Leave  
 
36.3         (a) Subject to the requirements of this clause an eligible Employee is entitled to 52 weeks 

unpaid Other Parent Leave. 
 
(b) (i)  Subject to the requirements of this clause an eligible Employee is entitled to 14 

weeks paid Other Parent Leave that will form part of the 52 week unpaid 
entitlement if they are the primary care giver of the child.      

 
(ii) The 14 week period of paid Other Parent Leave is inclusive of any public holidays 

falling within that time. 
 

(iii) The period of paid Other Parent Leave can be extended by the Employee taking 
double the leave on a half-pay basis and in its effect is in accordance with subclause 
34.15 – Effect of Maternity Leave on the Contract of Employment.  

 
(c)  An Employee must take Other Parent Leave in one continuous period with the exception 

of Special Temporary Employment or Special Casual Employment pursuant to subclause 
34.13 – Employment During Unpaid Maternity Leave. 
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(d) Except for leave provided under Clause 37 – Partner Leave of this Agreement, only one 

parent can proceed on Maternity, Adoption or Other Parent Leave at any one time.  
 
(e) Where less than the 52 weeks Other Parent Leave is taken paid or unpaid, the unused 

portion of the leave cannot be banked or preserved in any way. 
 

(f) An Employee, whose Partner does not intend to take unpaid parental related leave for a 
child under the age of twelve months or placement of a newly adopted child as provided 
for in Clause 35 – Adoption Leave of this Agreement, may access unpaid other parent leave 
where: 

 
(i) (aa) the Employee will have a responsibility for the care of a child; and 
 

(bb) the Partner has responsibility for the care of the child for the period  
  between the date of birth or placement of the child and the start date of  
  the Employee’s leave. 

(ii) The leave application must ensure that the leave commences within 12 months of 
the date of birth or placement of the child. 

 
(iii) This entitlement forms part of an Employee’s 52 week unpaid other parent leave 

entitlement and may not be extended beyond 24 months after the date of birth or 
date of placement of a newly adopted child as provided for in Clause 35 – Adoption 
Leave of this Agreement. 

 
(g) Unpaid Other Parent Leave may be taken in more than one continuous period where the 

Employee undertakes special temporary employment or special casual employment in 
accordance with the provisions at subclause 34.13 – Employment During Unpaid Maternity 
Leave. In these circumstances, the provisions of subclause 34.13 – Employment During 
Unpaid Maternity Leave, shall apply. 

 
(h) (i) Where both Employees are employed in the Western Australian public sector an 

entitlement to paid or unpaid Maternity Leave, Adoption Leave or Other Parent 
Leave or Parental Leave provided for by another industrial agreement can be 
shared; and 

 
(ii) The entitlement provided to the Employees shall not exceed the paid Maternity, 

Adoption or Other Parent Leave quantum for one Employee or its half pay 
equivalent; and 

 
(iii) The Employees may only proceed on paid and/or unpaid Maternity, Adoption or 

Other Parent Leave at the same time in exceptional circumstances with the 
approval of the Employer or as provided for under subclause 36.3(j). This does not 
prevent an Employee from taking paid or unpaid Partner Leave as prescribed by 
Clause 37 – Partner Leave of this Agreement. 

 
(i) An eligible casual Employee provided for under subclause 34.2(b) is entitled to unpaid 

Other Parent Leave only.  
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(j) If both parents work in the public sector and the mother is able to remain on paid Maternity 

Leave despite her incapacity to be her child’s primary care giver, the Employees may 
choose which parent will access the paid leave. 
 
(i) If the mother chooses to remain on Paid Maternity Leave, the other parent may 

access unpaid Other Parent Leave for the period they are their child’s principal care 
giver. 

 
(ii) If the other parent chooses to be the primary care giver of the child and accesses 

paid Other Parent Leave the mother may access unpaid Maternity Leave. 
 
(iii) Where the other parent accesses paid leave in accordance with this subclause, the 

mother is entitled to resume Paid Maternity Leave if/when she becomes her child’s 
primary care giver, subject to the provisions of subclause 36.3(j).  

 
Payment for Paid Other Parent Leave  
 
36.4     (a) (i) Subject to subclause 36.4(c) a full time Employee proceeding on paid Other Parent 

Leave is to be paid according to their ordinary working hours at the time of 
commencement of Other Parent Leave. Shift and weekend penalty payments are 
not payable during paid Other Parent Leave. 

 
(ii) Subject to subclause 36.4(c), payment for a part time Employee is to be determined 

according to an average of the hours worked by the Employee over the preceding 
twelve months; or their ordinary working hours at the time of commencement of 
Other Parent Leave, exclusive of shift and weekend penalties, whichever is greater. 

 
(b) An Employee may elect to receive pay in advance for the period of paid Other Parent Leave 

at the time the Other Parent Leave commences, or may elect to be paid the entitlement 
on a fortnightly basis over the period of the paid Other Parent Leave.                                    

 
(c) (i) An Employee in receipt of a higher duties allowance for a continuous period of 

twelve months immediately prior to commencing paid Other Parent Leave, is to 
continue to receive the higher duties allowance for the first four weeks of paid 
Other Parent Leave.  

 
 (ii) An Employee who is entitled to be paid higher duties allowance in accordance with 

subclause 36.4(c)(i) and elects to take paid Other Parent Leave at half pay will be 
paid the higher duties allowance at the full rate for the first four weeks only. 

 
(d) An Employee is entitled to remain on paid Other Parent Leave if the pregnancy results in 

other than a live child; or the mother is incapacitated following the birth of the child; or the 
child dies or is hospitalised such that the Employee or the Employee’s partner is not 
providing primary care to the child. 

 
(e) Where an Employee is on a period of half pay Other Parent Leave and their employment is 

terminated through no fault of the Employee, the Employee shall be paid out any period 
of unused paid Other Parent Leave equivalent to the period of leave the Employee would 
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have accessed had they been on full pay Other Parent Leave when their termination 
occurred. 

 
(f) An Employee eligible for a subsequent period of paid Other Parent Leave as provided for 

under subclause 36.2(c)(iv) shall be paid the Other Parent Leave as follows: 
 

(i) According to the Employee’s status, classification and ordinary working hours at 
the time of commencing the original period of paid Other Parent Leave; and 

 
(ii) Not affected by any period of special temporary employment or special casual 

employment undertaken in accordance with subclause 34.13 – Employment 
During Unpaid Maternity Leave. 

 
(g) Where less than the 52 weeks Other Parent Leave is taken paid or unpaid, the unused 

portion of the leave cannot be banked or preserved in any way.  
 

(h) An eligible casual Employee provided for under subclause 36.2(b) is not entitled to paid 
Other Parent Leave. 

 
Commencement of Other Parent Leave 
  
36.5      (a) An eligible Employee identified who has a responsibility for the care of the child can 

commence Other Parent Leave from the child’s birth date or placement, or a later date 
nominated by the Employee. 

 
(b) The period of paid Other Parent Leave must conclude within twelve months of the birth or 

placement of the child except under exceptional circumstances as per subclause 34.6(f) of 
the Maternity Leave clause, but as it relates to Other Parent Leave. 

 
Notice and Variation Requirements 
   
36.6      (a) An Employee shall give no less than eight weeks written notice to the Employer of: 
 

(i) the date the Employee proposes to commence paid or unpaid Other Parent Leave; 
and 

 
(ii) the period of leave to be taken. 

 
(b) (i) An Employee is not in breach of subclause 36.6(a) by failing to give the required 

period of notice if such failure is due to the requirement of the Employee to take 
on the role of primary care giver due to the birth parent or other adoptive parent 
being incapacitated to take on the primary caring role. 

 
(ii) In such circumstances the Employee shall give notice as soon as reasonably 

possible. 
 
(c) The granting of leave under this clause is subject to the Employee providing the Employer 

with evidence that would satisfy a reasonable person detailing the reasons for and the 
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circumstances under which the leave application is made and the relationship the 
Employee has with the child. 

 
(d) An Employee proceeding on Other Parent Leave may elect to take a shorter period of Other 

Parent Leave to that provided by this clause and may at any time during that period elect 
to reduce or seek to extend the period stated in the original application, provided four 
weeks written notice is provided.    

 
Other Provisions 
 
36.7  The following provisions, as provided under Clause 34 – Maternity Leave have application to Other 

Parent Leave: 
  
(a) subclause 34.8 – Unpaid Special Maternity Leave; 

 
(b) subclause 34.9 – Interaction with Other Leave Entitlements; 

 
(c) subclause 34.10 – Extended Unpaid Maternity Leave; 

 
(d) subclause 34.11 – Communication During Maternity Leave; 

 
(e) subclause 34.12 – Replacement Employee; 

 
(f) subclause 34.13 – Employment During Unpaid Maternity Leave; 

 
(g) subclause 34.14 – Return to Work on Conclusion of Maternity Leave; and 

 
(h) subclause 34.15 – Effect of Maternity Leave on the Contract of Employment. 
 

37.  PARTNER LEAVE 

37.1 An Employee who is not taking Maternity Leave, Adoption Leave or Other Parent Leave is entitled 
to one week’s partner leave as prescribed by this clause in respect of the: 

 
(a) birth of a child to the Employee’s partner; or 
 
(b) adoption of a child who is not the child or the stepchild of the Employee and/or the 

Employee’s partner; is under the age of 16; and has not lived continuously with the 
Employee for six months or longer. 

 
37.2 Subject to available credits, the entitlement to one week’s partner leave may be taken as:  
 

(a) paid personal leave, subject to subclause 37.8; 
 
(b) paid annual and/or long service leave;  

 
(c) paid accrued time off in lieu of overtime, flexi leave and/or banked hours; and/or 

 
(d) unpaid partner leave. 
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37.3 Partner leave must be taken immediately following the birth or, in the case of adoption, the 

placement of the child. 
 
37.4 (a) Subject to subclause 37.4(b), the taking of partner leave by an Employee shall have no 

effect on their or their partner’s entitlement, where applicable, to access paid Maternity 
Leave as provided by Clause 34 – Maternity Leave, paid Adoption Leave as provided by 
Clause 35 – Adoption Leave and paid Other Parent Leave as provided by Clause 36 – Other 
Parent Leave of this Agreement. 

 
(b) Where applicable, unpaid partner leave taken by an Employee shall be counted as part of 

the Other Parent Leave entitlement. 
 
