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(1622) SERIAL C9705 

 

HEALTH AND COMMUNITY EMPLOYEES PSYCHOLOGISTS 

(STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 210049 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

 

Clause No. Subject Matter 

 

1. Definitions  

2. Classifications  

3. Grading Committee 

4. Conditions of Service  

5. Salaries  

6. Dispute Resolution  

7. Savings Provision  

8. No Extra Claims   

9. Area, Incidence and Duration  

 

PART B   

 

MONETARY RATES  

 

Table 1 - Salary Rates  

 

PART A  
  

1.  Definitions  

  

"Employee" means a person employed in the New South Wales Health Service under section 115(1) of the 

Health Services Act 1997, as amended or varied from time to time,  

 

"Employer" means the Secretary of the Ministry of Health exercising employer functions on behalf of the 

Government of New South Wales.  

 

"Health Service" means a Local Health District constituted under section 17 of the Health Services Act 1997, a 

Statutory Health Corporation constituted under section 41 of that Act and an Affiliated Health Organisation 

recognised under section 62 of that Act.  

 

"Psychologist in Training" means an employee with a four year degree in psychology, being a three year degree 

with a fourth year honours in psychology; or who has qualifications deemed equivalent by the employer, and 

who is eligible for provisional registration with the Psychology Board of Australia. Such employees will be 

provided with appropriate supervision to enable the employee to attain registration with the Psychology Board 

of Australia as a Psychologist.   

 

"Union" means the Health Services Union NSW.   
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2.  Classifications  

 

A. Psychologist  

 

(i) Academic and Registration Requirements  

 

A Psychologist is an employee with a four year degree in psychology, being a three year degree with a 

fourth year honours in psychology; or a qualification deemed equivalent by the employer.   

  

The Psychologist classification includes both Psychologists in Training and Psychologists who have full 

registration with the Psychology Board of Australia.  

  

A Psychologist in Training shall commence at year 1 of the scale for Psychologist.  

  

Provided that where a Psychologist has already met the criteria for full registration and has full 

registration with the Psychology Board of Australia, they shall commence at year 3 of the scale for 

Psychologist.  

  

Provided further that until such time as a Psychologist has met the criteria for full registration and is 

registered with the Psychology Board of Australia, the employee shall not progress past the salary rate 

applying for Psychologist 2nd year of service.   

 

(ii) Characteristics  

 

(a) Tasks  

 

Psychologists are trained in the independent application of existing treatment techniques and 

assessment procedures to a range of behavioural and emotional disorders.  

 

Psychologists facilitate change in attitudes and behaviour related to health and illness, for the 

purpose of preventing and relieving distress or dysfunction and to promote subjective well-being 

and personal development.  

 

(b) Judgement and Problem Solving  

 

Psychologists evaluate psychological factors affecting maladaptive behaviour and provide 

individual counselling services, therapeutic interventions, group programs and case management 

in the areas of (but not limited to) anger management, parenting skills, stress management, social 

skills training, assertiveness training, mental health and problem addictions.   

  

Psychologists undertake psychometric testing e.g. intelligence, personality and vocational, 

consistent with Psychology Board of Australia competencies.  

 

(c) Supervision and Independence  

 

Psychologists may work independently with clinical supervision from a more senior 

Psychologist.  

 

Psychologists may provide clinical supervision to less experienced Psychologists.   

 

Psychologists with three or more years of post-registration experience are eligible to supervise 

Psychologists in Training for registration purposes after having successfully undertaken the 

Psychology Board of Australia certified supervision workshop.  

 

(d) Organisational Relationships and Impact  

 

Psychologists may contribute to service planning and policy development.  

 

Psychologists may participate in psychological research and evaluation projects as required.  
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Psychologists may be involved in the provision of in-services to staff and students.  

 

Psychologists may formulate management and case plans.  

 

Psychologists undertake liaison with relevant internal and external stakeholders.  

 

B. Senior Psychologist  

 

(i) Characteristics and General Features of Duties  

 

Employees at this classification possess a high degree of experience as a Psychologist, with breadth and 

depth of experience in psychological methods and the provision of psychological services. The Senior 

Psychologist is able to provide a psychology service with the attribute of initiative, and to exercise 

independent judgment.   

 

The general duties are as detailed for Psychologist, and in addition:  

 

(a) clinical supervision of Psychologists;  

 

(b) provision of psychological assessment and interventions involving adaptive utilisation of 

psychological principles and methods, including evaluation where appropriate;   

 

(c) administrative duties, including but not limited to:  

 

(1) co-ordination of clinical activities of a service; and  

 

(2) significant involvement in service planning and policy.  

 

(ii) Academic and Registration Requirements  

 

An employee with a four year degree in psychology, being a three year degree with a fourth year 

honours in psychology; or who has qualifications deemed equivalent by the employer and who is 

registered as a psychologist with the Psychology Board of Australia.  

 

Employees appointed at the Senior Psychologist level shall satisfy the criteria for the Psychologist 

classification and have completed a minimum of one year at the 9th year of service and thereafter point 

on the salary scale for Psychologist. Employees appointed to this classification shall demonstrate to the 

satisfaction of the employer by their work performed and the results achieved, together with their 

aptitude, abilities and other attributes, that appointment at this level is warranted on merit.   

 

C. Clinical Psychologist  

 

(i) Academic and Registration Requirements  

 

The Clinical Psychologist is a fully registered psychologist with a Masters degree or higher in Clinical 

Psychology, Clinical Neuropsychology or some other recognised clinical area in psychology that the 

employer deems relevant to the functions of the position. The postgraduate qualifications must be of no 

less than two years full time duration (or part-time equivalent) and include professional clinical 

coursework, clinical training and supervised placement experience as core components.  

 

Employees with a three year Clinical Doctorate (or equivalent) or a Doctorate of Philosophy (PhD) shall 

enter the classification at year 2 of the scale.   

 

Employees entering this classification from the classifications of Psychologist or Senior Psychologist 

shall enter at the salary point for this classification that is above the salary point previously applying as 

Psychologist or Senior Psychologist.  
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(ii) Characteristics  

 

(a) Task  

 

Clinical Psychologists are capable of undertaking all activities performed by the classifications of 

Psychologist and Senior Psychologist as described in the Award.  

 

Clinical Psychologists are trained in the scientific study and application of psychological 

knowledge and principles for the purpose of diagnosing, understanding, preventing, treating and 

advising on psychopathological distress or dysfunction and to promote subjective wellbeing.   

 

The essential tasks of Clinical Psychologists are assessment, diagnosis, case formulation and 

treatment of psychopathology as it is manifested (variously) in cognitive, emotional, 

motivational, personality and behavioural disturbances in adults, adolescents or children across a 

range of health care settings including outpatient, community, primary care and in-patient 

facilities.  

 

Referrals appropriate to Clinical Psychologists encompass a diversity of presentations - from 

acute to enduring and mild to severe. Problems range from those with mainly biological 

causation to those emanating mainly from psychosocial factors, as well as problems of coping or 

adaptation to adverse circumstances that are not themselves reversible by psychological 

intervention e.g. physical disability, physical illness, bereavement.  

 

(b) Judgement and Problem Solving  

  

Clinical Psychologists exercise independent judgment concerning the selection and application of 

principles, methods and techniques of psychological assessment and/or treatment. Chosen 

interventions involve the adaptive utilisation of empirically derived psychological principles.   

 

(c) Supervision and Independence  

  

The appropriate discharge of duties and demonstration of competence at this level is in 

consequence of an understanding of theories and techniques, which enable Clinical Psychologists 

to assess and diagnose psychological problems and disorders and design and implement 

appropriate psychological procedures.  

 

Clinical Psychologists work independently and receive clinical supervision from another Clinical 

Psychologist. Initially such supervision is provided by a more senior and experienced 

professional colleague but after several years’ experience, Clinical Psychologists may participate 

in peer supervision only.  

 

Clinical Psychologists may work in or lead a multidisciplinary team.  

 

Clinical Psychologists are expected to provide clinical supervision to less experienced 

Psychologists, be involved in peer supervision and supervise postgraduate students on clinical 

placements.  

 

(d) Organisational Relationships  

 

Clinical Psychologists may conduct psychological research and evaluation projects as required.  

 

Clinical Psychologists are involved in service planning and the formulation of policy.  

 

Clinical Psychologists participate in the provision of in-service programs to staff and students.  

 

Clinical Psychologists are a consultant to Psychologists and may provide peer consultancy to 

colleagues and other professionals within their area of expertise.  
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D. Senior Clinical Psychologist  

 

(i) Characteristics and General Features of Duties  

 

A Clinical Psychologist may, after not less than the completion of 12 months service at the 5th year of 

service and thereafter rate, make written application to the employer for progression to the classification 

of Senior Clinical Psychologist. The application shall comprehend, but not be limited to detailing 

current direct treatment responsibilities and duties discharged; together with provision of treatment 

consultation, supervision and training and relevant documentary support material.  

 

The employer may also establish such positions of Senior Clinical Psychologist that it deems 

appropriate, from time to time.  

 

Employees that are successful in their application for progression to Senior Clinical Psychologist shall 

commence on the 1st year of service rate for the classification.   

 

Employees classified as Senior Clinical Psychologist shall discharge the duties as described for Clinical 

Psychologist above and in addition must demonstrate clinical expertise requiring:   

 

(1) higher level knowledge and experience in a specific area e.g. tertiary referral service, manifest in 

the level of competence, initiative, innovation, responsibility and professional recognition of the 

employee; and   

 

(2) developing and extending applications of assessment and treatment methods.  

  

In addition, the employee must also discharge duties in at least one of the following areas:  

 

(a) Administrative duties, which may include:  

 

(1) responsibility for overall service planning and policy; and  

 

(2) other supra-clinical duties involving responsibility for service provision; and  

 

(3) responsibility for professional functioning of Psychologists and Clinical 

Psychologists.  

 

(b) Consultation, involving   

 

(1) the provision of consultation with other Psychologists or with other professional 

bodies and organisations (e.g. other government agencies) regarding psychological 

services and/or development of policies and procedures in areas requiring specialist 

psychological knowledge; and  

 

(2) developing protocols for individual and group treatment programs and making 

available to other health professionals. Developing assessment procedures for 

clinical decision making.  

 

(c) Research and Evaluation, involving   

 

(1) research, where the Psychologist has taken responsibility as principal researcher 

for the design, implementation and reporting of psychological research; and   

 

(2) evaluation, where the Psychologist makes a major contribution to setting up 

evaluation systems for programs and services and major quality improvement 

projects;  
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(d) Training, involving  

 

(1) the training of Psychologists or other health professionals in a range of areas that 

may include specialist psychological skills;  

 

(2) contributing to training for supervisors of psychological services; and  

 

(3) developing and implementing training programs.  

 

E. Principal Psychologist  

 

(i) Characteristics and General Features of Duties  

  

Appointment to this classification shall be through competitive selection and assessment on the basis of 

merit to fill an advertised vacancy; personal progression of an employee is not available for appointment 

to this level.   

 

It is envisaged appointments to this level would be made from Senior Clinical Psychologists that have 

substantial knowledge, skills and experience at that level; be able to demonstrate significant expertise in 

the delivery of psychological services; and is a recognised leader in their clinical field and has 

contributed to the body of psychological knowledge, and/ or the development and education of 

psychologists within the field.   

 

Clinical and other duties shall be as detailed above for Senior Clinical Psychologist, and in addition one 

or more of the following:  

 

(a) Administrative and policy duties, which may include:  

 

(1) providing advice to Health Services and/or liaising between different Health Services on 

the development and provision of psychological services;  

 

(2) acting as a Senior Consultant for government or other agencies; and  

 

(3) providing policy advice on human and psychological services at Ministerial level;  

 

(b) Psychological research of a significant nature and demonstrating ongoing involvement, which 

may include:  

  

(1) a significant number of research publications with the Principal Psychologist as primary 

author, and which have been published in respected peer reviewed journals. It would be 

expected that a significant proportion of these publications had been achieved since 

attaining specialist qualifications; and  

  

(2) presentation of papers, which may include psychological research or issues of clinical 

development, at major professional conferences and seminars;  

 

(c) Teaching duties of a significant nature, which may include:  

 

(1) having a university appointment that includes active involvement in the teaching of 

psychology at the postgraduate level, and may also include teaching of undergraduates; 

and  

 

(2) teaching specialised clinical skills to other psychologists and/or students;  

 

(d) Advisory, with the Principal Psychologist:  

 

(1) operating in a senior advisory role to the Health Service and developing systems to ensure 

a high level of professional functioning of psychologists in that Health Service, such as 

organising regular continued professional development for Psychologists, maintaining and 
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enhancing professional ethics and conduct, supporting NSW Ministry of Health objectives 

via evidence based methods and evaluation; and  

 

(2) teaching specialised clinical skills to other psychologists and/ or students.  

 

3.  Grading Committee  

 

A grading committee will be established on a needs basis for the specific purpose of considering applications 

made by employees for progression and/or regrading within the classifications of the Award. Where an 

employee believes that their position is inappropriately graded the application must demonstrate that the 

applicant meets the requirements of and is required to work at the level as described for the grading being 

sought.   

 

The committee shall consist of at least three members, a majority of which must be Psychologists of an 

equivalent or higher grading than that sought by the applicant. In applications for regrading to Senior Clinical 

Psychologist there must be a Psychologist representative from another Health Service. The committee will be 

established via consultation between the Union and the Health Service.  

 

The committee will receive the written application addressing the relevant criteria of the classification by the 

applicant and review its contents prior to proceeding to an interview of the applicant.  

 

The committee shall record its decision and reasoning and make its recommendation to the Chief Executive of 

the Health Service or their nominated representative.  

 

4.  Conditions of Service  

 

The Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 2023 as 

varied or replaced from time to time, shall apply to all persons covered by this Award.  

 

In addition, the Health Industry Status of Employment (State) Award 2023, as varied or replaced from time to 

time, shall also apply to all relevant employees.   

 

5.  Salaries   

 

Full time Psychologist employees shall be paid the salaries as set out in Table 1 of Part B - Monetary Rates, of 

this Award.  

 

6.  Dispute Resolution  

 

The dispute resolution procedures contained in the Public Hospitals (Professional and Associated Staff) 

Conditions of Employment (State) Award 2023 as varied or replaced from time to time, shall apply.   

  

7.  Savings Provision  

  

Employees classified as Clinical Psychologists as at 5 March 2009 are to retain that classification while they 

remain in the position they held as at that date.  