37.5 Any public holidays that fall during partner leave shall be counted as part of the partner leave and 

do not extend the period of partner leave. 
 
37.6 The taking of accrued time off in lieu of overtime for partner leave purposes shall be subject to the 

provisions of Clause 9 - Overtime of the Award, where applicable. 
  
 Personal Leave 

 
37.7 An Employee may access their accrued personal leave entitlements for partner leave purposes, 

subject to the requirements of the Minimum Conditions of Employment Act 1993 (WA) being met. 
That is, a minimum of 76 hours personal leave must be kept available for an Employee to access 
for the purposes of an Employee’s entitlement to paid leave for illness or injury; or carer’s leave. 

 
37.8 The right to access personal leave credits for partner leave purposes does not affect an Employee’s 

right to take more than five days personal leave for the purposes provided for in Clause 40 – 
Personal Leave of this Agreement.  

 
Right to Request Additional Unpaid Partner Leave 
 
37.9 (a) The total period of partner leave provided by this clause shall not exceed eight weeks. 
 

 (b) An Employee is entitled to request an extension to the period of partner leave up to a 
maximum of eight weeks. The additional weeks shall be unpaid and the eight week 
maximum is inclusive of any period of partner leave already taken in accordance with 
subclause 37.2. 

 
37.10 The Employer is to agree to an Employee’s request to extend their unpaid partner leave made 

under subclause 37.9(b) unless: 
 
(a) having considered the Employee’s circumstances, the Employer is not satisfied that the 

request is genuinely based on the Employee’s parental responsibilities; or 
 
(b) there are grounds to refuse the request relating to the adverse effect that agreeing to the 

request would have on the conduct of operations or business of the Employer and those 
grounds would satisfy a reasonable person. These grounds include, but are not limited to: 
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(i) cost; 
 
(ii) lack of adequate replacement staff; 
 
(iii) loss of efficiency; and 
 
(iv) impact on the production or delivery of products or services by the Employer. 

 
37.11 The Employer is to give the Employee written notice of the Employer’s decision on a request to 

extend their unpaid partner leave. If the Employee’s request is refused, the notice is to set out the 
reasons for the refusal. 

 
37.12 An Employee who believes their request to extend unpaid partner leave has been unreasonably 

refused may seek to enforce it as a minimum condition of employment and the onus will be on the 
Employer to demonstrate that the refusal was justified in the circumstances.   

 
37.13 Where an Employer agrees to an Employee’s request to extend their period of unpaid partner leave 

under clause 37.9, the Employer must allow an Employee to elect to substitute any part of that 
period of unpaid partner leave with accrued annual leave, long service leave, time off in lieu of 
overtime, flexi leave and/or banked hours.  

 
37.14 An Employee on unpaid partner leave is not entitled to paid personal leave. 
 
Notice 
 
37.15 (a) The Employee shall give not less than four weeks’ notice in writing to the Employer of the 

date the Employee proposed to commence partner leave, stating the period of leave to be 
taken. 

 
 (b) An Employee who has given their Employer notice of their intention to take partner leave 

shall provide the Employer with a medical certificate from a registered medical practitioner 
naming the Employee, or the Employee’s partner, confirming the pregnancy and the 
estimated date of birth. 

 
Effect of Partner Leave on the Contract of Employment  
 
37.16 The provisions of subclause 34.15 of the Maternity Leave clause of this Agreement concerning the 

effect of Maternity Leave on the contract of employment shall apply to Employees accessing 
partner leave, with such amendment as necessary. 
 

Eligible Casual Employees 
 
37.17 An eligible casual Employee, as defined in subclause 34.2(b) of the Maternity Leave clause of this 

Agreement, is only entitled to:  
 

(a) unpaid partner leave; or  
 
(b) long service leave where the Employee has an entitlement in accordance with  

subclause 28(4)(a). 



 

53 
 

 
38. UNPAID GRANDPARENTAL LEAVE 

38.1 For the purposes of this clause, “primary care giver” means the Employee who will assume the 
primary role for the care and attention of a grandchild. 

 
38.2 An Employee is entitled to a period of up to 52 weeks continuous unpaid grandparental leave in 

respect of the: 
 

(a) birth of a grandchild of the Employee; or 
 
(b) adoption of a grandchild of the Employee, being a child who is not the grandchild or grand-

stepchild of the Employee, is under the age of five and has not lived continuously with its 
adoptive parents for six months or longer. 

 
Primary Care Giver Status 

 
38.3 (a) An Employee is only entitled to grandparental leave if they are or will be the primary care 

giver of a grandchild. 
  
 (b) Determination of primary care giver status shall be made by reference to the provision of 

care during what would be the Employee’s ordinary hours of work had the Employee not 
been providing care to their grandchild. 

 
 (c) An Employer may require an Employee to provide confirmation of their primary care giver 

status. Where an Employer requires an Employee to confirm their status as the primary 
care giver of a grandchild, the Employee is to provide the Employer with evidence that 
would satisfy a reasonable person of the entitlement to unpaid grandparental leave. 

 
Commencement, Notice and Variation of Leave 
  
38.4 Commencement of unpaid grandparental leave may occur any time within 24 months following 

the birth or placement of the Employee’s grandchild. 
 
38.5 (a) The Employee shall give not less than four weeks’ notice in writing to the Employer of the 

date the Employee proposes to commence unpaid grandparental leave, stating the period 
of leave to be taken. 

 
 (b) The notice period in clause 38.5(a) may be waived by the Employer in exceptional 

circumstances.  
 
38.6 An Employee may request, and an Employer may agree to an Employee taking grandparental leave 

on a part time basis provided: 
 

(a) the Employee is their grandchild’s primary care giver on those days for which care is 
provided by the Employee; and 

 
(b) the Employee’s leave concludes no later than 52 weeks after the commencement of the 

period of grandparental leave. 
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38.7 The following provisions, as provided under Clause 34 – Maternity Leave have application to Unpaid 

Grandparent Leave with such amendments as is necessary:  
 

(a) subclause 34.11 – Communication During Maternity Leave; 
 
(b) subclause 34.12 – Replacement Employee; 
 
(c) subclause 34.14 – Return to Work on Conclusion of Maternity Leave; and 
 
(d) subclause 34.15 – Effect of Maternity Leave on the Contract of Employment.  

38.8     The entitlement to grandparental leave is as prescribed in this clause. Other than as specified in 
subclause 38.7, an Employee has no entitlement to the provisions contained in clause 34 – 
Maternity Leave of this Agreement with respect to the birth or adoptive placement of their 
grandchild. 

 
39.  SUPERANNUATION ON UNPAID PARENTAL LEAVE  
 
39.1  In this clause, “parental leave” includes the provisions of Clause 34 – Maternity Leave, Clause 35 – 

Adoption Leave, and Clause 36 – Other Parent Leave of this Agreement. 
 
39.2  An Employee or eligible casual employee who is entitled to parental leave is entitled to have 

superannuation contributions made in respect of the period of unpaid parental leave taken to a 
maximum of 24 weeks.   

 
39.3 Superannuation contributions made under this clause will be calculated: 
 

(a) in respect of the period of unpaid parental leave taken or the period of 24 weeks, 
whichever is lesser; 

  
(b) based on the amount that would have been paid to the Employee had they taken paid 

parental leave for that period and in accordance with the following: 
 

(i)  for full time Employees – the ordinary working hours at the time of   
   commencement of parental leave; 

 (ii) for part time Employees – an average of the hours worked by the Employee over  
  the preceding 12 months; or their ordinary working hours at the time of   
  commencement of parental leave, whichever is greater; or 
 
 (iii) for eligible casual employees – an average of the hours worked by the eligible  
  casual employee over the preceding 12 months;  
 
 exclusive of shift and weekend penalties;  

 
39.4 Superannuation contributions made under this clause will be paid directly into the Employee’s 

 nominated superannuation fund following the conclusion of the period of leave in respect of 
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 which the contributions are payable and otherwise in accordance with the State Superannuation 
Act 2000 and the State Superannuation Regulations 2001.  

40.  PERSONAL LEAVE 

40.1 The provisions of this clause replace Clause 13 – Sick Leave of the Rangers Award. 

40.2 The intention of personal leave is to give Employees and Employers greater flexibility by providing 
leave on full pay for a variety of personal purposes. Personal leave replaces sick and paid carers’ 
leave. Personal leave is not to be used for circumstances normally met by other forms of leave. 

40.3 This clause does not apply to casual employees, with the exception of subclause 40.37 - personal 
leave without pay for the purposes of carers’ leave of this clause. 

40.4 References to illness in this clause include physical and psychological ill health. 

Entitlement 

40.5 The Employer will credit each full time Employee engaged on an ongoing basis with the following 
personal leave credits: 

DATE  LEAVE CREDIT 

On the day of initial appointment 64.6 hours 

On completion of 6 months 
continuous service 49.4 hours 

On the completion of 12 months 
continuous service 114 hours 

On the completion of each further 
period of 12 months continuous 
service 

114 hours 

 

40.6 A part time Employee will be entitled to the same personal leave credits as a full time Employee, 
but on a pro rata basis according to the number of hours worked each fortnight. Payment for 
personal leave will only be made for those hours that would normally have been worked had the 
Employee not been on personal leave. 

40.7 An Employee employed for a period less than 12 months will be credited personal leave on a pro 
rata basis for the period of the contract. 

40.8 In the year of accrual the 114 hours’ personal leave entitlement may be accessed for illness or 
injury, carers’ leave, unanticipated matters or planned matters in accordance with the provisions 
of this clause. On completion of each year of accrual, unused personal leave from that year is 
cumulative and hence added to personal leave accumulated from previous years. 
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40.9      (a) Whilst Employees are able to access personal leave in accordance with subclause 40.16 of 
this clause, to ensure compliance with the Minimum Conditions of Employment Act 1993 
(WA) a minimum of 76 hours of personal leave per year must be available or accessed by 
the Employee for the purposes of: 

  (i) an Employee’s entitlement to paid leave for illness or injury; or 

  (ii) carers’ leave. 

 (b) The provisions of this subclause will apply to part time Employees on a pro-rata basis. 

40.10 An Employee is unable to access personal leave while on any period of parental leave or leave 
without pay. An Employee is unable to access personal leave while on any period of annual or long 
service leave, except as provided for in subclauses 40.24 and 40.25 (re-crediting leave). 

40.11 Personal leave will not be debited for public holidays, which the Employee would have observed. 

40.12 If an Employee has exhausted all accrued personal leave the Employer may allow the Employee 
who has at least 12 months’ service to anticipate up to 38 hours’ personal leave from next year’s 
credit.  If the Employee ceases duty before accruing the leave, the value of the unearned portion 
must be refunded to the Employer, calculated at the wage rate as at the date the leave was taken, 
but no refund is required in the event of the death of the Employee. 

40.13 In exceptional circumstances the Employer may approve the conversion of an Employee's personal 
leave credits to half pay to cover an absence on personal leave due to illness. 

40.14 Personal leave may be taken on an hourly basis. 

40.15 War caused illnesses 
 

(a) An Employee who produces evidence from the Department of Veterans’ Affairs stating 
that the Employee has an accepted injury or disease will be granted special personal 
leave credits of 112 hours 30 minutes (15 standard hour days) per annum. 

 
(b)  For the purpose of this clause, an accepted injury or disease means:  

(i) a war-caused or defence-caused injury or disease that has been accepted under 
the Veterans’ Entitlements Act 1986; 

(ii) a defence-related injury or defence-related disease that has been accepted 
under the Safety Rehabilitation and Compensation (Defence-related Claims) Act 
1988; or 

(iii) a service injury or service disease that has been accepted under the Military 
Rehabilitation and Compensation Act 2004.  

(c)  Paid leave under this clause 40.15: 

(i) may accumulate up to a maximum of 337 hours and 30 minutes (45 standard 
hour days);  
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(ii) is to be recorded separately to the Employee’s normal personal leave 
entitlement; 

(iii) is only to be accessed for an illness or injury related to the accepted injury or 
disease; and 

(iv) may be accessed despite normal personal leave credits being available. 

(d) An application for paid leave under this clause is to be supported by evidence that would 
satisfy a reasonable person of the entitlement. 

Application for Personal Leave 

40.16 Reasonable and legitimate requests for personal leave will be approved subject to available credits.  
Subject to subclauses 40.5 and 40.9 the Employer may grant personal leave in the following 
circumstances: 

(a) where the Employee is ill or injured; 

(b) to provide care or support to a member of the Employee’s family or household who 
requires care or support because of an illness or injury to the member, or an unexpected 
emergency affecting the member; 

(c) for unanticipated matters of a compassionate or pressing nature which arise without 
notice and require immediate attention; 

(d) by prior approval of the Employer having regard for agency requirements and the needs 
of the Employee, planned matters where arrangements cannot be organised outside of 
normal working hours or be accommodated by the utilisation of flexitime credits by 
Employees working according to approved flexible working hours arrangements or other 
leave.  Planned personal leave will not be approved for regular ongoing situations.   

40.17 Employees must complete the necessary application and clearly identify which of the above 
circumstances apply to their personal leave request. 

40.18 The definition of family will be the definition contained in the Equal Opportunity Act 1984 (WA) for 
“relative”.  That is, a person who is related to the Employee by blood, marriage, affinity or adoption 
and includes a person who is wholly or mainly dependent on, or is a member of the household of, 
the Employee. 

40.19 Where practicable, the Employee must give reasonable notice prior to taking leave.  Where prior 
notice cannot be given, notice must be provided as early as possible on the day of absence.  Where 
possible, an estimate of the period of absence from work will be provided. 

Evidence 

40.20  An application for personal leave exceeding two consecutive working days will be supported by 
 evidence that would satisfy a reasonable person of the entitlement. 
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40.21   In general, supporting evidence is not required for single or two consecutive day absences. 
However, where the Employer has good reason to believe that the absence may not be reasonable 
or legitimate, the Employer may request evidence be provided. The Employer must provide the 
Employee with reasons for requesting the evidence. The leave will not be granted where the 
absence is not reasonable or legitimate. 

40.22 Personal leave will not be granted where an Employee is absent from duty because of personal 
illness attributable to the Employee’s serious and wilful misconduct in the course of the Employee’s 
employment.  

 
40.23 Where the Employer has reasonable grounds to believe that the Employee’s illness is due to serious 

and wilful misconduct in the course of the Employees employment, the Employer may require the 
Employee to submit to a medical examination by a medical practitioner of the Employer’s choice, 
which the Employee must attend. Where it is reported that the absence is because of illness caused 
by serious and wilful misconduct of the Employee in the course of their employment, or the 
Employee fails without reasonable cause to attend the medical examination, the fee for the 
examination must be deducted from the Employee’s salary and personal leave will not be granted. 

Re-crediting Annual Leave 

40.24 Where an Employee is ill or injured during the period of annual leave and produces at the time, or 
as soon as practicable thereafter, medical evidence to the satisfaction of the Employer that as a 
result of the illness or injury the Employee was confined to their place of residence or a hospital 
for a period of at least seven consecutive calendar days, the Employer may grant personal leave 
for the period during which the Employee was so confined and reinstate annual leave equivalent 
to the period of confinement. 

Re-crediting Long Service Leave 

40.25 Where an Employee is ill or injured during the period of long service leave and produces at the 
time, or as soon as practicable thereafter, medical evidence to the satisfaction of the Employer 
that as a result of illness or injury the Employee was confined to their place of residence or a 
hospital for a period of at least 14 consecutive calendar days, the Employer may grant personal 
leave for the period during which the Employee was so confined and reinstate long service leave 
equivalent to the period of confinement. 

40.26 Unused personal leave will not be cashed out or paid out when an Employee ceases their 
employment. 

Workers’ Compensation 

40.27 Where an Employee suffers an injury within the meaning of section 5 of the Workers’ 
Compensation and Injury Management Act 1981 (WA) which necessitates that Employee being 
absent from duty, personal leave with pay will be granted to the extent of personal leave credits.  
In accordance with section 80(2) of the Workers’ Compensation and Injury Management Act 1981 
(WA) where the claim for worker's compensation is decided in favour of the Employee, personal 
leave credit is to be reinstated and the period of absence will be granted as leave without pay. 

Personal Leave Without Pay Whilst Ill or Injured 
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40.28 Employees who have exhausted all of their personal leave entitlements and are ill or injured may 
apply for personal leave without pay. Employees are required to complete the necessary 
application and provide evidence to satisfy a reasonable person. The Employer will not 
unreasonably withhold this leave. 

40.29 Personal leave without pay not exceeding a period of three months in a continuous absence does 
not affect wages increment dates, anniversary date of sick leave credits, long service leave 
entitlements or annual leave entitlements.  Where a period of personal leave without pay exceeds 
three months in a continuous absence, the period in excess of three months is excised from 
qualifying service. 

40.30 Personal leave without pay is not available to Employees who have exhausted all of their personal 
leave entitlements and are seeking leave for circumstances outlined in paragraphs (b), (c) or (d) of 
subclause 40.16.  However, other forms of leave including unpaid carers’ leave and leave without 
pay may be available. 

Portability 

40.31 The Employer will credit an Employee additional personal leave credits up to those held at the date 
that Employee ceased previous employment provided: 

(a) immediately prior to commencing employment in the Western Australian public sector, 
the Employee was employed in the service of: 

  (i)   the Commonwealth Government of Australia; 

  (ii)  any other State of Australia; 

(iii) a department, SES organisation, or non SES organisation, as defined in the Public 
Sector Management Act 1994 (WA); 

(iv) statutory authorities listed in Schedule 1 of the Financial Management Act 2006 
(WA); 

(v) Houses of the Parliament of the State under the separate control of the President 
or Speaker or under their joint control;  

(vi) the Health Education Council; or 

(vii) the Western Australian Board of Nursing and Midwifery Board of Western 
Australia. 

(b)  the Employee's employment with the Western Australian public sector commenced no 
later than one week after ceasing previous employment, and 

(c) the personal leave credited will be no greater than that which would have applied had the 
entitlement accumulated whilst employed by the Employer listed in subclause 40.31(a). 

40.32 The maximum break in employment permitted by subclause 40.31(b), may be varied by the 
approval of the Employer provided that where employment with the Western Australian public 
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sector commenced more than one week after ceasing the previous employment, the period in 
excess of one week does not exceed the amount of accrued and pro rata annual leave paid out at 
the date the Employee ceased with the previous Employer. 

Travelling time for Regional Employees 

40.33 Subject to the evidentiary requirements set out in subclauses 40.20 and 40.21, a Regional 
Employee who requires medical attention at a medical facility in Western Australia located 240 km 
or more from their workplace will be granted paid travel time undertaken during the Employee’s 
ordinary working hours up to a maximum of 38 hours per annum.   

40.34 The Employer may approve additional paid travel time to a medical facility in Western Australia 
where the Employee can demonstrate to the satisfaction of the Employer that more travel time is 
warranted. 

40.35 The provisions of subclauses 40.33 and 40.34 are not available to Employees whilst on leave 
without pay or personal leave without pay for illness or injury. 

40.36 The provisions of subclauses 40.33 and 40.34 apply as follows: 

 (a) An Employee employed on a fixed term contract for a period greater than 12 months, will 
be credited with the same entitlement as a permanent Employee for each full year of 
service and pro rata for any residual portion of employment.   

 (b) An Employee employed on a fixed term contract for a period of less than 12 months will 
be credited with the same entitlement on a pro-rata basis for the period of employment. 

 (c) A part time Employee will be entitled to the same entitlement as a full time Employee for 
the period of employment, but on a pro-rata basis according to the number of ordinary 
hours worked each fortnight. 

 (d) The provisions do not apply to casual Employees. 

Personal Leave Without Pay for the purposes of carer’s leave 

40.37 Subject to subclause 40.38, an Employee, including a casual Employee, is entitled to unpaid carer’s 
leave of up to two days for each occasion (a “permissible occasion”) on which a member of the 
Employee’s family or household requires care or support because of: 

(a) an illness or injury of the member;  

(b) an unexpected emergency affecting the member; or 

(c) the birth of a child of the member. 

40.38 An Employee is entitled to personal leave without pay for the purposes of carer’s leave for a 
particular permissible occasion only if the Employee cannot take paid carer’s leave during this 
period. 

40.39 The definition of family is the same as provided in subclause 40.18. 
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40.40 The Employer may grant an Employee personal leave without pay for the purposes of carer’s leave 
in excess of two days.   