 

Subject to satisfactory performance, employees who, as at 27 January 2009, were employed as Psychologists 

and were enrolled or accepted for enrolment in a post graduate qualification as described at subclause (i) of Part 

C of Clause 2, Classifications, of this Award, shall be reclassified as Clinical Psychologist on successful 

completion of that qualification.   

 

8.  No Extra Claims  

 

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described),  there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award.  
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9.  Area, Incidence and Duration  

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates in 

the last column in Table 1 of Part B - Monetary Rates, will apply from the first full pay period on or 

after (ffppoa) 1 July 2023.  

 

(ii) This Award rescinds and replaces the Health and Community Employees Psychologists (State) Award 

2022 published 20 October 2022 (392 I.G.1295) and all variations thereof.  

 

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under section 115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna.  

 

PART B 
 

MONETARY RATES  

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Table 1 - Salary Rates  

 

Classification Rate from ffppoa 

01/07/23  

Per annum 

$ 

Psychologists  

Psychologist 

1st year of service  74,742 

2nd year of service  78,595 

3rd year of service  82,444 

4th year of service  87,257 

5th year of service  92,072 

6th year of service  96,885 

7th year of service  101,699 

8th year of service  105,552 

9th year of service and thereafter  109,397 

Senior 

1st year of service  115,175 

2nd year of service  119,991 

3rd year of service and thereafter  124,803 

Clinical 

1st year of service  105,553 

2nd year of service  111,323 

3rd year of service  117,102 

4th year of service  122,881 

5th year of service and thereafter  128,653 

Senior Clinical 

1st year of service  134,432 

2nd year of service  138,281 

3rd year of service and thereafter  142,133 

Principal Clinical 

1st year of service and thereafter  161,387 

Part-time Psychologists 

(Applicable only to staff employed prior to 30 June 1993 (see DOH Circular 93/58)  
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Psychologist 

Part-Time Psychologist (per hour)  55.50 

(Formula: 5th year rate ÷ 52.17857 ÷ 35 + 10%)  

Clinical Psychologist 

Part-Time Clinical Psychologist (per hour)  70.50 

(Formula: 3rd year rate ÷ 52.17857 ÷ 35 + 10%)  

Senior Clinical Psychologist 

Part-Time Senior Clinical Psychologist (per hour)  83.30 

(Formula: 2nd year rate ÷ 52.17857 ÷ 35 + 10%)  

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(721) SERIAL C9702 

 

HEALTH EMPLOYEES' ADMINISTRATIVE STAFF (STATE) 

AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 212312 of 2023) 

 

Before Chief Commissioner Constant  17 August 2023 

 

AWARD 

 

PART A 

  

Arrangement  

  

Clause No. Subject Matter 

 

1. Definitions and Work Level Statements  

2. Salaries and Wages  

3. Higher Skills  

4. Conditions of Service  

5. Dispute Resolution  

6. Anti-Discrimination  

7. No Extra Claims   

8. Area, Incidence and Duration  

  

PART B - MONETARY RATES  

 

Table 1 - Rates of Pay  

Table 2 - Allowances  

 

PART A  
 

1.  Definitions and Work Level Statements  

 

"Employer" means the Secretary of the Ministry of Health exercising employer functions on behalf of the 

Government of New South Wales.   

 

"Health Service" means a Local Health District constituted under section 8 of the Health Services Act 1997, a 

Statutory Health Corporation constituted under section 11 of that Act, and an Affiliated Health Organisation 

constituted under section 13 of that Act, as amended or varied from time to time.  

 

"Hospital" means a public hospital as defined in section 15 of the Health Services Act 1997, as amended or 

varied from time to time.  

 

"Telephonist - Level 1" means a person whose major function (i.e. 80 per cent or more) is spent in operating a 

switchboard or similar equipment.  

 

An in-charge shift allowance will apply to Telephonist - Level 1 in charge of staff. The Allowances payable are 

as set out in Item 1 of Table 2 - Allowances, of Part B, Monetary Rates.  

 

"Telephonist - Level 2" means a person whose major function (i.e. 60 per cent or more) is spent operating a 

switchboard or similar equipment and who is required to perform routine clerical duties and/or handle monies.  
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"Telephonist - Level 3" means a person who is required to perform clerical duties in respect of admissions 

and/or accounts (other than telephone) in addition to switchboard duties.  

 

"Union" means the Health Services Union NSW.  

 

"Work Level Statements" - Employees will not be required to meet all conditions of the work level statements 

but will generally be expected to be carrying out the responsibilities contained within the descriptions.  

 

Administration Officer -   

 

Level 1 - These positions are established for undertaking routine clerical work, an employee at this level may 

be a trainee with no previous experience.  

 

Work is performed under close supervision requiring the application of basic skills and routines such as 

providing receptionist services, straight forward collating, collecting and distributing, carrying out routine 

checks by simple comparisons, maintaining basic records, mail procedures, obtaining or providing information 

about straight forward matters and routine user maintenance of office equipment.  

 

Work performed is within established routines, methods and procedures.  

 

The work which it is envisaged would come within this level would require the exercise of any one or more of 

the skills set out below:  

 

Operate personal computers, printing devices attached to personal computers, paging system, calculator.  

 

Level 2 - Training of other employees may be required.  

 

Undertaking a range of operational and administrative tasks under general instruction and close supervision but 

with discretion in selecting the most appropriate method and sequence.  

 

Requires knowledge of specific procedures and regulations.  

  

The exercising of basic judgment is required, although problems encountered are of a simple nature with 

solutions found by reference to established methods and procedures.  

 

The work which it is envisaged would come within this level would involve a range of activities requiring the 

use of numeric, written and verbal communication, and other work skills appropriate to the tasks and 

responsibilities.  

 

In addition to other pay office duties performs the actual calculation of salaries.  

 

Level 2A - This level of Administrative officer is required to provide a secretarial service to a Department, etc., 

of a hospital or to an individual officer or officers, including arranging travel bookings and itineraries, make 

appointments, screen telephone calls, follow visitor protocol procedures, establish telephone contact on behalf 

of Officer/s. The Administrative officer may be required to take shorthand notes at 100 w.p.m. and transcribe 

accurately from those notes and/or transcribe accurately from a Dictaphone.  

 

Level 3 - Decision making in day to day operational matters is a normal part of the duties.  

  

Assist more senior officers in complex tasks or projects.   

 

Work performed under broad supervision but requires some independent action.  

  

Scope exists for exercising initiative in the application of established work practices and procedures.  

 

Employees may be graded at this level where the principal functions of their employment require a sound 

knowledge of the activities usually performed within the work area and their impact upon the activities of 

others.  
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Required to carry out routine pay office duties involving the calculation of employee pays and entitlements 

together with provision of direct advice on pay and conditions to employees.   

 

Level 4 - Working under limited direction and guidance with regard to work priorities.   

 

Possess organisational skills required to set priorities and monitor workflow in the area of responsibility.  

 

Ability to write reports, documents and correspondence, including drafting complex correspondence for senior 

officers, accurately and clearly.  

 

Carry out a variety of functions which may be complex in nature and require judgment in selecting and 

applying established principles, techniques and methods.  

 

Ability to investigate or evaluate legislation, regulations, instructions or procedural guidelines relevant to the 

tasks and responsibilities.  

 

Ability to delegate work to subordinates where appropriate.  

 

Carry out inspection and monitoring functions to ensure outputs are of a high quality.  

 

Required to carry out routine pay office duties involving the calculation of employee pays and entitlements 

together with provision of direct advice on pay and conditions to employees and having had a minimum of 2 

years’ service carrying out these duties.   

 

Level 5 - Ability to manage physical and financial resources to ensure the delivery of services or the successful 

completion of a project.  

 

Decision making across a number of areas and review of operational systems.  

 

Ability to manage conflict of resources or priorities.  

 

Independent action may be exercised within constraints set by senior management.  

 

Work with little formal guidelines, usually under limited direction as to work priorities and the detailed conduct 

of the task.  

 

Required to exercise advanced skills and knowledge in respect of pay office functions and whose duties include 

responsibilities for the checking of subordinates' work and the exercise of an interpretive role in respect of pay 

enquiries.   

 

Level 6 - Possess well developed communication skills and the ability to bring a creative approach to problem 

solving and conflict resolution.  

 

Formulate policies that reflect current and future organisational requirements.  

 

Ability to develop policy and advice for senior and line management.  

 

Guidelines, rules, instructions or procedures for use by other staff may be developed at this level relevant to the 

area of responsibility.  

 

Evaluate new methods and technology and disseminate information to appropriate areas.  

 

Required to exercise advanced skills and knowledge in respect of pay office functions and whose duties include 

responsibilities for the checking of subordinates work and the exercise of an interpretative role in respect of pay 

enquiries and having had a minimum of 2 years’ service carrying out these duties.   
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2.  Salaries and Wages  

 

Full time Administrative Staff employees shall be paid the salaries as set out in Table 1 of Part B - Monetary 

Rates of this Award.  

 

3.  Higher Skills  

 

Employees appointed as Administration Officer Level 1 who are required by the employer to type at 60 w.p.m. 

and/or use medical terminology verbatim, will be paid an allowance as set out in item 2 of Table 2 - 

Allowances, of Part B, Monetary Rates. Employees appointed as Administration Officer Level 2 or 2A who are 

required by the employer to use medical terminology verbatim, will be paid an allowance as set out in the said 

Item 2.  

 

4.  Conditions of Service  

 

The Health Employees Conditions of Employment (State) Award 2023 as varied or replaced from time to time, 

shall apply to all persons covered by this Award.  

 

In addition, the Health Industry Status of Employment (State) Award 2023 as varied or replaced from time to 

time, shall also apply to relevant employees.  

 

5.  Dispute Resolution  

 

The dispute resolution procedures contained in the said Health Employees Conditions of Employment (State) 

Award 2023 as varied or replaced from time to time, shall apply.  

 

6.  Anti-Discrimination  

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer.  

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award which, by its terms or operation, has a direct or indirect discriminatory effect.  

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(iv) Nothing in this clause is to be taken to affect:  

 

(a) any conduct or act which is specifically exempted from anti-discrimination legislation;  

 

(b) offering or providing junior rates of pay to persons under 21 years of age;  

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977;  

 

(d) a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction.  

 

(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause.  
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NOTES -   

  

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation.  

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides:  

  

"Nothing in this Act affects ... any other act or practice of a body established to propagate 

religion that conforms to the doctrines of that religion or is necessary to avoid injury to the 

religious susceptibilities of the adherents of that religion."  

  

7.  No Extra Claims  

  

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described) there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award.  

 

8.  Area, Incidence and Duration  

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates 

and allowances in the second column of the tables in Part B - Monetary Rates will apply from the first 

full pay period on or after (ffppoa) 1 July 2023.   

 

(ii) This Award rescinds and replaces the Health Employees Administrative Staff (State) Award 2022 

published 20 October 2022 (392 I.G. 1304) and all variations thereof.  

 

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under s115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna.   

 

PART B 
 

MONETARY RATES  

 

Table 1 - Rates of Pay  

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Classification Rate from ffppoa 

01/07/23  

Per Week  

$ 

Telephonist  

Level 1 

1st Year 1,053.29 

2nd Year 1,072.68 

3rd Year 1,115.90 

4th Year 1,141.71 

5th Year 1,188.68 

Level 2 

1st Year 1,213.49 

2nd Year 1,238.71 

3rd Year 1,262.88 

Level 3 

1st Year 1,288.45 
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2nd Year 1,314.25 

Administration Officer 

Level 1 

1st Year 1,017.12 

2nd Year 1,057.14 

3rd Year 1,095.84 

4th Year 1,121.30 

5th Year 1,147.67 

Level 2 

1st Year 1,185.93 

2nd Year 1,225.27 

Level 2A 

1st Year 1,247.54 

2nd Year 1,265.42 

Level 3 

1st Year 1,265.42 

2nd Year 1,304.86 

Level 4 

1st Year 1,338.50 

2nd Year 1,369.14 

Level 5 

1st Year 1,409.61 

2nd Year 1,441.58 

Level 6 

1st Year 1,487.66 

2nd Year 1,522.83 

 

Table 2 - Allowances 

 

Clause No. Allowance Description Rate from ffppoa 

01/07/2023  

$ 

 Telephonist - Level 1 - In-Charge 

1 Telephonist In Charge - 3-5 (per shift) 9.53 

1 Telephonist In Charge - 6-10 (per shift) 11.80 

1 Telephonist In Charge - >10 (per shift) 20.40 

 Higher Skills 

3 Higher Skills Allowance (per week) 18.80 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 



N.S.W. INDUSTRIAL GAZETTE — Vol. 395 1 September 2023 

 - 16 - 

(381) SERIAL C9700 

 

HEALTH EMPLOYEES' ENGINEERS (STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 212517 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

  

Clause No. Subject Matter 

 

1. Definitions  

2. Salaries  

3. Grading Committee  

4. Conditions of Service  

5. Dispute Resolution  

6. Anti-Discrimination  

7. No Extra Claims   

8. Area, Incidence and Duration  

 

PART B - MONETARY RATES  

 

Table 1 - Salaries  

 

PART A  
 

1.  Definitions  

 

Unless the context otherwise indicates or requires the several expressions hereunder defined shall have their 

respective meaning assigned to them:  

  

"Assistant Engineer" means a person appointed as such to an established position as approved by the employer 

and who has acquired membership of the Institute of Hospital Engineering, Australia - NSW Branch or such 

other qualifications as the employer deems appropriate, provided that all persons employed and classified as 

assistant engineers in public hospitals at the operative date of this Award shall be deemed to hold qualifications 

to the level required by this Award.  

  

"Engineer" means a person appointed as such to an established position as approved by the employer and who 

has acquired membership of the Institute of Hospital Engineering, Australia - NSW Branch or such other 

qualifications as the employer deems appropriate, provided that all persons employed and classified as 

engineers in public hospitals at the operative date of this Award shall be deemed to hold qualifications to the 

level required by this Award.  

  

"Health Service" means a Local Health District constituted under section 8 of the Health Services Act 1997, a 

Statutory Health Corporation constituted under section 11 of that Act, and an Affiliated Health Organisation 

constituted under section 13 of that Act, as amended or varied from time to time  

 

"Hospital" means a public hospital as defined in section 15 of the Health Services Act 1997, as amended or 

varied from time to time  
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"Maintenance Supervisor (Tradesperson)" means a person appointed as such to an established position as 

approved by the employer and:  

 

(a) who assists the engineer or the assistant engineer in the supervision of staff and the general maintenance 

work of the hospital and, in addition, relieves them during their absence; or  

 

(b) who, where there is no engineer, is responsible for the operation of the steam raising plant and general 

maintenance work.  