40.41 Personal leave without pay for the purposes of carer’s leave may be taken on an hourly basis. 

41. FAMILY AND DOMESTIC VIOLENCE LEAVE 

41.1 In recognition that Employees sometimes face situations of violence or abuse in their personal life 
that may affect their attendance or performance at work the Employer has agreed to the leave 
which is the subject of this clause.  The Employer is committed to providing support to Employees 
that experience family and domestic violence. 

 
41.2 An Employee will not be discriminated against or have adverse action taken against them because 

of their disclosure of, experience of, or perceived experience of, family and domestic violence. 
 
41.3 The Employer does not tolerate Employees perpetrating family and domestic violence in or from 

the workplace.  Employees must not use work facilities to perpetrate family and domestic violence. 
Any such conduct is a breach of employment obligations and any Employees who do so will face 
disciplinary action. 
 

Definition of Family and Domestic Violence 
 

41.4       (a)    The meaning of family and domestic violence is in accordance with the definition of “family 
 violence” in the Restraining Orders Act 1997 (section 5A).  

 
 (b) To avoid doubt, this definition includes behaviour that: 
 

(i)  is physically or sexually abusive; 
 
(ii) is emotionally or psychologically abusive;  
 
(iii) is economically abusive;  
 
(iv) is threatening;  

 
(v) is coercive;  
 
(vi) in any other way controls or dominates the family or household member and 

causes that person to feel fear for their safety or wellbeing or that of another 
person; or 

 
(vii) causes a child to hear or witness, or otherwise be exposed to the effects, of such 

behaviour. 
 
Access to Family and Domestic Violence Leave 

 
41.5 In accordance with the following subclauses, an Employee, including a casual Employee, may make 

application for leave to deal with activities related to family and domestic violence.  The Employer 
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will assess each application and give consideration to the personal circumstances of the Employee 
seeking the leave. 

 
41.6 Such activities, related to family and domestic violence may include attendance at medical 

appointments; legal proceedings; counselling; appointments with a medical or legal practitioner; 
relocation or making other safety arrangements; and other matters of a compassionate or pressing 
nature related to the family and domestic violence which arise without notice and require 
immediate attention. 

 
41.7 Subject to subclauses 41.5 and 41.6, an Employee experiencing family and domestic violence will 

have access to 10 non-cumulative days per year of paid family and domestic violence leave, in 
addition to their existing leave entitlements. 

 
41.8 Upon exhaustion of the leave entitlement in clause 41.7, Employees will be entitled to up to two 

days’ unpaid family and domestic violence leave on each occasion. 
 
41.9 Family and domestic violence leave does not affect salary increment dates, personal leave 

entitlements, long service leave entitlements or annual leave entitlements. 
 
41.10 Subject to the Employer’s approval of the application, family and domestic violence leave may be 

taken as whole or part days off. 
 
41.11 Application of the leave entitlement for casual Employees will apply to the extent of their agreed 

working arrangements. 
 
Notice and Evidentiary Requirements  

 
41.12 The Employee shall give his or her Employer notice as soon as reasonably practicable of their 

request to take leave under this clause. 
 
41.13 Supporting evidence of family and domestic violence may be required to access paid leave 

entitlements however this should not be onerous on the Employee.  Leave can be granted without 
supporting documentation when the manager/ supervisor is satisfied that it is not required. 

 
41.14 Evidence may include a document issued by the police, a court, a legal service, a health 

professional, a counsellor, a financial institution, a family and domestic violence support service or 
a refuge service.  A statutory declaration may also be provided. 

 
41.15 Such evidence will be dealt with in accordance with the confidentiality provisions in this clause.  

Only the Employee will retain a copy of the evidence and information will not be kept on an 
Employee’s personnel file, unless otherwise agreed. 
 

Access to Other Forms of Leave 
 

41.16 Subject to the leave provisions of this Agreement, an Employee experiencing family and domestic 
violence may use other leave entitlements. 

 
41.17 Subject to the Employer’s approval of the application, and sufficient leave credits being available, 

leave may be taken as whole or part days off. 
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41.18 Forms of other paid leave include: 
 

(a) personal leave entitlements;  
 

(b) annual leave;   
 

(c) accrued long service leave;  
 

(d) purchased leave; and/or 
 

(e) accrued time off in lieu of overtime, flexi or banked hours. 

41.19 Approval of leave without pay is subject to the provisions of this Agreement.  
 

Confidentiality 
 

41.20  The Employer will take all reasonable steps to ensure any information disclosed by Employees 
 regarding family and domestic violence is kept strictly confidential.  Disclosure will be on a need-
 to-know basis only and only to maintain safety. Where possible, disclosure will only occur with the 
 express consent of the Employee. 

 
41.21  Employers will take reasonable steps to ensure any information or documentation provided by an 

 Employee regarding family and domestic violence is kept confidential.  Generally speaking, only the 
 Employee will retain a copy of evidence for accessing family and domestic violence leave and 
 information will not be kept on an Employee’s personnel file. 

 
41.22  Subsequent disclosure within an organisation should be on a need-to-know basis, for example if 

 there is a potential for workplace safety to be impacted and generally with the consent of the 
 Employee. 

 
41.23  This clause does not override any legal obligations to disclose information. 
 
Contact Person  

 
41.24  The Employer will identify contact/s within the workplace who will be trained in family and 

 domestic violence and associated privacy issues. The Employer will advertise the name of any 
 family and domestic violence contacts within the workplace. 

 
Individual Support 

 
41.25  Where there is a risk to the personal health or safety of an Employee who is experiencing or has 

 experienced family and domestic violence, the Employer, where appropriate, may: 
 

(a) facilitate flexible working arrangements, such as changes to hours/days worked, working 
different days or length of days, changed shift/rostering arrangements, in accordance with 
the provisions of this Agreement; 
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(b) make workplace modifications including changes to the Employee’s telephone number and 
email address and, where appropriate/practicable, the Employee’s work location. 

 
41.26  An Employee who is experiencing or has experienced family and domestic violence may access 

 confidential counselling support via the Employer’s Employee assistance program. 
 
Workplace Safety 

 
41.27 Where an Employee raises issues of family and domestic violence the Employer should establish 

with the Employee the level of risk and seek advice from their human resource/safety specialist to 
review and implement specific safety and emergency management systems and plans. 

 
41.28 With the exception of access to the Employer’s Employee assistance program which is available to 

all Employees, the provisions of this clause are only applicable to Employees who are victims of 
family and domestic violence. 

 
42.  BEREAVEMENT LEAVE  

42.1 Employees including casuals will on the death of: 

(a) the spouse or de-facto partner of the Employee;  

(b)  a former spouse or former de-factor partner of the Employee; 

(c)  the child, step-child, foster child or grandchild of the Employee (including an adult child, 
 grandchild or stepchild); 

(d)  a parent, step-parent, foster parent or grandparent of the Employee; 

(e)  a parent in law or former parent in law of the Employee; 

(f)  a brother, sister, step brother or step sister of the Employee; or 

(g) 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; 

be eligible for up to three days’ paid bereavement leave.  

42.2 The Employer will not unreasonably withhold approval to grant bereavement leave to an 
Employee in respect of some other person with whom the Employee had a special relationship, 
on request of the Employee.  

42.3 The three days need not be consecutive. 

42.4 Bereavement leave is not to be taken during any other period of leave, including periods of unpaid 
leave. 

42.5 Payment of such leave may be subject to an Employee providing evidence, if so requested by the 
Employer, of the death or relationship to the deceased that would satisfy a reasonable person. 
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42.6 Employees requiring more than three days’ bereavement leave in order to travel overseas or 
interstate in the event of the death overseas or interstate of a member of an Employee’s 
immediate family may, upon providing adequate proof, in addition to any bereavement leave to 
which the Employee is eligible, have immediate access to annual leave and/or accrued long service 
leave in weekly multiples and/or leave without pay provided all accrued leave is exhausted. 

Travelling time for Regional Employees  

42.7 Subject to prior approval from the Employer, an Employee entitled to Bereavement Leave and who 
as a result of such bereavement travels to a location within Western Australia that is more than 
240 km from their workplace will be granted paid time off for the travel period undertaken in the 
Employee’s ordinary working hours up to a maximum of 15.2 hours per bereavement. The 
Employer will not unreasonably withhold approval. 

42.8 The Employer may approve additional paid travel time within Western Australia where the 
Employee can demonstrate to the satisfaction of the Employer that more than two days travel time 
is warranted.  

42.9 The provisions of this clause are not available to Employees whilst on leave without pay or sick 
leave without pay. 

42.10 The provisions of subclauses 42.7 and 42.8 apply as follows: 

(a) An Employee employed on a fixed term contract for a period greater than 12 months, will 
be credited with the same entitlement as a permanent Employee for each full year of 
service and pro rata for any residual portion of employment.   

(b) An Employee employed on a fixed term contract for a period less than 12 months will be 
credited with the same entitlement on a pro-rata basis for the period of employment. 

(c) A part time Employee will be entitled to the same entitlement as a full time Employee for 
the period of employment, but on a pro-rata basis according to the number of ordinary 
hours worked each fortnight. 

(d) For casual Employees, the provisions apply to the extent of their agreed working 
arrangements. 

 
43.  CULTURAL/CEREMONIAL LEAVE   

43.1 Cultural/ceremonial leave may be taken as whole or part days off.  Each day, or part thereof, will 
be deducted from:  

(a) the Employee’s annual leave entitlements (where applicable);   

(b) accrued days off or time in lieu; or 

(c) the Employee’s accrued long service leave entitlements, but in full days only.   

Cultural Leave for Aboriginal and Torres Strait Islander Employees 



 

66 
 

43.2 Employees who identify as Aboriginal or Torres Strait Islanders (ATSI) are entitled to paid cultural 
leave which can be accessed to participate in any of the following: 

 
(a)  cultural and ceremonial obligations under ATSI lore, customs or traditional law; and 

(b) community cultural events such as NAIDOC Week activities, Reconciliation Week or  
  Coming of the Light festivals.  

43.3  Up to five days of paid cultural leave per calendar year will be available under this clause. The leave 
need not be taken in one continuous period. Paid cultural leave will not accrue from year to year 
and will not be paid out on termination. 

 
43.4 The Employer will assess each application for cultural leave on its merits and give consideration to 

the personal circumstances of the Employee seeking the leave.  
 
43.5 The Employer may request reasonable evidence of the legitimate need for the Employee to be 

allowed time off.  
 

43.6 If an Employer requires an Employee to attend to business associated with an ATSI organisation, 
or an organisation that works to facilitate ATSI interests, the attendance is considered to be a part 
of the Employee’s normal duties and the Employee need not access leave under this or any other 
clause to enable it.  
 

43.7  Cultural leave granted under this clause is in addition to the leave provided by subclause 43.1 and 
Clause 42 – Bereavement Leave of this Agreement.  

44.  ANNUAL LEAVE 

44.1 This clause is to be read in conjunction with Clause 11 – Annual Leave of the Rangers Award. 

44.2 Where an Employee has accrued a minimum of two years’ entitlement to annual leave, and does 
not immediately apply to reduce the accrued leave, the Employee will within four weeks of any 
further leave being credited, provide the Employer with a leave clearance plan.  The leave clearance 
plan will clearly indicate the time frames and quantum for clearance of the outstanding accrued 
leave, unless exemption is applied for and granted in respect of the operation of this subclause by 
the Employer. 

44.3 Provided that having accrued two years or more of annual leave entitlement and agreed on a leave 
clearance plan, an Employee will not have an agreed application to take leave to effect reduction 
of that accrued annual leave denied by the Employer. 

44.4 By mutual agreement between an Employee and the Employer, an Employee may clear annual 
leave in individual days. 

Compaction of Leave 

44.5 If any Employee has more than one year’s accrued annual leave entitlement, with the Employer’s 
approval, the Employee may compact any portion in excess of that entitlement on a two for one 
basis. 
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45.  ANNUAL LEAVE LOADING 

45.1 The annual leave loading prescribed in the Rangers Award which is payable to Employees who are 
subject to this Agreement will be divided into 26 equal instalments and paid to the Employees in 
26 equal amounts throughout the year as a part of the normal wage. 

45.2 The maximum payment for the loading prescribed in the Rangers Award shall not exceed a rate 
equivalent to 17.5% of four weeks’ salary of a Public Service General Division Level 8.1 Employee 
as at 1 January in the calendar year in which the leave accrues, in accordance with the following: 

 

 MAXIMUM LEAVE LOADING FOR ANNUAL LEAVE MAXIMUM 

(a) Maximum leave loading payment in 2022 $1828.90 

(b) Maximum leave loading payment in 2023 $1883.76 

 
45.3 The wage rates provided for in this Agreement are inclusive of the annual leave loading 

entitlement. 

46. ANNUAL LEAVE TRAVEL CONCESSION 

Employees Stationed in Remote Areas 
  
46.1      (a) The travel concessions contained in the following table are provided to Employees and 

their dependants when proceeding on annual leave to either Perth or Geraldton from 
headquarters situated in District Allowance Areas 3, 4, 5 and 6.   

 
(b) Employees are required to serve a year in these areas before qualifying for travel 

concessions.  However, Employees who have less than a year’s service in these areas and 
who are required to proceed on annual leave to suit departmental convenience will be 
allowed the concessions.  The concession may also be given to an Employee who proceeds 
on annual leave before completing the year’s service provided that the Employee returns 
to the area to complete the year’s service at the expiration of the period of leave. 

(c) The mode of travel is to be at the discretion of the Employer. 

(d) Travel concessions not utilised within twelve months of becoming due will lapse. 

(e) Part-time Employees are entitled to travel concessions on a pro rata basis according to the 
usual number of hours worked per week. 

Travelling time shall be calculated on a pro rata basis according to the number of hours worked. 
   

 APPROVED 
MODE OF 

TRAVEL 

TRAVEL CONCESSION TRAVELLING TIME 

(aa) Air Air fare for the Employee, and dependant 
partner and dependant children 

One day each way 
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(bb) Road Full motor vehicle allowance rates, but 
reimbursement not to exceed the cost of 
the return air fare for the Employee, 
dependant partner and dependant 
children, travelling in the motor vehicle. 

North of 20° South Latitude – 
two and one half days each way.  
Remainder – two days each way. 

(cc) Air and Road Full motor vehicle allowance rates for car 
trip, but reimbursement not to exceed the 
cost of the return air fare for the 
Employee.  Air fares for the dependant 
partner and dependant children. 

North of 20° South Latitude – 
two and one half days each way.  
Remainder – two days each way. 

 
(f) Where Employees are entitled to a travel concession under this subclause and the 

Employees’ headquarters are situated in District Allowance Areas 3, 4, 5 or 6, a travel 
concession covering the cost of airfares or motor vehicle allowance up to a maximum 
amount equivalent to the value of a return fully flexible and refundable airfare to Perth will 
be provided for each Employee and each of his/her dependants when proceeding on 
annual leave to a location other than Perth or Geraldton. 

(g) For the purposes of determining eligibility to Annual Leave Travel Concession, a 
dependant shall mean:  

(i) a partner; and/or 

(ii)  any child who relies on the officer for their main financial support; 

 who does not have an equivalent entitlement of any kind. 
 
Employees whose headquarters are located 240 kilometres or more from Perth 
 
46.2 Employees, other than those designated in subclause 46.1(a) whose headquarters are situated two 

hundred and forty kilometres or more from Perth General Post Office and who travel to Perth for 
their annual leave may be granted by the Employer reasonable travelling time to enable them to 
complete the return journey. 

 
47. EMPLOYEE INITIATED CASH OUT OF ACCRUED ANNUAL LEAVE 

47.1 The parties agree on the importance of Employees taking annual leave for the purposes of rest and 
recreation.   

  
47.2 This clause, however, recognises that, notwithstanding the importance of leave referred to in 

subclause 47.1, some Employees may have excess and overdue annual leave. This clause, at the 
initiative of the Employee, provides for Employees to receive payment in lieu of some of their 
unutilised accrued annual leave.  

 
47.3 Subject to subclause 47.4, the Employer and Employee may agree that the Employee forego part 

of the Employee’s entitlement to accrued annual leave in exchange for equivalent payment at the 
rate which would have applied had the leave been taken at the time the agreement is made.   
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47.4 The following criteria shall apply to the cashing out of accrued annual leave: 
 

(a) the Employee initiates a written request, to their Employer, to cash out accrued annual 
leave;  

 
(b) the Employer agrees in writing to the request by the Employee;  
 
(c) there is an annual leave entitlement that has accrued in previous years;  
 
(d) no more than 50% of the Employee’s total accrued annual leave entitlement can be cashed 

out;  
 
(e) the remaining entitlements are not less than two weeks accrued annual leave;  
 
(f) each instance of cashing out of annual leave must be a separate written agreement 

between the Employer and Employee; and 
 

(g) annual leave accruing in the year the request for cashing out is made cannot be cashed out 
in that year. 

 
47.5 It is the Employee’s responsibility to seek information on any taxation implications arising from the 

payout of annual leave. 
 
48.  PUBLIC HOLIDAYS 

48.1 This clause is to be read in conjunction with Clause 12 – Public Holidays and Clause 12A – Public 
Holiday Leave of the Rangers Award.  

48.2 No Fixed Hours and Rostered Employees who are required to work on a Public Holiday, other than 
Easter Sunday, will not be entitled to any additional remuneration for having worked such a day, 
as the penalty rate has been built into the wage schedule of this Agreement. 

48.3 No Fixed Hours and Rostered Employees are entitled to an additional day of public holiday leave 
under Clause 12A – Public Holidays of the Rangers Award, in recognition of the Easter Sunday public 
holiday.  

(a) The additional day of public holiday leave accrues in accordance with subclause 12A(2)(a) 
of the Rangers Award and is to be taken consecutive to the entitlement to two weeks’ 
leave.  

49. EASTER SUNDAY 

49.1 Permanent and fixed term contract Employees will be provided an additional day of paid leave for 
Easter Sunday. This includes No Fixed Hours and Rostered employees. 

 
49.2  The day of paid leave will be made available to the Employee regardless of whether the Employee 

would normally be expected to work on that date. 
 
49.3 The day of paid leave accrues on the date that Easter Sunday falls each calendar year. 
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49.4 Employee access to the additional day of paid leave is subject to the following conditions: 
 

(a) paid at the rate of ordinary time; 
 
(b) can be added to annual leave or taken individually; 
 
(c) must be taken in the calendar year in which it occurs; 
 
(d) will be forfeited if not taken in the year in which it occurs; and 
 
(e) is not to be paid out on termination of employment. 
 

49.5 No Fixed Hours and Rostered Employees who work a rostered day on Easter Sunday will receive 
payment of time and a half at ordinary rates. 

50.  PURCHASED LEAVE – 42/52 WAGE ARRANGEMENT 

50.1 The provisions of this clause replace Clause 11 – Purchased Leave – 48/52 Wages Arrangement of 
the Miscellaneous Award. 

50.2 The Employer and an Employee may agree to enter into an arrangement whereby the Employee 
can purchase up to ten weeks’ additional leave. 

50.3 The Employer will assess each application for 42/52 wage arrangement on its merits and give 
consideration to the personal circumstances of the Employee seeking the arrangement. 

50.4 Where an Employee is applying for purchased leave of between 5 and 10 weeks the Employer will 
give priority access to those Employees with carer responsibilities. 

50.5 In order to access approved purchased leave, an Employee must: 

(a) satisfy the Employer’s leave management policy; 
 

(b) take one week of annual leave if purchasing nine weeks’ leave; or 
 
(c) take two weeks of annual leave if purchasing ten weeks’ leave. 

 
50.6 Notwithstanding subclause 50.5(b) and (c), the Employer may allow an Employee to access 

purchased leave before they have accessed one or two week’s annual leave, whichever applies, 
where the Employee requests it.  Any such request may only be refused by the Employer if there 
are reasonable grounds to do so. 

 
50.7 The provisions of subclause 50.5(b) and (c) do not apply to an Employee who purchases less than 

nine weeks leave. 

50.8 An agreement to take a reduced salary spread over the 52 weeks of the year will yield the following 
amounts of purchased leave. 
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NUMBER OF WEEKS’ 
SALARY SPREAD OVER 52 

WEEKS 

NUMBER OF WEEKS 
PURCHASED LEAVE 

42 10 
43 9 
44 8 
45 7 
46 6 
47 5 
48 4 
49 3 
50 2 
51 1 

 
50.9 (a) Purchased leave is not able to be accrued. The Employee is entitled to pay in lieu of any 

purchased leave not taken. In the event that the Employee is unable to take such purchased 
leave, their wage will be adjusted in the last pay period in February to take account of the 
fact that time worked during the previous year was not included in their wage. 