 

"Union" means the Health Services Union NSW.   

 

2.  Salaries  

 

Full-time Engineer employees shall be paid the salaries as set out in Table 1 of Part B - Monetary Rates of this 

Award.  

 

3.  Grading Committee  

 

(i) A committee consisting of up to three representatives of the employer and up to three representatives of 

the Union shall be constituted to consider and recommend to the employer (a) the grading of any new 

position or any variation of grading or classification of a position as a result of any substantial alteration 

of duties and/or responsibilities or in any case of anomaly; and (b) the date of effect of the grading 

recommended. Provided that:  

 

(a) an employee shall, while the grading of their position is under consideration by the committee be 

ineligible to be a member of the committee;  

 

(b) the committee shall not, without sufficient reason, recommend the retrospective operation of any 

grading; and  

 

(c) where a retrospective date of effect is recommended such a date shall not be earlier than a date 

six months prior to the date on which the matter was referred to the committee.  

 

(ii) The members of the committee shall be entitled to examine any statement of duties pertaining to any 

position referred to the committee and any papers which illustrate the type of work performed by the 

occupant of the position or, if the employer approves, papers which are otherwise relevant to the 

question of the grading of the position, including statements of duties of other positions.  

 

(iii) Except as otherwise provided, the matters to be referred to the committee shall be:  

 

(a) any application by an employee for review of the grading of the position he occupies if the chief 

executive officer of the Health Service certifies that in their opinion there has been a substantial 

alteration of duties and/or responsibilities since the last grading of the position and states the 

nature of such alteration, or that the grading of the position is markedly out of keeping with that 

of other positions in the Health Service;  

 

(b) the grading of any new position;  

  

(c) such cases as the Union may raise where the Union has stated the grounds and indicated the basis 

on which it desires such cases to be considered by the committee; and  

 

(d) such other cases as the NSW Ministry of Health may approve.  

 

(iv) The committee shall meet to consider the grading of a position within twenty-one days of such grading 

having been referred to the committee.  

 

(v) In the event of the members of the committee being in disagreement as to the grading to be 

recommended for a position or as to the date of effect, the members representing the Union shall, within 

twenty-one days of the meeting of the committee at which such disagreement occurred, furnish to the 
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employer, a written report stating the grading or date of effect which they consider appropriate with their 

reasons therefore and indicating also whether they wish to interview the employer in connection with 

their representations.  

 

(vi) The report of the committee shall be signed by at least one representative of the employer and of the 

Union.  

 

(vii) Nothing in this clause shall affect the right of the Union to apply to the Public Health Employees (State) 

Industrial Committee for the settlement of any dispute arising from the grading of any employees under 

this Award.  

 

4.  Conditions of Service  

 

(i) The Health Employees Conditions of Employment (State) Award 2023 as varied or replaced from time 

to time, shall apply to all persons covered by this Award.  

 

Provided that Clause 9, Overtime, of that Award shall not apply to an employee covered by this Award who is:  

 

(a) classified as Engineer, Grade 7; or  

 

(b) paid an allowance because they act in the capacity of a group engineer or regional engineer; or  

 

(c) who, following 13 November 1997, is reclassified to a higher grade because they act in the 

capacity of a group engineer or regional engineer;  

 

and the salary rates of engineers not so entitled to overtime shall be deemed to cover all incidents 

of employment.  

 

(ii) In addition, the Health Industry Status of Employment (State) Award 2023, as varied or replaced from 

time to time, shall also apply to relevant employees.  

 

5.  Dispute Resolution  

 

The dispute resolution procedures contained in the Health Employees Conditions of Employment (State) 

Award 2023, as varied or replaced from time to time, shall apply.  

 

6.  Anti-Discrimination  

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer.  

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award which, by its terms or operation, has a direct or indirect discriminatory effect.  

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(iv) Nothing in this clause is to be taken to affect:  

  

(a) any conduct or act which is specifically exempted from anti-discrimination legislation;  

 

(b) offering or providing junior rates of pay to persons under 21 years of age;  
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(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977;  

 

(d) a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction.  

  

(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause.  

  

NOTES -  

  

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation.  

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides:  

  

"Nothing in this Act affects ... any other act or practice of a body established to propagate 

religion that conforms to the doctrines of that religion or is necessary to avoid injury to the 

religious susceptibilities of the adherents of that religion.  

  

7.  No Extra Claims  

  

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described) there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award.  

  

8.  Area, Incidence and Duration  

  

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates in 

the second column in Table 1 of Part B - Monetary Rates will apply from the first full pay period on or 

after (ffppoa) 1 July 2023.  

  

(ii) This Award rescinds and replaces the Health Employees’ Engineers (State) Award 2022 published 16 

December 2022 (393 I.G. 764) and all variations thereof.  

  

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under s115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna.   

  

PART B  
  

MONETARY RATES  

 

Table 1 - Salaries  

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Classification Rate from ffppoa 

01/07/2023 

Per week 

$ 

Engineer 

Assistant 

Grade 1 1,573.87 

Grade 2 1,682.59 
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Grade 3 1,789.96 

Grade 4 1,898.21 

Grade 5 2,059.96 

Grade 6 2,221.59 

Engineer 

Grade 1 1,573.87 

Grade 2 1,682.59 

Grade 3 1,789.96 

Grade 4 1,898.21 

Grade 5 2,059.96 

Grade 6 2,221.59 

Grade 7 2,570.85 

Maintenance Supervisor (Tradesperson) 

Grade 1 1,417.01 

Grade 2 1,520.96 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(051) SERIAL C9699 

 

HEALTH EMPLOYEES' GENERAL ADMINISTRATIVE STAFF 

(STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 212543 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

 

Clause No. Subject Matter 

 

1. Definitions 

2. Conditions of Service 

3. Salaries and Wages 

4. Dispute Resolution 

5. Anti-Discrimination 

6. No Extra Claims 

7. Area, Incidence and Duration 

 

PART B - MONETARY RATES 

 

Table 1 - Salaries 

 

PART A 

 

1.  Definitions 

 

"Employer" Means the Secretary Exercising Employer Functions on Behalf of the Government of New South 

Wales. 

 

"Union" Means the Health Services Union NSW. 

 

2.  Conditions of Service 

 

the Health Employees Conditions of Employment (State) Award 2023, as varied or replaced from time to time, 

shall apply to all persons covered by this award. 

 

In addition, the Health Industry Status of Employment (State) Award 2023, as varied or replaced from time to 

time, shall also apply to relevant employees. 

 

3.  Salaries and Wages 

 

Full-time General Administrative employees shall be paid the salaries as set out in Table 1 of Part B - Monetary 

Rates, of this Award.  
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4.  Dispute Resolution 

 

The dispute resolution procedures contained in the Health Employees Conditions of Employment (State) 

Award 2023 as varied or replaced from time to time, shall apply.  

 

5.  Anti-Discrimination 

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer.  

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award which, by its terms or operation, has a direct or indirect discriminatory effect.  

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(iv) Nothing in this clause is to be taken to affect: 

 

(a) any conduct or act which is specifically exempted from anti-discrimination legislation; 

 

(b) offering or providing junior rates of pay to persons under 21 years of age; 

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977; 

 

(d) a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction. 

 

(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause.  

 

NOTES - 

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation.  

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides:  

 

"Nothing in this Act affects ... any other act or practice of a body established to propagate 

religion that conforms to the doctrines of that religion or is necessary to avoid injury to the 

religious susceptibilities of the adherents of that religion.”  

 

6.  No Extra Claims  

 

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described), there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award. 

 

7.  Area, Incidence and Duration 

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates in 

the last column in Table 1 in Part B - Monetary Rates will apply from the first full pay period on or after 

(ffppoa) 1 July 2023. 
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(ii) This Award rescinds and replaces the Health Employees’ General Administrative Staff (State) Award 

2022 published 4 November 2022 (393 I.G. 67) and all variations thereof. 

 

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under s115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna. 

 

PART B 
 

MONETARY RATES  

 

Table 1 - Salaries 

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Classification Rate from ffppoa 01/07/2023 

 Per week 

 $ 

General Administrative 

Grade 1  1,188.34 

Grade 2  1,233.63 

Grade 3  1,274.55 

Grade 4  1,315.46 

Grade 5  1,336.83 

Grade 6  1,378.18 

Grade 7  1,423.07 

Grade 8  1,500.67 

Grade 9  1,630.87 

Grade 10  1,680.82 

Grade 11  1,761.74 

Grade 12  1,880.24 

Grade 13  2,011.00 

Grade 14 and Thereafter  2,134.71 

Special Grade 

Special Grade - R.P.A. - Services Manager  2,202.40 

Special Grade - R.P.A. - Supply Manager  2,649.25 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(096) SERIAL C9701 

 

HEALTH EMPLOYEES' INTERPRETERS' (STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 212591 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

  

Arrangement  

 

Clause No. Subject Matter 

 

1. Definitions  

2. Salaries  

3. Conditions of Employment  

4. Dispute Resolution  

5. Anti-Discrimination  

6. No Extra Claims   

7. Area, Incidence and Duration  

 

PART B - MONETARY RATES  

 

Table 1 - Salaries  

 

PART A  
 

1.  Definitions  

 

Unless the context otherwise indicates or requires the several expressions hereunder defined shall have their 

respective meaning assigned to them:  

 

"Employer" means the Secretary of the Ministry of Health exercising employer functions on behalf of the 

Government of New South Wales.   

 

"Interpreter" means a person appointed as such.  

  

"NAATI" means the National Accreditation Authority for Translators and Interpreters.    

 

"Union" means the Health Services Union NSW.  

 

2.  Salaries  

 

Full time Interpreter Employees shall be paid the salaries as set out in Table 1 of Part B - Monetary Rates of 

this Award.  

  

Provided that an Interpreter Grade 1 who achieves NAATI certification as a Certified Provisional Interpreter 

shall subject to the following conditions be promoted to Grade 2 with effect from the first pay period of the 

month following the successful completion of the course:  

 

(i) Satisfactory service and a recommendation to the employer:  
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(ii) A certificate that the officer concerned has had adequate experience and demonstrated ability as an 

Interpreter such as to warrant promotion to Grade 2.  

 

Progression to Interpreter Grade 3 shall be dependent upon -   

 

(i) officers having achieved NAATI certification as a Certified Interpreter; and    

 

(ii) the Officer having completed 12 months' service as an interpreter with the employer or such other 

service deemed by the employer as being equivalent thereto; and  

  

(iii) the Officer having demonstrated competency at operational level to warrant payment at Grade 3.  

 

Interpreter In Charge - An employee appointed to the position of Interpreter in Charge shall receive a rate equal 

to the Interpreter - Grade 2 - 5th year of service and thereafter rate; plus an allowance equivalent to the current 

team leader's allowance as varied from time to time; provided that if an employee employed as an Interpreter - 

Grade 3 is appointed to the position of Interpreter in Charge they shall be paid their appropriate rate as an 

Interpreter - Grade 3, plus an allowance equivalent to the current team leader's allowance as varied from time to 

time.  

 

3.  Conditions of Employment  

  

The Health Employees Conditions of Employment (State) Award 2023, as varied or replaced from time to time, 

shall apply to all persons covered by this Award.  

  

In addition, the Health Industry Status of Employment (State) Award 2023, as varied or replaced from time to 

time, shall also apply to relevant employees.  

  

4.  Dispute Resolution  

  

The dispute resolution procedures contained in the Health Employees Conditions of Employment (State) 

Award 2023, as varied or replaced from time to time, shall apply.  

 

5.  Anti-Discrimination  

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer.  

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects.  It will be 

consistent with the fulfilment of these obligations for the parties to make application to vary any 

provision of the Award which, by its terms or operation, has a direct or indirect discriminatory effect.  

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(iv) Nothing in this clause is to be taken to affect:  

  

(a) any conduct or act which is specifically exempted from anti-discrimination legislation;  

 

(b) offering or providing junior rates of pay to persons under 21 years of age;  

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977.  

 

(d) a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction.  
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(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause.  

  

NOTES -  

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation.  

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides:  

  

"Nothing in this Act affects ... any other act or practice of a body established to propagate 

religion that conforms to the doctrines of that religion or is necessary to avoid injury to the 

religious susceptibilities of the adherents of that religion."  

  

6.  No Extra Claims  

  

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described) there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award.  

  

7.  Area, Incidence and Duration  

  

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates in 

the second column in Table 1 in Part B - Monetary Rates will apply from the first full pay period on or 

after (ffppoa) 1 July 2023.   

  

(ii) This Award rescinds and replaces the Health Employees’ Interpreters’ (State) Award 2022 published 4 

November 2022 (393 I.G. 70) and all variations thereof.  

  

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under s115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna.   

 

PART B 
 

MONETARY RATES 

 

Table 1 - Salaries  

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Classification Rate from ffppoa 

01/07/2023 

Per annum  

$ 

1st Year 54,213 

2nd Year 55,628 

3rd Year 57,751 

4th Year 59,155 

Grade 2 

1st Year 64,441 

2nd Year 66,283 

3rd Year 67,882 

4th Year 69,544 

5th Year 71,184 
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Grade 3  

1st Year 74,205 

2nd Year 76,032 

3rd Year 78,382 

4th Year 80,284 

Co-ordinator Interpreter Services  

1st Year 87,565 

2nd Year 91,007 

3rd Year 94,073 

4th Year 98,465 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(723) SERIAL C9703 

 

HEALTH EMPLOYEES' PHARMACISTS (STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 213153 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

 

Clause No. Subject Matter 

 

1. Definitions 

2. Competency Criteria 

3. Salaries 

4. Conditions of Service 

5. Dispute Resolution 

6. Anti-Discrimination 

7. No Extra Claims  

8. Area, Incidence and Duration 

 

PART B - MONETARY RATES 

 

Table 1 - Salaries 

 

PART A 
 

1.  Definitions 

 

"Deputy Director of Pharmacy" means a pharmacist who is appointed as such to an established position and 

whose function is to assist the Director of Pharmacy in the administration of the Department. 

 

"Director of Pharmacy" means a pharmacist who has been appointed as such in a pharmacy department of a 

hospital. 

 

"Employer" means the Secretary of the Ministry of Health exercising the employer function on behalf of the 

Government of New South Wales. 

 

"Group 1 Hospitals" 

 

(a) Gosford Hospital, John Hunter Hospital (Newcastle), St Vincent’s Hospital, Royal North Shore, St 

George Hospital and Community Health Services (Kogarah) and Concord Repatriation General 

Hospital. 