 
 (b) Untaken purchased leave will be paid out at the rate at which it was purchased. 

50.10 Where an Employee who is in receipt of a Higher Duties Allowance provided for in the relevant 
award proceeds on any period of additional purchased leave the Employee will not be entitled to 
receive payment of the allowance for any period of purchased leave.  

50.11 Overtime is paid at the ordinary rate or salary and not the reduced rate. This will also apply where 
overtime is referred to as a percentage of salary. 

50.12 In the event that a part time Employee’s ordinary working hours are varied during the year, the 
wage paid for such leave taken will be adjusted on the last pay in February to take into account any 
variations to the Employee’s ordinary working hours during the previous year. 

51.  PURCHASED LEAVE – DEFERRED WAGES SCHEME 

51.1 With the written agreement of the Employer, an Employee may elect to receive, over a four-year 
period, 80% of the wage they would otherwise be entitled to receive in accordance with this 
Agreement. 

51.2 The Employer will assess each application for deferred wages on its merits and give consideration 
to the personal circumstances of the Employee seeking the leave. 

51.3 On completion of the fourth year, an Employee will be entitled to 12 months’ leave and will receive 
an amount equal to 80% of the wage they were otherwise entitled to in the fourth year of 
deferment. 

51.4 Where an Employee completes four years of deferred wage service and is not required to attend 
duty in the following year, the period of non-attendance will not constitute a break in service and 
will count as service on a pro-rata basis for all purposes. 
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51.5 An Employee may withdraw from this arrangement prior to completing a four-year period by 
written notice.  An Employee will receive a lump sum payment of wages forgone to that time but 
will not be entitled to equivalent absence from duty. 

51.6 The Employer will ensure that superannuation arrangements and taxation effects are fully 
explained to the Employee by the relevant Authority.  The Employer will put any necessary 
arrangements into place. 

Variation of the Arrangements 
 
51.7 As an alternative to section 51.5, and only by mutual agreement of the Employer and the Employee, 

the provisions of the deferred arrangement may be varied subject to the following: 
 

(a) the term of the arrangement will not extend beyond that contemplated by this clause; 
 
(b) the variation will not result in any consequential monetary or related gain or loss to either 

the Employer or the Employee; and 
 

   (c) the percentage of salary to apply during the 12 months leave as specified in subclause 49.3 
  will be calculated as 80% of the average ordinary prescribed hours worked over the  
  previous four years. 

52.  FOSTER CARER’S LEAVE 
 
52.1 Foster and short-term care leave is available to an Employee who is a foster carer in the state of 

Western Australia to enable them to attend to the care of a child in an emergency or other out of 
home care placement. Foster carer includes kinship arrangements and respite care that has not 
been determined to be permanent.   

 
52.2 A permanent Employee, fixed term contract Employee or casual Employee will have access to 

three paid days of non-cumulative leave per calendar year. 
 
52.3 Employees must give reasonable notice prior to taking foster care leave and must provide an 

estimate of the period of absence from work.  
 
52.4 Employees can, by agreement with their Employer, take foster care leave in minimum periods of 

one hour.  
 
52.5 Leave credits can be used to attend to training associated with the Employee’s Foster Carer 

responsibilities. 
 
52.6 Employees must provide the Employer with documentation supporting their eligibility for the 

leave.  
 
52.7 The entitlement to foster care leave in accordance with clause 52.2 for casual employees applies 

to the extent of their agreed working arrangements. 
 
53.  PUBLIC HEALTH EMERGENCY LEAVE 
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Definitions 

53.1 In this clause: 

(a) “Public health emergency” means an incident or emergency that is the subject of 
Directions issued under Parts 11 or 12 of the Public Health Act 2016 (WA).  

(b) “Diagnosed person” means a person who has a current positive test for a disease the 
subject of the public health emergency or an incident that is deemed a serious public 
health risk by way of a testing or diagnostic regime accepted within the WA health system 
as being a reliable indicator that the person has the disease.   

(c) “Ordinary pay” is to be calculated according to the rostered or ordinary hours the 
Employee would have worked, had they not been subject to a government requirement to 
isolate or quarantine. For casual Employees, ordinary pay is to be calculated with reference 
to the Employee’s rostered future shifts or, if there is no certainty about future rosters, 
the preceding four-week average of shifts worked.  

Special public health emergency leave 

53.2  The Employer is to credit each Employee with 20 days of non-cumulative special public health 
emergency leave on January 1 each year.  

53.3  An Employee employed on a fixed term contract for a period of 12 months or more is to be credited 
with the same entitlement as a permanent Employee. An Employee on a fixed term contract for a 
period less than 12 months is to be credited on a pro rata basis for the period of the contract. 

53.4  A part time or casual Employee is to be credited with the same entitlement as a permanent 
Employee, calculated on a pro rata basis according to the number of hours worked each fortnight.  

53.5  Employees absent on special public health emergency leave are to receive their ordinary pay. 

53.6  Employees who have exhausted their special public health emergency leave can access existing 
personal leave entitlements under clause 40 of this Agreement.  

Eligibility for Special Public Health Emergency Leave 

53.7  Special public health emergency leave can only be taken in respect of absences from work during: 

(a) a public health emergency; or 

(b) other significant events as agreed between the Union and the Executive Director GLSR. 

53.8 An Employee who is a diagnosed person or is subject to a government requirement to isolate or 
quarantine can access special public health emergency leave before existing personal leave 
entitlements under clause 40 of this Agreement. 

53.9  Employees with caring responsibilities can access special public health emergency leave if they are 
caring for, or providing support to a member of the Employee’s family or household because: 
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(a)  the other person is a diagnosed person or is subject to a government requirement to 
isolate or quarantine; or  

(b)  a child’s school has closed or the person’s other care arrangements are unavailable 
because of a public health emergency.  

53.10  Compassionate access to special public health emergency leave can be granted in exceptional 
circumstances despite not being a reason referred to in subclauses 53.9. 

53.11  Special public health emergency leave is not debited for public holidays that the Employee would 
have observed. 

53.12  An Employee is unable to access special public health emergency leave while on any period of leave 
without pay, maternity leave, adoption leave or other parent leave, or annual or long service leave 
except as provided for in clauses 40.24 (re-crediting annual leave) and 40.25 (re-crediting long 
service leave). 

Notice and Access 

53.13  Special public health emergency leave can be taken on an hourly basis. 

53.14  Reasonable and legitimate requests for special public health emergency leave are approved subject 
to available credits. Where practicable, the Employee must give reasonable notice before taking 
leave. Where prior notice cannot be given, notice must be provided as early as possible on the day 
of absence. Where possible, an estimate of the period of absence from work is to be provided. 

Evidence 

53.15  The Employer can require evidence that would satisfy a reasonable person to support an 
application for special public health emergency leave. 

54.  COMPASSIONATE LEAVE FOR EARLY PREGNANCY LOSS 
 
54.1 An Employee is entitled to up to three consecutive days of paid compassionate leave on each 

occasion a pregnancy ends without the birth of a living child up to 20 weeks before the expected 
date of birth. An Employee is entitled to leave under this clause if they were pregnant, or if their 
partner was pregnant. 

54.2 Leave commences from the date the pregnancy ends and is not to be taken during any other period 
of leave, including unpaid leave. 

54.3 The Employee must provide notice as soon as reasonably practicable indicating the period of leave 
sought and anticipated return to duty. 

54.4 The Employer can require reasonable evidence that an early pregnancy loss has occurred such as 
a medical certificate or a recognition certificate for early pregnancy loss issued by the WA Registry 
of Births, Deaths and Marriages. 

54.5 The provisions of 54.1 apply to a: 
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  (a) part time Employee on a pro rata basis; and  

(b) casual Employee to the extent of their future rostered shifts, or if there is no certainty 
about future rosters, the preceding four-week average of shifts worked. 

PART 6. CONSULTATIVE MECHANISMS AND CHANGE MANAGEMENT 
 
55.  CONSULTATION 

55.1 The parties recognise the need for effective communication to improve the business/operational 
performance and working environment in agencies. The parties acknowledge that decisions will 
continue to be made by the Employer, who is responsible and accountable to Government for the 
effective and efficient operation of the Agency. 

55.2 The parties agree that: 

(a)  Where the Employer proposes to make changes likely to affect existing practices, working 
conditions or employment prospects of the Employees, the Union and Employees 
affected will be notified by the Employer as early as possible. 

(b)  For the purposes of such discussion the Employer will provide to the Union and 
Employees concerned relevant information about the changes, including the nature of 
the changes on the Employees provided that the Employer will not be required to 
disclose confidential information the disclosure of which, would be inimical to their 
interests. 

(c)  In the context of such discussion the Union and Employees are able to contribute to the 
decision making process. 

56. CONSULTATIVE COMMITTEE 

56.1 The parties recognise the need for effective communication to improve the business/operational 
performance and working environment in the Agency.  

 
56.2  The parties confirm their ongoing commitment to the Consultative Committee process.  
 
56.3  The Agency will have a Consultative Committee, for the purposes of consultation under this 

Agreement, comprising of the Employer or their nominee, Employer nominated representatives 
and Union nominated representatives, unless it is otherwise agreed between the Employer and the 
Union. 

 
56.4 The Consultative Committee will convene quarterly.  
 
56.5  The Consultative Committee will determine its own operating procedures.  
 
56.6 The Consultative Committee will be a forum for consultation on issues such as: 
 

(a) development of workload management tools within the Agency; 
 

(b) industrial issues;  
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(c) fixed term and casual employment usage; and/or 

 
(d) changes to work organisation and/or work practices occurring in the workplace. 

 
56.7 Matters not resolved through the Consultative Committee can be referred to the provisions of 

Clause 57 – Dispute Settlement Procedure of this Agreement. 

PART 7. DISPUTE SETTLEMENT PROCEDURE 

57.  DISPUTE SETTLEMENT PROCEDURE 

57.1 Any questions, disputes or difficulties arising under the Agreement of Employees covered by the 
Agreement will be dealt with in accordance with this clause. 

57.2 The Employee/s and the manager with whom the dispute has arisen will discuss the matter and 
attempt to find a satisfactory solution within three working days. An Employee may be 
accompanied by a union representative. 

57.3 If the dispute cannot be resolved at this level, the matter will be referred to and be discussed with 
the relevant manager’s superior and an attempt made to find a satisfactory solution within a 
further three working days.  An Employee may be accompanied by a union representative. 

57.4 If the dispute is still not resolved, it may be referred by the Employee/s or union representative to 
the Employer or his/her nominee. 

57.5 Where the dispute cannot be resolved within five working days of the union representatives’ 
referral of the dispute to the Employer or his/her nominee, either party may refer the matter to 
the WAIRC. 

57.6 The period for resolving a dispute may be extended by agreement between the parties. 

57.7 At all stages of the procedure the Employee may be accompanied by a union representative. 

57.8 Notwithstanding the above the Union may raise matters directly with representatives of the 
Employer. In each case the Union and the Employer will endeavour to reach agreement. If no 
agreement is reached either party may refer the dispute to the WAIRC for conciliation and/or 
arbitration. 

57.9 Until the matter is resolved in accordance with the above procedure, the status quo will remain. 

57.10 Nothing in this clause constitutes a referral agreement within the meaning of section 12 of the 
 Employment Dispute Resolution Act 2008. 

PART 8. MISCELLANEOUS 

58. EFFECT OF POLICIES, CIRCULARS AND ADMINISTRATIVE INSTRUCTIONS 

58.1 Subject to subclause 58.3, the provisions of all Western Australia government policy, circulars and 
administrative instructions shall apply to Employees bound by this Agreement. 
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58.2 Subject to subclause 58.3, the provisions of all departmental policy, circulars and administrative 
instructions, including the code of conduct shall apply to Employees bound by this Agreement. 

58.3 Where any such policy, circular or administrative instruction is in conflict with the provisions of this 
Agreement, then this Agreement shall apply.  

59. RIGHT OF TRANSFER/TRANSFER POLICY 

59.1 If an Employee resigns or is terminated (other than at no fault of the Employee) within twelve 
months of a relocation, then any costs paid by the Employer associated with the relocation will be 
payable by the Employee on a sliding scale of two percent of the costs paid by the Employer for 
each week short of the twelve month period. Any such costs may be deducted against final 
entitlements due to the Employee. 

60. FITNESS FOR FIRE FIGHTING 

60.1 Employees engaged in fire fighting duties accept they are required to adhere to the Employer’s Fire 
Fitness Standards including the relevant fire fitness testing. 

60.2 In remote areas where Employer assessors are not available a fitness certificate from a registered 
medical practitioner may be supplied on the written request of the Employer, subject to the 
medical practitioner being aware of and provided with the fitness requirements. 

60.3 The parties note that new standards are evolving for fitness for fire fighting, and that subject to 
prior consultation the Employer may introduce new standards as applicable. 

61.        FIRE DUTIES   

61.1 Where Rangers are engaged in Fire Service activities the terms of the Fire Agreement will prevail 
over the terms of this Agreement but only to the extent of any inconsistency. 

 
62. UNION FACILITIES FOR UNION REPRESENTATIVES 

62.1 The Employer recognises the rights of the Union to organise and represent its members. Union 
representatives (delegates) in the organisation have a legitimate role and function in assisting the 
union in the tasks of recruitment, organising, communication and representing members' interests 
in the workplace and the organisation. 

 
62.2 The Employer will recognise union representatives in the organisation and will allow them to carry 

out their role and functions. 
 
62.3 The Union will advise the Employer in writing of the names of the union representatives in the 

organisation. 
 
62.4 The Employer shall recognise the authorisation of each union representative in the organisation 

and shall provide them with the following: 
 

(a) Reasonable paid time off from normal duties: 
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(i) to perform their functions as a union representative such as organising, recruiting, 
individual grievance handling, collective bargaining, involvement in union 
authorised committees; and 

 
(ii) to attend union business in accordance with Clause 21 – Leave to Attend Union 

Business of the Miscellaneous Award. 
 

(b) Access to facilities required for the purpose of carrying out their duties. Facilities may 
include but not be limited to, the use of lockable filing cabinets, meeting rooms, 
telephones, fax, email, Internet, photocopiers and stationery. Such access to facilities shall 
not unreasonably affect the operation of the organisation and shall be in accordance with 
normal organisation protocols. 

 
(c) A notice board for the display of union materials including broadcast email facilities. 

 
(d) Paid access to periods of leave for the purpose of attending union training courses in 

accordance with Clause 20 – Trade Union Training Leave of the Miscellaneous Award.  
Country representatives will be provided with appropriate travel time. 

 
(e) Notification of the commencement of new Employees and, as part of their induction, time 

to discuss the benefits of union membership with them. 
 

(f) Access to a sheltered area for meetings of members. 
 

(g) Access to work location, names, rosters and hours of work of Employees.  This information 
and access will also be provided to union officials upon request. 

 
(h) Access to awards, agreements, policies and procedures. 

 
(i) Access to information on matters affecting Employees in accordance with Clause 55 – 

Consultation of this Agreement. 
 

(j) The names of any Equal Employment Opportunity and Occupational Health and Safety 
representatives. 

 
62.5 The Employer agrees, upon receiving written authorisation from an Employee, to provide to the 

union within five working days the Employee’s bank account details and subsequent changes from 
time to time for the purpose of enabling the Employee to establish direct debit facility for the 
payment of union dues.  Employers must be indemnified against financial accountability related to 
these transactions. 

 
Group inductions 
 
62.6 Where the Employer conducts a group induction, which may be on or off site, the Union shall be 
 given at least 14 days’ notice of the time and place of the induction. The Union will be entitled to 
 at least thirty minutes to address new Employees without Employer representatives being present. 
 
Union general/delegate meetings 
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62.7 (a) Subject to reasonable notice and prior arrangement with the Employer, Employees will be 
  granted paid time off to attend quarterly general meetings of up to one hour duration on 
  site with the Union.  Where the site meeting exceeds one hour, such absence will be  
  without pay for the period of the meeting that exceeds one hour. 
 

(b) To conduct these meetings the Union shall be entitled to a private facility at the workplace 
wherever possible provided the Union gives the Employer reasonable notice. 

 
(c) On an annual basis, one of the meetings at subclause 62.7(a) can be converted to a paid 

district meeting of up to two hours’ duration with additional time allocated for travel. 
 

(d) Delegates will be able to attend paid quarterly district delegate meetings of up to two 
hours’ duration with additional time allocated for travel. 

 
62.8 The Employer recognises that it is paramount that union representatives in the workplace are not 

threatened or disadvantaged in any way as a result of their role as a union representative. 
 
63. OCCUPATIONAL SAFETY AND HEALTH REPRESENTATIVES RECORDS 
 
63.1 The Employer shall maintain a Health and Safety Representative Register (Register). 
 
63.2 The Register is to record the following information for each health and safety representative in 

the Department: 
 

(a) name; 
 
(b) work branch/division (as appropriate); 
 
(c) work location; 
 
(d) job title/occupation; 
 
(e) date of election as a health and safety representative; and  
 
(f) training details on completion of relevant OSH training courses, including initial and 

refresher training dates. 
 

63.3 The Employer shall provide a copy of the Register to the Union every six months. 
 
63.4 The Register is to be submitted to Public Sector Labour Relations by 31 January each year, for the 

previous year. 
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fART 9. SCHEDULES TO THE AGREEMENT 
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SCHEDULE 2 – GENERAL AGREEMENT WEEKLY WAGE 
2.1  NON ROSTERED (MONDAY TO FRIDAY) EMPLOYEES 
 

  
Classification 

  

  
$60 per week increase on and from $60 per week increase on and from 

1 January 2022 1 January 2023 

Current Base Rate Base Rate 
Plus 1.34% 

Annual Leave Loading Base Rate 
Plus 1.34%  

Annual Leave Loading   
$ Per Week $ Per Week $ Per Week $ Per Week $ Per Week 

Ranger's Assistant           
0.1 $914.90 $974.90 $988.00 $1,034.90 $1,048.80 
0.2 $948.90 $1,008.90 $1,022.40 $1,068.90 $1,083.20 
0.3 $974.50 $1,034.50 $1,048.40 $1,094.50 $1,109.20 
0.4 $1,000.00 $1,060.00 $1,074.20 $1,120.00 $1,135.00 
0.5 $1,025.20 $1,085.20 $1,099.70 $1,145.20 $1,160.50 

Ranger Grade 1         
1.1 $1,050.70 $1,110.70 $1,125.60 $1,170.70 $1,186.40 
1.2 $1,076.20 $1,136.20 $1,151.40 $1,196.20 $1,212.20 
1.3 $1,105.60 $1,165.60 $1,181.20 $1,225.60 $1,242.00 
1.4 $1,125.60 $1,185.60 $1,201.50 $1,245.60 $1,262.30 
1.5 $1,155.60 $1,215.60 $1,231.90 $1,275.60 $1,292.70 

Ranger Grade 2           
2.1 $1,191.50 $1,251.50 $1,268.30 $1,311.50 $1,329.10 
2.2 $1,219.20 $1,279.20 $1,296.30 $1,339.20 $1,357.10 
2.3 $1,248.20 $1,308.20 $1,325.70 $1,368.20 $1,386.50 
2.4 $1,278.50 $1,338.50 $1,356.40 $1,398.50 $1,417.20 
2.5 $1,310.50 $1,370.50 $1,388.90 $1,430.50 $1,449.70 

Senior Ranger Grade 3         
3.1 $1,354.50 $1,414.50 $1,433.50 $1,474.50 $1,494.30 
3.2 $1,388.60 $1,448.60 $1,468.00 $1,508.60 $1,528.80 
3.3 $1,425.10 $1,485.10 $1,505.00 $1,545.10 $1,565.80 

 Senior Ranger Grade 4         
4.1 $1,461.40 $1,521.40 $1,541.80 $1,581.40 $1,602.60 
4.2 $1,512.50 $1,572.50 $1,593.60 $1,632.50 $1,654.40 



 

 