 

(b) Westmead, Royal Prince Alfred (including Balmain and Rachel Forster), Prince Henry and Prince of 

Wales Group (includes Sydney Children’s Hospital) 

 

"Group 2 Hospitals" - Calvary Mater Hospital (Newcastle), Sydney Children’s Hospitals Network (Randwick 

and Westmead), Liverpool, Nepean, Wollongong Hospital, Blacktown & Mt Druitt Hospitals, Bankstown-

Lidcombe, Macarthur Health Service. 
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"Group 3 Hospitals" - Coffs Harbour Base, Wagga Wagga Base, Sutherland, Tamworth, Canterbury, Lismore 

Base, Ryde, Hornsby Ku-Ring-Gai, Fairfield, Dubbo Base. 

 

"Group 4 Hospitals" - Northern Beaches Hospital, Auburn, Balmain, Sydney Hospital and Sydney Eye 

Hospital, Albury Wodonga health (Wodonga Campus), Wyong Public Hospital, Blue Mountains District 

ANZAC Memorial Hospital, Springwood Hospital, Griffith Base, Orange Health Service, Bathurst Base, 

Shellharbour, Shoalhaven District Memorial Hospital, Macquarie Hospital (Mental Health Residential Facility), 

Armidale Rural Referral Hospital, The Tweed Hospital, Murwillumbah District Hospital  

 

"Group 5 Hospitals" - Belmont, Cessnock, Maitland, Kurri Kurri, Muswellbrook, Neringah, Royal Ryde 

Rehabilitation, Uniting War Memorial Hospital, Bowral, Cootamundra, Manning, Kempsey, Wauchope, 

Young, Goulburn Base Hospital, Bulli, Casino, Kyogle, Grafton, Mona Vale, Cowra, Royal Hospital for 

Women, Parkes/Forbes, Lithgow, Condobolin, Inverell, Moree/Narrabri, Glen Innes. 

 

"Health Service" means a Local Health District constituted under section 8 of the Health Services Act 1997, a 

Statutory Health Corporation constituted under section 11 of that Act, and an Affiliated Health Organisation 

constituted under section 13 of that Act, as amended or varied from time to time 

 

"Hospital" means a public hospital as defined in section 15 of the Health Services Act 1997, as amended or 

varied from time to time. 

 

"Pharmacist" means a person who is registered as a practicing pharmacist with the Pharmacy Board of 

Australia. 

 

A Pharmacist who has after registration not less than three years’ experience in hospital pharmacy and can 

demonstrate competency in at least one of the essential competency criteria and 3 other competency criteria 

will be classified as a Pharmacist Grade 2. 

 

Provided that Pharmacists paid at the eight year of service rate immediately prior to transfer to this structure 

shall not be eligible for incremental progression unless they meet the criteria for appointment to Grade 2. 

 

"Pharmacist Grade 3" means a Pharmacist who is responsible to the Director of Pharmacy or Deputy Director 

of Pharmacy for the management and efficient performance of a specific unit or function of the hospital’s 

pharmacy Department. Such appointment shall only be made where the hospital employs at least 5 Pharmacists 

or a Director of Pharmacy Group 5 Hospitals and Deputy Director of Pharmacy Group 3 Hospitals 

 

"Pharmacist Grade 4" Director of Pharmacy Group 4 Hospitals and Deputy Director of Pharmacy Group 2 

Hospitals. 

 

"Pharmacist Grade 5" Director of Pharmacy Group 3 Hospitals and Deputy Director of Pharmacy Group 1 

Hospitals. 

 

"Pharmacist Grade 6" Director of Pharmacy Group 2 Hospitals. 

 

"Pharmacist Grade 7" Director of Pharmacy Group 1 Hospitals. 

 

"Union" means the Health Services Union NSW. 

 

2.  Competency Criteria 

 

Essential:  

 

(i) Postgraduate qualifications in either Diploma of Hospital Pharmacy, Diploma of Clinical Pharmacy or 

any other relevant postgraduate qualifications and a minimum of 6 months experience in the relevant 

specialty. Relevant areas of specialty practice may include but should not be limited to: Liaison 

Pharmacy, Clinical Trials, Research and/or Project Coordinator, Information Technology, Oncology, 

Nutritional Support, Paediatrics, Critical Care; or  
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(ii) In the case of a Pharmacist who does not hold a post graduate qualification and has had, after 

registration, not less than 3 years’ experience in hospital pharmacy including not less than 12 months, 

experience in the relevant specialty acceptable to the employer; or  

 

(iii) Be able to demonstrate a higher level of performance in clinical pharmacy practices as defined by at 

least meeting the standards in the document published by Society of Hospital Pharmacists of Australia 

in 1996 to the satisfaction of the Director of Pharmacy and equivalent Director of Pharmacy from 

another Health Service and if necessary, another Pharmacist nominated by the employer. 

 

Other:  

 

(a) An ability to demonstrate a record of participation in teaching programs with other Pharmacists 

and/or University students, community health, nursing staff or other health care providers. 

 

(b) Demonstrated ability to supervise other Pharmacy staff and be responsible for the supervision of 

other Pharmacists. 

 

(c) A record of significant contribution to quality assurance activities (e.g. being responsible for the 

implementation of maintenance of a quality assurance program) 

 

(d) Participation in institutional committees relevant to the profession such as drug, 

nursing/pharmacy, infection control or quality assurance committees. 

 

(e) Display judgment and demonstrate initiative and independence in problem solving. 

 

(f) Be able to demonstrate active participation in research, presentation and publication of research 

results in peer review journals 

 

3.  Salaries 

 

Full-time Pharmacist employees shall be paid the salaries as set out in Table 1 of Part B - Monetary Rates, of 

this Award. 

 

4.  Conditions of Employment 

 

The Health Employees Conditions of Employment (State) Award 2023 as varied or replaced from time to time, 

shall apply to all persons covered by this Award. 

 

In addition, the Health Industry Status of Employment (State) Award 2023, as varied or replaced from time to 

time, shall also apply to relevant employees. 

 

5.  Dispute Resolution 

 

The dispute resolution procedure contained in the Health Employees Conditions of Employment (State) Award 

2023, as varied or replaced from time to time, shall apply. 

 

6.  Anti-Discrimination 

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer. 

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award which, by its terms or operation, has a direct or indirect discriminatory effect. 
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(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment. 

 

(iv) Nothing in this clause is to be taken to affect: 

 

(a) any conduct or act which is specifically exempted from anti-discrimination legislation; 

 

(b) offering or providing junior rates of pay to persons under 21 years of age; 

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977; 

 

(d) a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction. 

 

(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause. 

 

NOTES -  

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation. 

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

"Nothing in this Act affects ... any other act or practice of a body established to propagate 

religion that conforms to the doctrines of that religion or is necessary to avoid injury to the 

religious susceptibilities of the adherents of that religion." 

 

7.  No Extra Claims 

 

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described), there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award. 

 

8.  Area, Incidence and Duration 

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates 

and allowances in the second column in Table 1 of Part B - Monetary Rates, will apply from the first 

full pay period on or after (ffppoa) 1 July 2023. 

 

(ii) This Award rescinds and replaces the Health Employees’ Pharmacists (State) Award 2022 published 4 

November 2022 (393 I.G. 94) and all variations thereof. 

 

(iii) This Award shall apply to persons employed in classifications contained herein employed in the New 

South Wales Health Service under section 115(1) of the Health Services Act 1997, or their successors, 

assignees or transmittees, excluding the County of Yancowinna.  

 

PART B 
 

MONETARY RATES 

 

Table 1 - Salaries 

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023.  
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Classification Rate from ffppoa 

01/07/2023 

Per week 

$ 

Graduate Pharmacist Unregistered 1,408.17 

Pharmacist 

Grade 1 

1st Year 1,490.86 

2nd Year 1,588.33 

3rd Year 1,693.28 

4th Year 1,881.14 

5th Year 1,939.67 

Grade 2 

1st Year 2,081.47 

2nd Year 2,148.70 

3rd Year 2,206.72 

Grade 3 

Senior Pharmacist 

Director of Pharmacy-Group 5 Hospital 

Deputy Director of Pharmacy-Group 3 Hospital 

1st Year 2,441.09 

2nd Year 2,507.14 

Grade 4 

Director of Pharmacy - Group 4 Hospital 

Deputy Director of Pharmacy - Group 2 Hospital  

1st Year 2,507.14 

2nd Year 2,589.91 

Grade 5 

Director of Pharmacy - Group 3 Hospital 

Deputy Director of Pharmacy - Group 1 Hospital 

1st Year 2,666.66 

2nd Year 2,732.03 

Grade 6 

Director of Pharmacy - Group 2 Hospital 

1st Year 2,922.20 

2nd Year 2,993.44 

Grade 7 

Director of Pharmacy - Group 1 Hospital 

Group A - 1st Year 3,143.81 

Group A - 2nd Year 3,218.45 

Group B - 1st Year 3,292.10 

Group B - 2nd Year 3,366.50 
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Table 2 - Allowances 

 

Allowance Description Rate from ffppoa 

01/07/2023  

Per week  

$ 

Fellowship Allowance (Pharmacists) 47.54 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(1930) SERIAL C9706 

 

HEALTHSHARE NSW PATIENT TRANSPORT OFFICERS' (STATE) 

AWARD 2022 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 213276 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

 

Clause No. Subject Matter 

 

1. Definitions 

2. Salaries 

3. Conditions of Employment 

4. Classifications 

5. Meals 

6. Anti-Discrimination 

7. No Extra Claims 

8. Area, Incidence and Duration 

 

PART B 

 

Table 1 - Rates of Pay 

Table 2 - Other Rates and Allowances 

 

1.  Definitions 

 

"Employer" means the Secretary of the Ministry of Health exercising employer functions on behalf of the 

Government of NSW (and includes a delegate of the Secretary). 

 

"Patient Transport Officer" means an employee of HealthShare NSW who is appointed to an approved Patient 

Transport Officer position. 

 

"Trainee Patient Transport Officer" means an employee of HealthShare NSW who is undertaking the necessary 

and relevant training and work experience as determined by the employer to become a Patient Transport 

Officer. 

 

"Union" means the Health Services Union New South Wales. 

 

2.  Salaries 

 

Full time Patient Transport Officers, as defined under this award, shall be paid the salaries as set out in Table 1 

- of Part B - Monetary Rates of this Award. 

 

3.  Conditions of Employment 

 

(i) The following awards as varied or replaced from time to time shall apply except in so far as any term of 

any of those awards are inconsistent with this award: 
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Health Employees Conditions of Employment (State) Award 2022, as varied or replaced from time to 

time; except for: 

 

Clause 3 (xii) and (xiii) - the meal break and tea break provisions do not apply; and 

 

Clause 14(i) and (vi) - do not apply, and Health Industry Status of Employment (State) Award 2021, as 

varied or replaced from time to time. 

 

In the event of any inconsistency between the above awards, the provisions in this award shall apply. 

 

4.  Classifications 

 

(i) A Trainee Patient Transport Officer is an employee who is undertaking the necessary and relevant 

training and work experience as determined by HealthShare NSW to become a Patient Transport Officer 

and who is appointed to an approved Trainee Patient Transport Officer position. 

 

This category of employee will be involved in routine and non-emergency patient transport utilising 

basic life support skills. Among other things, this category of employee will receive training and 

certification in work health and safety, first aid, driver training, patient handling, oxygen administration, 

equal employment opportunity, anti-discrimination and anti-harassment. 

 

(ii) A Patient Transport Officer is an employee who has successfully completed the necessary and relevant 

training and work experience as determined by the employer to become a Patient Transport Officer and 

who is appointed to an approved Patient Transport Officer position. Provided that such an employee 

shall be required to undertake and successfully complete further instruction/in-service courses necessary 

for Patient Transport Officers as determined by the employer. 

 

This category of employee will be involved in routine and non-emergency patient transport utilising 

basic life support skills. This category of employee will not be utilised to crew ambulances engaged in 

emergency/casualty response. 

 

Provided that such an officer shall be required to undertake and successfully complete further 

instruction/in service courses and certification examinations as required by HealthShare NSW. 

 

5.  Meals 

 

(i) Employees working shifts of less than 12 hours duration shall have one paid 30 minute crib break to be 

taken between the fourth and seventh hour unless otherwise agreed between the parties. 

 

(ii) Employees working 12 hour shifts will be entitled to two paid 30 minute crib breaks to be taken between 

the fourth and seventh hour and the eighth and eleventh hour unless otherwise agreed between the 

parties. 

 

(iii) Employees who, due to operational requirements, are unable to take their paid crib break within the 

prescribed times, or whose crib break is not completed, shall receive an additional payment of one hour 

at ordinary time. 

 

(iv) An employee who is directed to take their crib break away from her or his starting location for that shift, 

will be paid a crib away allowance as follows: 

 

(a) Where an employee is entitled to one crib break per shift the payment for any crib directed to be 

taken away from the employee’s starting location for that shift will be paid at the rate prescribed 

in Item 1 of Table 2 - Other Rates and Allowances of Part B of this Award for each occasion that 

the employee is so directed. 

 

(b) Where an employee is entitled to two crib breaks per shift the payment for any crib directed to be 

taken away from the employee’s starting location for that shift will be the paid at the rate 

prescribed in Item 2 of Table 2 - Other Rates and Allowances of Part B of this Award for each 

occasion that the employee is so directed. 
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6.  Anti-Discrimination 

 

(i) It is the intention of the parties bound by this Award to seek to achieve the object of section 3(f) if the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity 

and age. 

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this award are not directly or indirectly discriminatory effects. It will be consistent with 

the fulfilment of these obligations for the parties to make an application to vary any provisions of the 

award which, by its terms or operation, has a direct or indirect discriminatory effect. 

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment. 

 

(iv) Nothing in this clause is to be taken to affect: 

 

(a) Any conduct or act which is specifically exempt from anti-discrimination legislation. 

 

(b) Offering or providing junior rates to a person under 21 years of age. 

 

(c) Any act or practice of a body established to propagate religion which is exempted under Section 

56(d) of the Anti-Discrimination Act 1977. 

 

(d) A party to this award from pursuing matters of unlawful discrimination in a State or federal 

jurisdiction. 

 

(v) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause. 

 

Notes: 

 

(i) Employers and employees may also be subject to Commonwealth anti- discrimination legislation. 

 

(ii) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

‘Nothing in this Act affects any other act or practice of a body established to propagate religion 

that conforms to the doctrines of that religion or is necessary to avoid injury to the religious 

susceptibilities of the adherents of that religion’. 

 

7.  No Extra Claims 

 

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described), there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award. 

 

8.  Area, Incidence and Duration 

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The salaries 

and allowances in the last column of Table 1 - Salaries and Table 2 - Other Rates and Allowances of 

Part B, Monetary Rates, will apply from the first full pay period on or after (ffppoa) 1 July 2023. 

 

(ii) This Award rescinds and replaces the HealthShare NSW Patient Transport Officers (State) Award 2022 

published 4 November 2022 (393 I.G.144) and all variations thereof. 
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(iii) This Award shall apply to persons employed in classifications contained herein in the NSW Health See 

employed within HealthShare NSW under section 115(1) of the Health Services Act 1997, or any 

successors, assignees or transmittees. 

 

PART B 
 

Table 1- Salaries 

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023 

 

Classification Rate effective first full pay 

period on or after 1/07/2023 

$ 

Trainee Patient Transport Officer 1,162.13 

Patient Transport Officer 1,210.94 

 

Table 2 - Other Rates and Allowances 

 

Item Clause Allowance Description Rate effective first full pay 

period on or after 1/07/2023 

$ 

1 5(iv)(a) Crib Away Allowance (Single Crib) 25.22 

2 5(iv)(b) Crib Away Allowance (Two Cribs) 12.62 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(1884) SERIAL C9707 

 

NSW HEALTH SERVICE HEALTH PROFESSIONALS (STATE) 

AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 213696 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

1.  Arrangement 

 

Clause No. Subject Matter 

 

1. Arrangement 

2. Definitions 

3. Classification of Health Professionals 

4. Qualifications 

5. Salaries 

6. Sole Practitioner Allowance 

7. Conditions of Service  

8. Dispute Resolution 

9. Anti-Discrimination 

10. Expanded Scope of Practice 

11. No Extra Claims 

12. Translation Arrangements 

13. Personal Regrading  

14. Area, Incidence and Duration 

 

Schedule A - Health Professional Classifications 

Schedule B - Classification of Health Professional Positions 

Schedule C - Qualification Requirements 

 

PART B - MONETARY RATES 

 

Table 1 - Salary Rates 

Table 2 - Sole Practitioner Allowance 

 

2.  Definitions 

 

2.1.  "Complex" Professional Work Denotes Work which Includes Various Tasks Involving Different Processes 

and Methods that May be Unrelated. It Depends on Analysis of the Subject, Phase Or Issues Involved in 

Each Assignment and the Appropriate Course of Action May Have to be Selected from the Many 

Alternatives. the Work Involves Conditions and Elements that Must be Identified and Analysed to 

Discern Interrelationships.  

 

2.2. "Critical" professional work means a cornerstone or fundamental decision, requiring the exercise of 

sound professional judgement of the effects of a decision within a particular professional field. 

 

2.3. "Employer" means the Secretary of the Ministry of Health exercising employer functions on behalf of 

the Government of New South Wales.  
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2.4. "Heads of Departments" are responsible for leading, directing and administering a department and the 

supervision of staff that work within the department. The staff supervised may include other health 

professionals and technical and support staff. Heads of Department may have responsibilities across a 

number of facilities/sites within a Local Health District.  

 

2.5. "Health Professional" for the purposes of this Award includes employees who possess, as a minimum, a 

relevant bachelor’s degree or equivalent qualification, and who are involved in one or more of the 

following: 

 

provision of direct clinical and/or professional services to patients 

 

planning, co-ordination or evaluation of the delivery of clinical or professional services 

 

provision of professional supervision or consultation to other health professionals 

 

provision of professional education services to other health professionals 

 

management of clinical or professional services providing direct services to patients. 

 

Health professional classifications covered by this Award are listed at Schedule A.  

 

2.6. "Novel" professional work encompasses work requiring a degree of creativity, originality, ingenuity and 

initiative and of a type not normally undertaken in a department or organisational unit within a 

department. The term may refer to the introduction of a new technology or process used elsewhere. 

 

2.7. "NSW Health Service" consists of those persons who are employed under Chapter 9, Part 1, of the 

Health Services Act 1997 by the Government of NSW in the service of the Crown, as amended or varied 

from time to time. 

 

2.8. "Professional judgement" involves the application of professional knowledge and experience in defining 

objectives, solving problems, establishing guidelines, reviewing the work of others, interpreting results 

and providing and assessing advice or recommendations and other matters which have an element of 

latitude or decision making. 

 

2.9. "Professional knowledge" includes the knowledge of principles and techniques applicable to the 

profession. It is obtained during the acquisition of professional qualifications and relevant experience.  

 

2.10. "Professional supervision" refers to supervision given to subordinate health professionals from the same 

discipline, which requires the exercise of professional judgement and consists of: 

 

setting guidelines for the work of the health professional 

 

suggesting approaches to the conduct of professional work 

 

solving technical problems raised by subordinate health professionals 

 

reviewing and sometimes checking the work of other health professionals. 

 

2.11. "Union" means the Health Services Union NSW.  

 

3.  Classification of Health Professionals 

 

3.1. Health Professional positions will be classified according to the criteria set out at Schedule B of this 

Award. 

 

4.  Qualifications 

 

4.1. The minimum qualification requirements for each health professional classification are set out at 

Schedule C of this Award.  
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5.  Salaries 

 

5.1. Full time Health Professional employees shall be paid the salaries and allowances as set out in the tables 

of Part B - Monetary Rates of this Award.  

 

5.2. Minimum commencing salaries at Level 1 are as follows: 

 

5.2.1. employees who hold an appropriate degree, or other approved equivalent qualification, requiring 

three years of full-time study shall commence on the Level 1, Year 1 salary 

 

5.2.2. employees who hold an appropriate degree, or other approved equivalent qualification requiring 

more than three years full-time study shall commence on the Level 1, Year 2 salary. 

 

5.2.3. employees who have completed an undergraduate degree and a Master’s degree, or other 

approved equivalent qualifications requiring more than four years of combined full-time study 

shall commence on the Level 1, Year 3 salary. 

 

5.3. Salary progression within Levels 1 - 6 will occur following 12 months satisfactory service.  

 

6.  Sole Practitioner Allowance 

 

6.1. The sole practitioner allowance is payable to positions at Level 1 or Level 2 where position occupants:  

 

are the only practitioner of their discipline at the site; and 

 

are required to exercise independent professional judgement on a day to day basis without ready face to 

face access to another like professional who has expertise and knowledge relevant to the sole 

practitioner’s discipline for the purpose of providing informal consultation, assistance and advice; or 

 

undertakes administrative or other related responsibilities that would otherwise not be expected of a 

Level 1 or Level 2 position. 

 

6.2. The sole practitioner allowance is equal to the difference between the maximum Level 2 salary and the 

minimum Level 3 salary. The current allowance is set out at Table 2 of Part B - Monetary Rates of this 

Award. 

 

7.  Conditions of Service 

 

7.1. The Public Hospitals (Professional and Associated Staff) Conditions of Employment (State) Award 

2023 as varied or replaced from time to time, shall apply to all persons covered by this Award, 

excepting for those professions identified in subclause 7.2.  

 

7.2. The Health Employees Conditions of Employment (State) Award 2023, as varied or replaced from time 

to time, shall apply to Diversional Therapists, and Orthotists/Prosthetists covered by this Award.  

 

7.3. The Health Industry Status of Employment (State) Award 2023 as varied or replaced from time to time, 

shall also apply to relevant employees.  

 

8.  Dispute Resolution 

 

8.1. The dispute resolution procedures contained in the Awards identified in Clause 7, Conditions of Service, 

shall apply.  

 

9.  Anti-Discrimination 

 

9.1. It is the intention of the parties bound by this Award to seek to achieve the object of section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender identity 

and age. 
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9.2. It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award which, by its terms or operation, has a direct or indirect discriminatory effect.  

 

9.3. Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment. 

 

9.4. Nothing in this clause is to be taken to affect: 

 

9.4.1. any conduct or act which is specifically exempted from anti-discrimination legislation; 

 

9.4.2. offering or providing junior rates of pay to persons under 21 years of age; 

 

9.4.3. any act or practice of a body established to propagate religion which is exempted under Section 

56(d) of the Anti-Discrimination Act 1977; 

 

9.4.4. a party to this Award from pursuing matters of unlawful discrimination in any State or Federal 

jurisdiction. 

 

9.5. This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

legislation referred to in this clause. 

 

Notes: 

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation. 

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

"Nothing in this Act affects any other act or practice of a body established to propagate religion 

that conforms to the doctrines of that religion or is necessary to avoid injury to the religious 

susceptibilities of the adherents of that religion". 

 

10.  Expanded Scope of Practice 

 

10.1. Should a profession within the coverage of this Award incorporate an expanded scope of practice, the 

parties agree to discuss the impact of this on the classification structure. 

 

11.  No Extra Claims 

 

11.1. Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public 

Sector Conditions of Employment) Regulation 2014 (or its successor however described), there shall be 

no further claims/demands or proceedings instituted before the Industrial Relations Commission of New 

South Wales for extra or reduced wages, salaries, rates of pay, allowances or conditions of employment 

with respect to the employees covered by the Award that take effect prior to 30 June 2024 by a party to 

this Award. 

 

12.  Translation Arrangements 

 

12.1. The translation to the new structure for health professionals covered by this Award will be undertaken 

utilising the following basic principles.  

 

12.1.1 Anniversary/incremental date of employees will be retained.  

 

12.1.2 Relevant years of service will be counted toward placement on the new salary scale.  

 

12.1.3 Employees will be placed into a position in the new structure that is most reflective of their 

current duties and responsibilities.  
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12.1.4 Any disputes that cannot be resolved at a Local Health District level should be referred to the 

Employer and Union for consideration at a peak level committee, which will subsequently make 

a recommendation to the Local Health District.  

 

12.1.5 Nothing contained in this Award shall operate to reduce the wages or conditions of employment 

available to any employee at the time of the Award coming into effect.  

 

13.  Personal Regrading 

 

13.1. Health professionals at Level 2 may make application to the employer for personal progression to a 

Senior Clinician Level 3. A Senior Clinician Level 3 may make such an application to progress to Level 

4. 

 

13.2. An application for personal regrading will need to demonstrate that the health professional is 

consistently working at a level and undertaking duties that are equivalent to the Level and role being 

applied for. The applicant must be able to demonstrate that the claimed expertise is being utilised and 

there is a positive impact on services arising from the work of the applicant. 

 

13.3. Such applications must be provided to the direct line manager of the health professional. Applications 

must be commented upon, including whether it is supported or not and the reasons why, by the direct 

line manager and another relevant senior professional in the discipline e.g. Area Advisor. 

 

13.4. The application will then be forwarded to Human Resources, who deals with the application on the basis 

of the information and professional input provided as part of the application, or by Human Resources 

seeking additional professional input on the application, if this is seen as necessary. 

 

13.5. Human Resources will then make a recommendation on the application to the employer, or approved 

delegate, for final decision. The delegate must be provided with all relevant information on the 

application. 

 

13.6. The date of effect of any approved personal regrading will be the first full pay period on or after the date 

the application was initially provided to their direct line supervisor. 

 

13.7. If an application is declined by the employer, the health professional is to receive written advice at the 

time of being notified that their application was declined and the grounds and reasons for the decision. 

 

13.8. If the health professional wishes to pursue their application, the matter will be referred to a peak level 

(state-wide) Health Professional Regrading Committee, to be established in consultation between the 

employer and Union. Such a Committee will meet on a regular or needs basis to consider any such 

personal regrading applications from across the state and subsequently make recommendations to the 

relevant approved delegate of the employer. 

 

13.9. Any disputes that arise regarding personal regrading applications may be dealt with under the dispute 

resolution provisions of this Award. 

 

13.10. Personal gradings will not automatically transfer with a health professional should they be successful in 

gaining employment in another position within NSW Health. The transferability of a personal grading 

must be raised by the health professional as part of the selection process and addressed by the selection 

panel with the panel making a specific recommendation on transferability. The employer, or approved 

delegate, will determine whether or not the personal grading will transfer. 

 

14.  Area, Incidence and Duration 

 

14.1. This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates 

and allowances in the last second in the tables of Part B - Monetary Rates, will apply from the first full 

pay period on or after (ffppoa) 1 July 2023 

 

14.2. This Award rescinds and replaces the NSW Health Service Health Professionals (State) Award 2022 

published on 20 March 2023 (393 I.G. 1574) and all variations thereof. 
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14.3. This Award applies to persons employed in health professional classifications as defined in the NSW 

Health Service under s115(1) of the Health Services Act 1997, excluding the County of Yancowinna. 

 

SCHEDULE A  
 

HEALTH PROFESSIONAL CLASSIFICATIONS 

 

Audiologist 

 

Art Therapist 

 

Counsellor 

 

Dietitian 

 

Diversional Therapist 

 

Exercise Physiologist 

 

Genetic Counsellor 

 

Music Therapist 

 

Occupational Therapist 

 

Orthoptist 

 

Orthotist/Prosthetist 

 

Physiotherapist 

 

Play Therapist 

 

Podiatrist 

 

Sexual Assault Worker 

 

Social Worker 

 

Speech Pathologist 

 

Welfare Officer 

 

Provided that additional classifications that the Union has constitutional coverage for may be added to this list 

as agreed between the Union and the Employer.  

 

SCHEDULE B  
 

CLASSIFICATION OF HEALTH PROFESSIONAL POSITIONS 

 

Level 1 

 

Health professionals employed at Level 1 are newly qualified employees. Health professionals at this level are 

beginning practitioners who are developing their skills and competencies.  

 

Level 1 staff are responsible and accountable for providing a professional level of service to the health facility.  
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Level 1 staff work under discipline specific professional supervision. Level 1 staff exercise professional 

judgement commensurate with their years of experience, as experience is gained, the level of professional 

judgement increases and direct professional supervision decreases.  

 

Level 1 staff participate in quality activities and workplace education.  

 

After working as a health professional for 12 months, Level 1 staff may be required to provide supervision to 

undergraduate student on observational placements and to work experience students. 

 

Commencing rates for Level 1 staff are prescribed in clause 5 Salaries.  

 

Level 2 

 

Progression to Level 2 from Level 1 is automatic following completion of 12 months satisfactory service at the 

Level 1 Year 4 salary step.  

 

Level 2 health professionals are expected to have obtained respective new practitioner competencies and to 

perform duties in addition to those at Level 1.  

 

Health professionals at this level are competent independent practitioners who have at least 3 years clinical 

experience in their profession and work under minimal direct professional supervision.  

 

Positions at this level are required to exercise independent professional judgement on routine matters. They 

may require direct professional supervision from more senior staff members when performing novel, complex 

or critical tasks. 

 

Level 2 staff may be required to supervise Level 1 health professionals and technical and support staff as 

required. 

 

Level 2 health professionals may be required to teach and supervise undergraduate students, including those on 

clinical placements.  

 

Positions at this level assist in the development of policies, procedures, standards and practices, participate in 

quality improvement activities and may participate in clinical research activities as required. 

 

Sole Practitioner Allowance 

 

The sole practitioner allowance is only payable in the circumstances prescribed in clause 6 Sole Practitioner 

Allowance.  

 

Levels 3 and 4 

 

Positions at Levels 3 and 4 may have a clinical, education or management focus or may have elements of all 

three features. 

 

Health professionals working in positions at Levels 3 and 4 are experienced clinicians who possess extensive 

specialist knowledge or a high level of broad generalist knowledge within their discipline. Level 3 and 4 staff 

demonstrate advanced reasoning skills and operate autonomously with minimum direct clinical supervision. 

Level 3 and 4 staff provide clinical services to client groups and circumstances of a complex nature requiring 

advanced practice skills. They are able to apply professional knowledge and judgement when performing 

novel, complex or critical tasks specific to their discipline.  

 

Staff at this level are expected to exercise independent professional judgement when required in solving 

problems and managing cases where principles, procedures, techniques and methods require expansion, 

adaptation or modification.  

 

Level 3 and 4 staff have the capacity to provide clinical supervision and support to Level 1 and 2 health 

professionals, technical and support staff. Level 3 and 4 staff are involved in planning, implementing, 
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evaluating and reporting on services. Level 3 and 4 staff identify opportunities for improvement in clinical 

practice, develop and lead ongoing quality improvement activities with other staff.  

 

The expertise, skills and knowledge of a Level 3 or 4 health professional is such that they may have the 

responsibility of a consultative role within their area(s) of expertise. Level 3 and 4 staff may also conduct 

clinical research and participate in the provision of clinical in-service education programs to staff and students.  

 

Level 3 and 4 staff may be required to manage specific tasks or projects.  

 

Roles that may be undertaken at Levels 3 and 4 include, but are not limited to, the following: 

 

Senior Clinician 

 

The employer will establish Senior Clinician positions at Level 3 or Level 4 as it deems appropriate based on 

the needs of the service. 

 

Health professionals at Level 2 may also make application to the employer for personal progression to a Senior 

Clinician Level 3. A Senior Clinician Level 3 may make such an application to progress to Level 4. Such 

personal progression will be via the process prescribed in Clause 13, Personal Regrading.  

 

Senior Clinician (Level 3) 

 

Level 3 Senior Clinicians include the following:  

 

A health professional who has a recognised clinical specialty within their discipline and works in an area that 

requires high levels of clinical expertise and knowledge in that specialty.  

 

A health professional with generalist skills who would usually work in a regional or rural area and would 

possess high level clinical skills enabling them to work across a range of clinical areas within their discipline.  

 

A Level 3 Senior Clinician may have an operational/supervisory role in a small facility. This would be under 

the direction of a Department Head with responsibilities across a zone, region or cluster. 

 

Senior Clinician (Level 4) 

 

In addition to applying high level clinical skills as expected for a Senior Clinician, Level 4 Senior Clinicians 

may be specialists or generalists as follows: 

 

A Level 4 Senior Clinician’s expertise in their area of specialty is such that they provide a consultancy service 

in their speciality area across an Area, geographic region or clinical network.  

 

A Level 4 Senior Clinician’s breadth of knowledge and expertise in general practice is such that they provide a 

consultancy service on a range of clinical areas within their discipline across an Area, geographic region or 

clinical network. A generalist Level 4 Senior Clinician would usually work in a rural or regional area.  

 

Level 4 Senior Clinicians provide advice to service managers on clinical service delivery development, practice 

and redesign. A Level 4 Senior Clinician will have the ability to assist and provide guidance to service 

managers in the development of clinical services in response to demand and client needs. Level 4 Senior 

Clinicians make a contribution to education activities related to their area of expertise.  

 

Deputy Department Head  

 

Deputy to a Department Head at Level 5 as well as maintaining a clinical load - Level 3.  

 

Deputy to a Department Head at Level 6, as well as maintaining a clinical load - Level 4. 

 

Whilst the criteria for a Deputy Department Head will generally rely upon the Level of the Department Head, 

this does not preclude the employer from taking into account other aspects or demands of the role required 
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including a significant variance between the actual number of staff supervised to the FTE figure, organisational 

complexity, range and scope of duties and other responsibilities to be undertaken. 

 

Unit Head or Team Leader 

 

A unit head or team leader is responsible for the leadership, guidance and line management of a multi-

disciplinary clinical unit or specialist team that may work across a geographic region, zone or clinical network. 

The work involves supervision of other health professionals or other technical and support staff as well as a 

clinical load.  

 

Up to 5 other full-time equivalent health professionals or other technical or support staff providing 

clinical input - Level 3 

 

More than 5 - 10 other full-time equivalent health professionals or other technical or support staff 

providing clinical input - Level 4 

 

The criteria for a unit head or team leader will generally rely upon the number of full-time equivalent (FTE) 

health professionals or other technical or support staff supervised, although this does not preclude the employer 

from taking into account other aspects or demands of the role required including a significant variance between 

the actual number of staff supervised to the FTE figure, organisational complexity, range and scope of duties 

and other responsibilities to be undertaken. 

 

Department Head (Level 4) 

 

Where the department contains up to 5 full-time equivalent health professionals or other technical or support 

staff providing clinical input Department Heads at Level 4 are also required to maintain a clinical load 

 

The criteria for a Department Head will generally rely upon the number of full-time equivalent (FTE) health 

professionals or other technical and support staff within a department. This does not preclude the employer 

from taking into account other aspects or demands of the role required including a significant variance between 

the actual number of staff managed to the FTE figure, organisational complexity, range and scope of duties and 

other responsibilities to be undertaken.  

 

Student Educator (Level 4) 

 

A student educator is responsible for the discipline specific clinical supervision, teaching and co-ordination of 

educational activities for students on clinical placements within one or more health facilities. This involves 

liaison with education providers regarding educational outcomes of the clinical placement and student 

education and placement quality evaluation within an area, region, network or zone. The work may include 

contributing to discipline workforce research or clinical placement improvement initiatives.  

 

A student educator may also be required to undertake research into adult education principles, models of best 

practice in training and education and training program development as required, in order to support and 

improve the delivery of training to students.  

 

The student educator may also have a clinical load.  

 

Levels 5 and 6 

 

Positions at Levels 5 and 6 may have a clinical, education or management focus or may have elements of all 

three features. 

 

Positions at Levels 5 and 6 deliver and/or manage and direct the delivery of services in a complex clinical 

setting.  

 

Staff at this level perform novel, complex and critical discipline specific clinical work with a high level of 

professional knowledge and by the exercise of substantial professional judgement. 
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Health professionals at this level would undertake work with significant scope and/or complexity and/or 

undertake professional duties of an innovative, novel and/or critical nature without direction.  

 

Work is usually performed without direct supervision with a discretion permitted within the boundaries of 

broad guidelines to achieve organisational goals.  

 

Roles that may be undertaken at Levels 5 and 6 include, but are not limited to, the following: 

 

Department Head 

 

Department Heads at these levels may also be required to maintain a clinical load 

 

Where the department contains more than 5 - 15 other full-time equivalent health professionals or other 

technical and support staff providing clinical input - Level 5 

 

Where the department contains more than 15 - 25 other full-time equivalent health professionals or other 

technical and support staff providing clinical input - Level 6 

 

The criteria for a Department Head will generally rely upon the number of full-time equivalent (FTE) health 

professionals or other technical and support staff within a department. This does not preclude the employer 

from taking into account other aspects or demands of the role required including a significant variance between 

the actual number of staff managed to the FTE figure, organisational complexity, range and scope of duties and 

other responsibilities to be undertaken. 

 

Deputy Department Head 

 

Deputy to a Department Head at Level 7, Grade 1, as well as maintaining a clinical load - Level 5 

 

Deputy to a Department Head at Level 7, Grade 2, as well as maintaining a clinical load - Level 6.  

 

The criteria for a Deputy Department Head will generally rely upon the Level of the Department Head. This 

does not preclude the employer from taking into account other aspects or demands of the role required 

including a significant variance between the actual number of staff managed to the FTE figure, organisational 

complexity, range and scope of duties and other responsibilities to be undertaken. 

 

Unit Head or Team Leader 

 

A unit head or team leader is responsible for the leadership, guidance and line management of a multi-

disciplinary clinical unit or specialist team that may work across a geographic region, zone or clinical network. 

The work involves supervision of other health professionals or technical or support staff as well as a clinical 

load.  

 

More than 10 - 20 other full-time equivalent health professionals or other technical or support staff providing 

clinical input - Level 5 

 

More than 20 - 30 other full-time equivalent health professionals or other technical or support staff providing 

clinical input - Level 6 

 

The criteria for a unit head or team leader will generally rely upon the number of full-time equivalent health 

professionals or other technical or support staff supervised, although this does not preclude the employer from 

taking into account other aspects or demands of the role required including a significant variance between the 

actual number of staff managed to the FTE figure, organisational complexity, range and scope of duties and 

other responsibilities to be undertaken. 

 

Health Professional Educator (Level 5) 

 

This position facilitates learning and professional development for health professionals, technical and support 

staff. The Health Professional Educator may work across a geographic region, zone or clinical network. The 

Health Professional Educator is responsible for the design, development, delivery and evaluation of education 
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programs including continuing professional education, new graduate orientation and general staff development 

courses. The role may also entail instructional design and research into education best practice to support 

ongoing learning and development of clinical staff. 

 

Clinical Specialist (Level 6) 

 

Discipline specific clinical specialists are recognised as experts in their field at an advanced level of clinical 

expertise and practice.  

This advanced level of expertise will be demonstrated by the fact that the health professional: 

 

has extensive experience in their field of expertise; and 

 

is actively contributing to their clinical field of expertise by presenting papers at conferences and 

contributing to peer reviewed journals 

 

A clinical specialist will possess 

 

clinically relevant post graduate qualifications; or 

 

have gained peer recognition by a panel of discipline colleagues, professional association or professional 

registration body in the relevant clinical speciality area; or 

 

a substantive academic conjoint appointment. 

 

In recognition of their superior clinical expertise, a position at this level is responsible for quality assurance, 

development of better practice and clinical research within a facility and is actively involved in teaching staff 

and students in their field of expertise. The clinical specialist also has responsibility for education support to 

other clinicians in the management of patients requiring ongoing specialist treatment in a geographic network, 

region or zone. Clinical specialists will also participate on relevant high level committees. A clinical specialist 

can also undertake, dependent on workloads, specific supervisory, management or educative roles.  

 

Level 7 

 

Positions at Level 7 are managers, leaders or deputy managers of large units, teams or departments.  

 

The work requires considerable co-ordination and the position is responsible for human, physical and financial 

resources. The position contributes directly to the development of policy for the work area and must have a 

sound understanding of the broader policy and strategic context.  

 

Programs, strategies and priorities are generally decided at a higher management level but positions at this level 

have the authority to decide how to achieve results within the limits of available resources.  

 

Decisions at this level have direct consequences on the achievement of results for the area for which the 

position is responsible.  

 

Level 7 positions may maintain a clinical load or may be required to provide an expert speciality consultancy 

role in their area of expertise. 

 

The size and complexity of the areas managed and the consequent impact on the nature of the work and are 

reflected in the different grading of positions as follows:  

 

Deputy Department Head 

 

Deputy to a Department Head at Level 7, Grade 3, as well as maintaining a clinical load - Level 7, Grade 1.  

 

Whilst the criteria for a Deputy Department Head will generally rely upon the Level of the Department Head, 

this does not preclude the employer from taking into account other aspects or demands of the role required 

including a significant variance between the actual number of staff managed to the FTE figure, organisational 

complexity, range and scope of duties and other responsibilities to be undertaken. 
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Unit Head or Team Leader 

 

A unit head or team leader is responsible for the professional leadership, guidance and line management of a 

multi-disciplinary clinical unit or specialist team that may work across a geographic region, zone or clinical 

network. The work involves supervision of other health professionals or technical or support staff.  

 

More than 30 - 45 other full-time equivalent health professionals or technical and other staff providing clinical 

input - Level 7, Grade 1 

 

More than 45 - 60 full-time equivalent health professionals or technical and other staff providing clinical input - 

Level 7, Grade 2 

 

The criteria for a unit head or team leader will generally rely upon the number of full-time equivalent (FTE) 

health professionals or technical and other support staff supervised, although this does not preclude the 

employer from taking into account other aspects or demands of the role required including a significant 

variance between the actual number of staff managed to the FTE figure, organisational complexity, range and 

scope of duties and other responsibilities to be undertaken. 

 

Department Head 

 

Where the department contains more than 25 - 40 other full-time equivalent health professionals or technical 

and other support staff providing clinical input - Level 7, Grade 1 

 

Where the department contains more than 40 - 55 other full-time equivalent health professionals or technical 

and other support staff providing clinical input - Level 7, Grade 2 

 

Where the department contains more than 55 other full-time equivalent health professionals or technical and 

other support staff providing clinical input - Level 7, Grade 3 

 

The criteria for a Department Head will generally rely upon the number of full-time equivalent (FTE) health 

professionals or other support staff within a department. This does not preclude the employer from taking into 

account other aspects or demands of the role required including a significant variance between the actual 

number of staff managed to the FTE figure, organisational complexity, range and scope of duties and other 

responsibilities to be undertaken. 

 

Level 8 

 

Discipline Specific Director/Advisor 

 

Positions at this level lead, direct, co-ordinate and provide strategic advice on major functions or work areas 

within a Local Health District(s), a geographic region, zone or clinical network. Positions at this level will 

make a major contribution towards the development and achievement of the strategic directions of the Local 

Health District(s). They have significant responsibility for the resources under their control.  

 

Discipline Directors/Advisors will exercise a high degree of independence in the determination of overall 

workforce and clinical service strategies, priorities, work standards and the allocation of resources.  

 

The position will make independent decisions related to area wide expert practice in their field and will be 

responsible for outcomes for clients and the organisation from the practice of other health professionals and 

staff. The position participates in strategic management and service development decisions.  

 

The position requires expert professional knowledge of methods, principles and practice and skills across client 

groups and work areas.  

 

Positions at this level are required to apply senior strategic processes in the management of departmental 

resources and services.  

 

Positions at this level have a combination of operational and strategic roles as follows: 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 395 1 September 2023 

 - 50 - 

has professional responsibility with regard to strategic workforce and service development and 

professional practice across a Local Health District(s), a geographic region, zone or clinical network 

 

provides professional co-ordination and leadership across a Local Health District(s), a geographic 

region, zone or clinical network to department heads  

 

acts as a central point of contact for strategic consultation and liaison with Senior Executive 

management and the Allied Health Director/Advisor 

 

may have a dual role of department head 

 

may be required to provide an expert speciality consultancy role in their area of expertise 

 

may be involved in the provision of relevant clinical or leadership training, management development 

and/or mentoring to staff within the Local Health District(s), geographic region, zone or clinical 

network. 

 

The varying size and complexity of disciplines and the scope of the Discipline Director/Advisor positions and 

the consequent impact on the nature of the work are reflected in the different grading of positions as follows: 

 

Where the area of responsibility includes up to 25 full-time equivalent health professionals or technical 

and other support staff providing clinical input - Level 8, Grade 1 

 

Where the area of responsibility includes more than 25 - 55 full-time equivalent health professionals or 

technical and other support staff providing clinical input - Level 8, Grade 2 

 

Where the area of responsibility includes more than 55 - 100 other full-time equivalent health 

professionals or technical and other support staff providing clinical input - Level 8, Grade 3 

 

Where the area of responsibility includes more than 100 other full-time equivalent health professionals 

or technical other support staff providing clinical input - Level 8, Grade 4.  

 

The criteria for a Discipline Director/Advisor positions will generally rely on the number of full-time 

equivalent health professionals or technical and other support staff within the area of responsibility. This does 

not preclude the employer from taking into account other aspects or demands of the role required including a 

significant variance between the actual number of staff managed to the FTE figure, organisational complexity, 

range and scope of duties and other responsibilities to be undertaken. 

 

SCHEDULE C  
 

QUALIFICATION REQUIREMENTS 

 

Audiologist 

 

Must hold a Master’s degree in clinical audiology which provides eligibility for full membership of the 

Audiological Society of Australia, or other qualification deemed equivalent by the employer.  

 

Art Therapist 

 

Must hold a Master’s degree in art therapy which provides eligibility for professional membership of the 

Australian, New Zealand and Asian Creative Arts Therapies Association, or other qualification deemed 

equivalent by the employer.  

 

Counsellor 

 

Must hold as a minimum a bachelor’s degree in counselling or a related field, or other qualification deemed 

equivalent by the employer. 
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Dietitian 

 

Must hold a bachelor or post graduate degree in nutrition and dietetics that provides eligibility for full 

membership of the Dietitians Association of Australia, or other qualification deemed equivalent by the 

employer.  

 

Diversional Therapist 

 

Must hold a health science or applied science bachelor’s degree in leisure, recreation or diversional therapy 

recognised by the Diversional Therapy Association of Australian National Council, or other qualification 

deemed equivalent by the employer.  

 

Exercise Physiologist 

 

Must hold a bachelor’s degree in exercise and sports science, or other qualification deemed equivalent by the 

employer. 

 

Genetics Counsellor 

 

Must have an undergraduate degree in a non-nursing, non-medical discipline and in addition hold a post 

graduate qualification in genetic counselling or have attained Part I certification in genetics counselling from 

the Human Genetics Society of Australasia.  

 

Music Therapist 

 

Must hold as a minimum a bachelor or post graduate degree in music therapy which provides eligibility for 

registration with the Australian Music Therapy Association, or other qualification deemed equivalent by the 

employer.  

 

Occupational Therapist 

 

Must hold qualifications recognised for registration with the Occupational Therapy Board of Australia.  

 

From 1 July 2012, must hold general registration with the Occupational Therapy Board of Australia. 

 

Orthoptist 

 

Must hold as a minimum a bachelor or post graduate degree in Orthoptics which provides eligibility for 

registration with the Australian Orthoptic Board, or other qualification deemed equivalent by the employer.  

 

Orthotist/Prosthetist 

 

Must hold as a minimum a bachelor’s degree in prosthetics and/or orthotics which provides eligibility for 

membership of the Australian Orthotic Prosthetic Association, or other qualification deemed equivalent by the 

employer.  

 

Physiotherapist 

 

Must hold qualifications recognised for registration with the Physiotherapy Board of Australia. 

 

Must hold general registration with the Physiotherapy Board of Australia. 

 

Play Therapist 

 

Must hold a Bachelor of Early Childhood, primary teaching or a related field that includes two years study in 

child development, or other qualification deemed equivalent by the employer.  
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Podiatrist 

 

Must hold qualifications recognised for registration with the Podiatry Board of Australia. 

 

Must hold general registration with the Podiatry Board of Australia.  

 

Sexual Assault Worker 

 

Must hold as a minimum a bachelor’s degree in a relevant field such as counselling or other qualification 

deemed equivalent by the employer. 

 

Social Worker 

 

Must hold as a minimum a bachelor’s degree in social work which provides eligibility for membership of the 

Australian Association of Social Workers, or other qualification deemed equivalent by the employer.  

 

Speech Pathologist 

 

Must hold a bachelor’s or post graduate degree in speech pathology which provides eligibility for membership 

of Speech Pathology Australia, or other qualification deemed equivalent by the employer.  

 

Welfare Officer 

 

Must hold a minimum of a bachelor’s degree in a relevant field e.g. community welfare, or other qualification 

deemed equivalent by the employer.  

 

PART B  
 

MONETARY RATES 

 

Table 1 – Salaries 
In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the applicable 

rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 2023. 

 

Classification Rate from ffppoa  

01/07/23  

Per Annum  

$ 

Health Professional Classifications 

Audiologist, Art Therapist, Counsellor, Dietitian, Diversional Therapist, Exercise Physiologist, Genetics 

Counsellor, Music Therapist, Occupational Therapist, Orthoptist, Orthotist /Prosthetist, Physiotherapist, 

Play Therapist, Podiatrist, Sexual Assault Worker, Social Worker, Speech Pathologist, Welfare Officer 

Level 1 

Year 1 70,944 

Year 2 73,484 

Year 3 77,796 

Year 4 82,899 

Level 2 

Year 1 88,379 

Year 2 93,763 

Year 3 98,156 

Year 4 101,211 

Level 3 

Year 1 108,595 

Year 2 112,114 

Level 4 

Year 1 117,544 

Year 2 120,393 
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Level 5 

Year 1 126,240 

Year 2 129,309 

Level 6 

Year 1 135,544 

Year 2 138,900 

Level 7 

Grade 1 145,669 

Grade 2 152,780 

Grade 3 160,241 

Level 8 

Grade 1 152,780 

Grade 2 160,241 

Grade 3 168,080 

Grade 4 176,309 

 

Table 2 - Sole Practitioner Allowance 

 

Clause Allowance Description Rate from ffppoa  

01/07/23  

Per Annum 

$ 

6 Sole Practitioner Allowance (Health Professional) 7,679 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(1889) SERIAL C9708 

 

PUBLIC HOSPITAL MEDICAL PHYSICISTS (STATE) AWARD 2023 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Ministry of Health. 

 
(Case No. 213713 of 2023) 

 

Before Chief Commissioner Constant 17 August 2023 

 

AWARD 

 

PART A 

 

Arrangement 

 

Clause No. Subject Matter 

 

1. Definitions 

2. Conditions of Employment 

3. Progression of Medical Physicists 

4. No Extra Claims  

5. Area, Incidence and Duration 

 

PART B 

 

Table 1 - Salary rates for Accredited Medical Physicists 

Table 2 - Salary rates for Non-Accredited Medical Physicists 

 

PART C 

 

Transitional Arrangements 

Transition Table from Hospital Scientists’ Scale to New 

Structure 

 

PART A 
 

1.  Definitions 

 

Unless the context otherwise indicates or requires the several expressions hereunder defined shall have their 

respective meaning assigned to them: 

 

‘Accredited Medical Physicist’ means a Medical Physicist who has been awarded accreditation /equivalent by 

the relevant ACPSEM accreditation panel for a Medical Physics specialty, or by another suitably recognised 

accreditation body acceptable to the Secretary, Ministry of Health.  Such specialties include, but are not limited 

to Radiation Oncology, Nuclear Medicine, and Diagnostic Radiology.  

 

‘ACPSEM’ means the Australasian College of Physical Scientists and Engineers in Medicine. 

 

‘Director Medical Physics Specialist’ means a Medical Physics Specialist with experience and competency at 

least equivalent to that of a Senior Medical Physics Specialist Year 4, with direct supervision of at least two 

other Medical Physics Specialists (or higher grade) and who meets one of the following criteria: 

 

- is responsible for a physics specialty at a site, 

 

- is responsible for multiple specialties at a site,  
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- is responsible for a single specialty across multiple sites (including responsibility for Directors of 

a speciality). 

 

The Director will be appointed at a level dependent on the number of FTE Medical Physics Specialists 

(or higher grade) under line supervision: 

 

Level 1: 2 to 5 

 

Level 2: >5 to 10 

 

Level 3: >10 

 

‘Medical Physicist’ is a generic description for the purposes of this Award. It refers to all persons employed as 

a Medical Physics Registrar, and also employed in either capacity of an accredited or non-accredited Medical 

Physics Specialist, Senior Medical Physics Specialist, Principal Medical Physics Specialist and Director, 

Medical Physics Specialist. 

 

‘Medical Physics Registrar’ means a person who is employed and undergoing training, including but not 

limited to the ‘Training, Education and Accreditation Program’ (TEAP), in a medical physics specialty towards 

obtaining accreditation by ACPSEM, or such other accreditation body acceptable to the Secretary, Ministry of 

Health.  

 

‘Medical Physics Specialist’ means a person with qualifications and clinical experience acceptable to the 

Secretary, Ministry of Health and ACPSEM, or such other accreditation body acceptable to the Secretary, 

Ministry of Health, and who is qualified to be employed under this Award as a Medical Physics Specialist. 

 

‘Non-Accredited Medical Physicist’ means a person who is employed as a Medical Physicist but who does not 

satisfy the definition of an ‘Accredited Medical Physics Specialist’ under this Award. For salary purposes, a 

non-accredited Medical Physicist is to be translated to the appropriate classification and rate as shown in Table 

2, Salary rates for ‘Non-Accredited Medical Physicists’, until such time as they satisfy the accreditation 

process. The rates for non-accredited Medical Physicists are discounted by 10% at the Medical Physics 

Specialist level, by 4% at the Senior Medical Physics Specialist level, and by 3% at the Principal Medical 

Physics Specialist and Director levels.  

 

‘NSW Health Service’ is as defined at Section 115 of the Health Services Act 1997, as amended or varied from 

time to time. 

  

‘Public Health Organisation’ is as defined at Section 7 of the Health Services Act 1997, as amended or varied 

from time to time. 

 

‘Senior Medical Physics Specialist’ means a Medical Physics Specialist with 5 years post-accreditation as a 

Medical Physics Specialist and whose progression has been approved by the progression committee as per the 

determined criteria. 

 

‘Principal Medical Physics Specialist’ means a Senior Medical Physics Specialist year 4 whose progression to 

this level has been approved by the progression committee as per the determined criteria.  

 

‘Union’ means the Health Services Union NSW. 

 

2.  Conditions of Employment 

 

The Hospital Scientists (State) Award 2023, (the “Conditions Award”), as varied or replaced from time to time, 

shall apply to all employees covered by this Award, excepting for those conditions expressly contained in this 

Award. 

 

For the purposes of establishing such conditions, the following classifications in this Award of ‘Medical 

Physics Registrar’ and ‘Medical Physics Specialist Year 1’ will be afforded the conditions available to the 

classification of Hospital Scientist in the Conditions Award.  
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For the purposes of establishing such conditions, the following classifications in this Award of ‘Medical 

Physics Specialist Year 2 - Year 5’ inclusive, will be afforded the conditions available to the classification of 

Senior Hospital Scientist in the Conditions Award.  

 

Further, for the purposes of establishing such conditions, the following classifications in this Award of ‘Senior 

Medical Physics Specialist’ and ‘Director Medical Physics Specialist’ will be afforded the conditions available 

to the classification of Principal Hospital Scientist in the Conditions Award.  

 

3.  Progression of Medical Physicists 

 

Progression Committee.  A committee consisting of three Director or Principal Medical Physics Specialists, at 

least two of whom are in the same specialty as the applicant, shall be constituted to consider and, if appropriate, 

recommend to the Ministry of Health upon application by the employing public health organisation: 

 

(i) The promotion of a Medical Physics Specialist to Senior Medical Physics Specialist 

 

(ii) The promotion of a Senior Medical Physics Specialist to Principal Medical Physics Specialist. 

 

4.  No Extra Claims 

 

Other than as provided for in the Industrial Relations Act 1996 and the Industrial Relations (Public Sector 

Conditions of Employment) Regulation 2014 (or its successor however described), there shall be no further 

claims/demands or proceedings instituted before the Industrial Relations Commission of New South Wales for 

extra or reduced wages, salaries, rates of pay, allowances or conditions of employment with respect to the 

employees covered by the Award that take effect prior to 30 June 2024 by a party to this Award. 

 

5.  Area, Incidence and Duration 

 

(i) This Award takes effect from 1 July 2023 and shall remain in force for a period of one year. The rates in 

the second column in the tables of Part B - Monetary Rates will apply from the first full pay period on or 

after (ffppoa) 1 July 2023.  

 

(ii) This Award rescinds and replaces the Public Hospital Medical Physicists (State) Award 2022, published 

20 October 2022 (392 I.G. 1322) and all variations thereof. 

 

(iii) This Award shall apply to employees as defined herein employed in public hospitals and local health 

districts in the State, excluding the County of Yancowinna, within the jurisdiction of the Public Health 

Employees (State) Industrial Committee. 

 

PART B 
 

Table 1 - Salary Rates for Accredited Medical Physicists 

 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the 

applicable rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 

2023. 

 

Classification Rates from ffppoa 

01/07/2023  

Per annum 

$ 

Accredited Medical Physicists 

Medical Physics Registrar 

Year 1 77,572 

Year 2 85,802 

Year 3 94,036 

Year 4 102,271 

Year 5 and thereafter 110,487 
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Medical Physics Specialist 

Year 1 126,954 

Year 2 143,420 

Year 3 159,868 

Year 4 176,335 

Year 5 and thereafter 192,788 

Senior Medical Physics Specialist 

Year 1 201,022 

Year 2 209,255 

Year 3 217,488 

Year 4 and thereafter 225,719 

Principal Medical Physics Specialist 

Year 1 and thereafter 233,937 

Director Medical Physics Specialist 

Level 1 233,937 

Level 2 245,474 

Level 3 258,636 

 

Table 2 - Salary Rates for Non-Accredited Medical Physicists 
 

In the period 1 July 2023 to the commencement of the first full pay period on or after 1 July 2023, the applicable 

rates of pay are those that applied immediately prior to the first full pay period on or after 1 July 2023. 

 

Classification Rates from ffppoa 

01/07/2023  

Per annum  

$ 

Non-Accredited Medical Physicists 

Medical Physics Registrar 

Year 1 77,572 

Year 2 85,802 

Year 3 94,036 

Year 4 102,271 

Year 5 and thereafter 110,487 

Medical Physics Specialist (-10%) * 

Year 1 114,259 

Year 2 129,078 

Year 3 143,881 

Year 4 158,702 

Year 5 and thereafter 173,509 

Senior Medical Physics Specialist (-4%) # 

Year 1 192,981 

Year 2 200,885 

Year 3 208,788 

Year 4 and thereafter 216,690 

Principal Medical Physics Specialist (-3%) ^ 

Year 1 and thereafter 226,919 

Director Medical Physics Specialist (-3%) ^ 

Level 1 226,919 

Level 2 238,110 

Level 3 250,877 

Note: 

* Reduced by 10% 

# Reduced by 4% 

^ Reduced by 3% 
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PART C 
 

Transitional Arrangements 

 

(i) Non-accredited Medical Physicists are to remain on the appropriate non-accredited Medical Physicist 

classification until such time as they satisfy the accreditation process. In the meantime, they are entitled 

to 4 hours per week of their normal weekly hours to study for accreditation in which they have enrolled 

for a period of up to 2 years. 

 

(ii) Medical Physicists whose accreditation is delayed due to ACPSEM processing of candidates will have 

their start date for progression backdated to the first exam after the application to correct for this delay 

and receive payment to meet the loss in earnings due to the said delay. 

 

(iii) A Medical Physicist currently employed as a Deputy Chief Medical Physicist or Deputy Director of 

Medical Physics will transfer to Senior Medical Physics Specialist Year 1 or at the level corresponding 

to their current position, as per Part C, Transition Table, whichever is the higher. A Medical Physicist 

currently in-charge of a specialty and employed on the Principal Hospital Scientist level (job title Chief 

Medical Physicist or Director of Medical Physics, or similar) will transfer to Director Medical Physics 

Specialist. 

 

(iv) It is expected that Medical Physicists who were employed prior to the implementation of this Award as 

a Senior Hospital Scientist years 6 to 8, and who were directly responsible for an area within a specialty 

in medical physics, will be promoted to the Senior Medical Physics Specialist Year 1 rate upon 

submitting a summary of their duties and responsibilities to their employer. It would be expected the 

summary be supported by the Senior Hospital Scientist’s line supervisor. Such promotions should be 

implemented as soon as possible after the implementation of this Award, but no later than 3 months 

from that date. In case of disputes, subclause 3(i) applies. 

 

(v) In the case of Medical Physicists employed prior to this Award as Hospital Scientist Years 1 to 6, such 

Medical Physicists are to transfer to rates for Medical Physics Registrars as shown in Part C, Transition 

Table. Such Medical Physicists are not Registrars in the context of this Award and can progress through 

either the accredited and non-accredited scales according to the appropriate criteria, and their 

accreditation status. 

 

Transition Table from Hospital Scientists’ Scale to New Structure 

 

Current Hospital Scientists Award level Transfer to new Medical Physicists Award level 

 Medical Physics Registrar Year 1 

Hospital Scientist Year 1 Medical Physics Registrar Year 2 

Hospital Scientist Year 2 Medical Physics Registrar Year 3 

Hospital Scientist Year 3  
Medical Physics Registrar Year 4 

Hospital Scientist Year 4  

Hospital Scientist Year 5  
Medical Physics Registrar Year 5 

Hospital Scientist Year 6 

Hospital Scientist Year 7 
Medical Physics Specialist Year 1 

Hospital Scientist Year 8 

Senior Hospital Scientist Year 1 
Medical Physics Specialist Year 2 

Senior Hospital Scientist Year 2 

Senior Hospital Scientist Year 3 
Medical Physics Specialist Year 3 

Senior Hospital Scientist Year 4 

Senior Hospital Scientist Year 5 
Medical Physics Specialist Year 4 

Senior Hospital Scientist Year 6 

Senior Hospital Scientist Year 7 
Medical Physics Specialist Year 5 

Senior Hospital Scientist Year 8 

Principal Hospital Scientist Year 1 
Senior Medical Physics Specialist Year 1 

Principal Hospital Scientist Year 2 
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Principal Hospital Scientist Year 3 
Senior Medical Physics Specialist Year 2 

Principal Hospital Scientist Year 4 

Principal Hospital Scientist Year 5 
Senior Medical Physics Specialist Year 3 

Principal Hospital Scientist Year 6 

Principal Hospital Scientist Year 7 
Senior Medical Physics Specialist Year 4  

Principal Hospital Scientist Year 8 

Principal Hospital Scientist Year 9 
Principal Medical Physics Specialist 

Principal Hospital Scientist Year 10 

Chief Medical Physicist Director Medical Physics Specialist 

 

 

 

N. CONSTANT, Chief Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(1928) SERIAL C9695 

 

INSURANCE AND CARE NSW AWARD 2022 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by Insurance and Care NSW (icare). 

 
(Case No. 260884 of 2023) 

 

Before Commissioner Sloan 24 August 2023 

 

VARIATION 

 

1. Delete Section 6 - Leave of the arrangement, of the award published 20 January 2023 (393 I.G. 1184) 

insert in lieu thereof the following: 

 

SECTION 6 - LEAVE 

 

58. Leave - General Provisions 

59. Absence from Work 

60. Applying for Leave 

61. Extended Leave 

62. Family and Community Service Leave 

63. Leave Without Pay 

64. Military Leave 

65. Observance of Essential Religious or Cultural 

Obligations 

66. Parental Leave 

66A. Sector-wide parental leave enhancements 

67. Purchased Leave 

68. Recreation Leave 

69. Annual Leave Loading 

70. Sick Leave 

71. Sick Leave - Requirements for Evidence of Illness 

72. Sick Leave to Care for a Family Member 

73. Sick Leave - Workers Compensation 

74. Sick Leave - Claims Other Than Workers 

Compensation 

75. Special Leave 

76. Leave for Matters Arising from Domestic Violence 

76A. Leave for employees providing support to people 

experiencing domestic and family violence 

 

2. Delete subclause 3.16 of clause 3, Definitions and insert in lieu thereof the following: 

 

3.16 Domestic violence is any behaviour in an intimate, family or domestic relationship, which is violent, 

threatening, coercive, controlling or causes a person to live in fear for their own or someone else's 

safety. It may be a pattern of ongoing controlling or coercive behaviour. 

 

3.16.1 An intimate relationship refers to people who are or have been in an intimate partnership, 

whether or not the relationship involves or has involved a sexual relationship, for example, 

married, engaged to be married, separated, divorced, de facto partners, couple promised to each 

other under cultural or religious tradition, or who are dating. 

 

3.16.2 A family relationship has a broader definition and includes people who are related to another 

through blood, marriage or de facto partnerships, adoption and fostering relationships, sibling, 

and extended family relationships. It includes the full range of kinship ties in Aboriginal and 

Torres Strait Islander communities, and extended family relationships. People living in the same 
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house may also be in a domestic relationship if their relationships exhibit dynamics which may 

foster coercive and abusive behaviours. 

 

3.16.3 Examples of behaviours that constitute domestic and family violence include but are not limited 

to: 

 

(a) Physical and Sexual Violence; 

 

(b) Verbal Abuse; 

 

(c) Emotional Or Psychological Abuse; 

 

(d) Stalking and Intimidation; 

 

(e) Technology Facilitated Abuse; 

 

(f) Social and Geographical Isolation; 

 

(g) Financial Abuse; 

 

(h) Cruelty to Pets; 

 

(i) Damage to Property; Or 

 

(j) threats to be violent in the above ways. 

 

3. Delete the word "employee" where it appears in subclause 3.55 of clause 3, Definitions. 

 

4. Insert after clause 66, Parental Leave, the following new clause 

 

66A.  Sector-Wide Parental Leave Enhancements 

 

66A.1 Additional parental leave provisions were introduced from I July 2021 to provide gender neutral 

parental leave, special leave for pre-term births and miscarriage leave. Further enhancements introduced 

on 1 October 2022 provide for paid parental leave for employees providing permanent out-of-home care, 

leave for fertility treatment, and an additional two weeks' parental leave where each parent in a couple 

has exhausted the paid parental leave provisions provided by their employer. 

 

66A.2 Employees are entitled to these enhancements as set out in relevant Premier's Memoranda. 

 

5. Delete subclauses 76.1 to 76.6 of clause 76, Leave for Matters Arising from Domestic Violence and 

insert in lieu thereof the following: 

 

76.1 The definition of domestic violence is found in clause 3.16 of this Award. 

 

76.2 Employees, including casual employees, are entitled to 20 days of paid domestic and family violence 

leave in each calendar year. This leave is not cumulative. 

 

76.3 Paid domestic and family violence leave is not pro-rata for part-time or casual employees. 

 

76.4 Employees can take paid domestic and family violence leave in part-days, single days, or consecutive 

days. There is not a minimum number of hours that an employee must take in a day. 

 

76.5 Employees experiencing domestic and family violence may take domestic and family violence leave 

including for the following purposes: 

 

76.5.1 seeking safe accommodation or establishing safety; 
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76.5.2 attending medical, legal, police or counselling appointments relating to their experience of 

domestic and family violence; 

 

76.5.3 attending court and other legal proceedings relating to their experience of domestic and family 

violence; 

 

76.5.4 organising alternative care or education arrangements for their children or person(s) in their care; 

 

76.5.5 other activities that will help them to establish safety and recover from their experience of 

domestic and family violence; or 

 

76.5.6 any other purpose associated with the impact of experiencing domestic and family violence 

which is impractical to do outside of their normal hours of work. 

 

76.6 Domestic and family violence leave does not need to be approved before it can be accessed. However, 

employees should advise their employer of the need to take domestic and family violence leave as soon 

as possible. 

 

76.7 The leave entitlement can be accessed without the need to exhaust other available leave entitlements 

first. 

 

76.8 The employer should only require evidence of the occurrence of domestic and family violence in 

exceptional circumstances and should use their discretion when assessing whether evidence is needed, 

and if so, what type of evidence. 

 

76.9 Evidence of the occurrence of domestic and family violence may include: 

 

76.9.1 a document issued by the police, a court, a domestic violence support service or a member of the 

legal profession; 

 

76.9.2 a provisional, interim or final Apprehended Violence Order (AVO), Apprehended Domestic 

Violence Order (ADVO), certificate of conviction or family law injunction; 

 

76.9.3 a medical certificate; 

 

76.9.4 a statutory declaration by the employee experiencing domestic and family violence; or 

 

76.9.5 any other evidence that would satisfy a reasonable person that domestic and family violence has 

occurred. 

 

76.10 Evidence provided by an employee should be sighted and must be returned to the employee. The 

evidence must not be retained by the employer or stored on the employee's personnel file. 

 

76.11 The intent of paid domestic and family violence leave is to provide employees with the same 

remuneration as they would have received, inclusive of penalties that would have applied, if they did not 

take the leave. 

 

76.11.1 Full-time and part-time employees are entitled to be paid at their full rate of pay for the 

hours they would have worked had they not taken the leave. 

 

76.11.2 Casual employees will be paid at their full rate of pay for the hours they were rostered for 

and would have worked had they not taken the leave. For the purposes of this clause, 

"Rostered" means the employer has offered specific hours of work and the casual 

employee has accepted that offer. 

 

76.12 Employers must keep personal information about domestic and family violence (including information 

about support provided by the Employer) confidential. This includes not recording instances of or 

information about domestic and family violence leave on: 
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76.12.1 payslips, 

 

76.12.2 the employee's personnel file, or 

 

76.12.3 rosters. 

 

76.13 Any information regarding an employee's experience of domestic or family violence, including any 

domestic and family violence leave or supports provided (under this clause or otherwise), can only be 

accessed by senior HR personnel or, with the employee's consent, a relevant senior manager. 

 

76.14 Employers must not take adverse action against an employee because they: 

 

76.14.1 have experienced, or are experiencing, domestic and family violence; 

 

76.14.2 use the paid domestic and family violence leave provisions; or 

 

76.14.3 are a casual employee who declines to take a shift they are not rostered for because they 

are attending to a matter connected with domestic and family violence at that time. 

 

76.15 The employer will provide support to an employee experiencing domestic and family violence, 

including but not limited to the provision of flexible working arrangements, including changing working 

times, work locations, telephone numbers and email addresses. 

 

6. Insert after clause 76, Leave for Matters Arising from Domestic Violence, the following new clause: 

 

76A.  Leave for Employees Providing Support to people experiencing Domestic and Family Violence 

 

76A.l Employees providing care and support to a member of their family or household experiencing domestic 

and family violence may, if the criteria is met, access existing leave entitlements including: 

 

76A.l.1 Family and Community Service Leave (Clause 62); or 

 

76A.l.2 Sick Leave to Care for a Family Member (Clause 72). 

 

76A.2 The "family" or "household" member that the employee is providing care and support to must meet the 

definition of these terms, as referred to at: 

 

76A.2.l Clause 62. Family and Community Service Leave  

 

76A.2.2 Clause 72. Sick Leave to Care for a Family Member 

 

76A.3 If the employer needs to establish the reasons for an employee accessing existing leave entitlements 

under these provisions, the employee may be required to provide evidence consistent with subclause 71, 

Sick Leave - Requirements for Evidence of Illness of this award or any other form of evidence that is 

considered acceptable by the employer such as a statutory declaration. 

 

76A.4 Evidence provided by an employee should be sighted and must be returned to the employee. The 

evidence must not be retained by the employer or stored on the employee's personnel file. 

 

7. Delete Tables 1 and 2 of Part C, Monetary Rates and insert in lieu thereof the following: 

 

Table 1 

 

Grades Common 

Salary 

Points 

Per annum  

$