2.2  NO FIXED HOURS EMPLOYEES 

  
Classification 

  
$60 per week increase $60 per week increase 

on and from 1 January 2022  on and from 1 January 2023 

Current Base   
Rate  Base Rate Plus 25% 

NFH Loading 

Plus 1.34%           
Annual Leave 

Loading  

Plus 1.5% 
Public Holiday 

Penalty 
Base Rate 

Plus 25% 
NFH 

Loading 

Plus 1.34% 
Annual Leave 

Loading 

Plus 1.5%  
Public Holiday 

Penalty 
$ Per Week $ Per Week $ Per Week $Per Week $ Per Week $ Per Week $ Per Week $ Per Week $ Per Week 

Ranger’s Assistant                 
0.1 $914.90 $974.90 $1,218.60 $1,234.90 $1,253.40 $1,034.90 $1,293.60 $1,310.90 $1,330.60 
0.2 $948.90 $1,008.90 $1,261.10 $1,278.00 $1,297.20 $1,068.90 $1,336.10 $1,354.00 $1,374.30 
0.3 $974.50 $1,034.50 $1,293.10 $1,310.40 $1,330.10 $1,094.50 $1,368.10 $1,386.40 $1,407.20 
0.4 $1,000.00 $1,060.00 $1,325.00 $1,342.80 $1,362.90 $1,120.00 $1,400.00 $1,418.80 $1,440.10 
0.5 $1,025.20 $1,085.20 $1,356.50 $1,374.70 $1,395.30 $1,145.20 $1,431.50 $1,450.70 $1,472.50 

Ranger Grade 1 
1.1 $1,050.70 $1,110.70 $1,388.40 $1,407.00 $1,428.10 $1,170.70 $1,463.40 $1,483.00 $1,505.20 
1.2 $1,076.20 $1,136.20 $1,420.30 $1,439.30 $1,460.90 $1,196.20 $1,495.30 $1,515.30 $1,538.00 
1.3 $1,105.60 $1,165.60 $1,457.00 $1,476.50 $1,498.60 $1,225.60 $1,532.00 $1,552.50 $1,575.80 
1.4 $1,125.60 $1,185.60 $1,482.00 $1,501.90 $1,524.40 $1,245.60 $1,557.00 $1,577.90 $1,601.60 
1.5 $1,155.60 $1,215.60 $1,519.50 $1,539.90 $1,563.00 $1,275.60 $1,594.50 $1,615.90 $1,640.10 

Ranger Grade 2                  
2.1 $1,191.50 $1,251.50 $1,564.40 $1,585.40 $1,609.20 $1,311.50 $1,639.40 $1,661.40 $1,686.30 
2.2 $1,219.20 $1,279.20 $1,599.00 $1,620.40 $1,644.70 $1,339.20 $1,674.00 $1,696.40 $1,721.80 
2.3 $1,248.20 $1,308.20 $1,635.30 $1,657.20 $1,682.10 $1,368.20 $1,710.30 $1,733.20 $1,759.20 
2.4 $1,278.50 $1,338.50 $1,673.10 $1,695.50 $1,720.90 $1,398.50 $1,748.10 $1,771.50 $1,798.10 
2.5 $1,310.50 $1,370.50 $1,713.10 $1,736.10 $1,762.10 $1,430.50 $1,788.10 $1,812.10 $1,839.30 

Senior Ranger Grade 3                  
3.1 $1,354.50 $1,414.50 $1,768.10 $1,791.80 $1,818.70 $1,474.50 $1,843.10 $1,867.80 $1,895.80 
3.2 $1,388.60 $1,448.60 $1,810.80 $1,835.10 $1,862.60 $1,508.60 $1,885.80 $1,911.10 $1,939.80 
3.3 $1,425.10 $1,485.10 $1,856.40 $1,881.30 $1,909.50 $1,545.10 $1,931.40 $1,957.30 $1,986.70 

Senior Ranger Grade 4                  
4.1 $1,461.40 $1,521.40 $1,901.80 $1,927.30 $1,956.20 $1,581.40 $1,976.80 $2,003.30 $2,033.30 
4.2 $1,512.50 $1,572.50 $1,965.60 $1,991.90 $2,021.80 $1,632.50 $2,040.60 $2,067.90 $2,098.90 



 

 

2.3  ROSTERED EMPLOYEES 

Classification 
Current 

Base Rate 

$60 per week increase $60 per week  Increase 
on and from 1 January 2022  on and from 1 January 2023 

Base Rate Plus 1.34% Annual 
Leave Loading 

Plus 1.5%  
Base Rate 

Plus 1.34%  Plus 1.5%  

Public Holiday Penalty Annual Leave Loading Public Holiday Penalty 

$ Per Week $ Per Week $ Per Week $ Per Week $ Per Week $ Per Week $ Per Week 
Ranger’s Assistant  

0.1 $914.90 $974.90 $988.00 $1,002.80 $1,034.90 $1,048.80 $1,064.50 
0.2 $948.90 $1,008.90 $1,022.40 $1,037.70 $1,068.90 $1,083.20 $1,099.40 
0.3 $974.50 $1,034.50 $1,048.40 $1,064.10 $1,094.50 $1,109.20 $1,125.80 
0.4 $1,000.00 $1,060.00 $1,074.20 $1,090.30 $1,120.00 $1,135.00 $1,152.00 
0.5 $1,025.20 $1,085.20 $1,099.70 $1,116.20 $1,145.20 $1,160.50 $1,177.90 

Ranger Grade 1             
1.1 $1,050.70 $1,110.70 $1,125.60 $1,142.50 $1,170.70 $1,186.40 $1,204.20 
1.2 $1,076.20 $1,136.20 $1,151.40 $1,168.70 $1,196.20 $1,212.20 $1,230.40 
1.3 $1,105.60 $1,165.60 $1,181.20 $1,198.90 $1,225.60 $1,242.00 $1,260.60 
1.4 $1,125.60 $1,185.60 $1,201.50 $1,219.50 $1,245.60 $1,262.30 $1,281.20 
1.5 $1,155.60 $1,215.60 $1,231.90 $1,250.40 $1,275.60 $1,292.70 $1,312.10 

Ranger Grade 2              
2.1 $1,191.50 $1,251.50 $1,268.30 $1,287.30 $1,311.50 $1,329.10 $1,349.00 
2.2 $1,219.20 $1,279.20 $1,296.30 $1,315.70 $1,339.20 $1,357.10 $1,377.50 
2.3 $1,248.20 $1,308.20 $1,325.70 $1,345.60 $1,368.20 $1,386.50 $1,407.30 
2.4 $1,278.50 $1,338.50 $1,356.40 $1,376.70 $1,398.50 $1,417.20 $1,438.50 
2.5 $1,310.50 $1,370.50 $1,388.90 $1,409.70 $1,430.50 $1,449.70 $1,471.40 

Senior Ranger Grade 3             
3.1 $1,354.50 $1,414.50 $1,433.50 $1,455.00 $1,474.50 $1,494.30 $1,516.70 
3.2 $1,388.60 $1,448.60 $1,468.00 $1,490.00 $1,508.60 $1,528.80 $1,551.70 
3.3 $1,425.10 $1,485.10 $1,505.00 $1,527.60 $1,545.10 $1,565.80 $1,589.30 

Senior Ranger Grade 4             
4.1 $1,461.40 $1,521.40 $1,541.80 $1,564.90 $1,581.40 $1,602.60 $1,626.60 
4.2 $1,512.50 $1,572.50 $1,593.60 $1,617.50 $1,632.50 $1,654.40 $1,679.20 

 


	Form 1
	Gazette waiver letter
	Attachment A - Statement of Changes
	Rangers (National Parks) General Agreement 2022
	PART 1.  TITLE
	1. TITLE

	PART 2.  APPLICATION OF AGREEMENT
	2. ARRANGEMENT
	3. DEFINITIONS
	4.  PURPOSE OF AGREEMENT
	5.  APPLICATION AND PARTIES BOUND
	6.  TERM OF AGREEMENT
	7.  NO FURTHER CLAIMS
	8.  CORE CONDITIONS
	9.  AGENCY SPECIFIC AGREEMENTS

	PART 3. WAGES AND ASSOCIATED ALLOWANCES
	10. WAGES
	11. RECOVERY OF UNDERPAYMENTS
	12. RECOVERY OF OVERPAYMENTS
	13.  SPAN OF HOURS
	15.  WAGES PACKAGING
	16.  PAY OUT OF ACCRUED DAYS OFF
	17.  TRAVELLING EXPENSES
	18.  PROPERTY ALLOWANCE
	19.       REMOVAL ALLOWANCE
	20.  DISTURBANCE ALLOWANCE
	21.  COXWAIN ALLOWANCE
	22.  RANGERS ASSISTANTS

	PART 4. CONTRACT OF EMPLOYMENT
	23.  GENERAL EMPLOYMENT
	24.  MODES OF EMPLOYMENT
	28.  CASUAL EMPLOYMENT

	Employer must:
	PART 5. LEAVE OF ABSENCE
	33. LONG SERVICE LEAVE
	35. ADOPTION LEAVE
	36. OTHER PARENT LEAVE
	37.  PARTNER LEAVE
	38. UNPAID GRANDPARENTAL LEAVE
	40.  PERSONAL LEAVE
	42.  BEREAVEMENT LEAVE
	43.  CULTURAL/CEREMONIAL LEAVE
	44.  ANNUAL LEAVE
	45.  ANNUAL LEAVE LOADING
	46. ANNUAL LEAVE TRAVEL CONCESSION
	47. EMPLOYEE INITIATED CASH OUT OF ACCRUED ANNUAL LEAVE
	48.  PUBLIC HOLIDAYS
	50.  PURCHASED LEAVE – 42/52 WAGE ARRANGEMENT
	51.  PURCHASED LEAVE – DEFERRED WAGES SCHEME

	PART 6. CONSULTATIVE MECHANISMS AND CHANGE MANAGEMENT
	55.  CONSULTATION

	PART 7. DISPUTE SETTLEMENT PROCEDURE
	57.  DISPUTE SETTLEMENT PROCEDURE

	PART 8. MISCELLANEOUS
	58. EFFECT OF POLICIES, CIRCULARS AND ADMINISTRATIVE INSTRUCTIONS
	59. RIGHT OF TRANSFER/TRANSFER POLICY
	60. FITNESS FOR FIRE FIGHTING
	61.        FIRE DUTIES
	62. UNION FACILITIES FOR UNION REPRESENTATIVES

	(a) name;
	(b) work branch/division (as appropriate);
	(e) date of election as a health and safety representative; and
	(f) training details on completion of relevant OSH training courses, including initial and refresher training dates.




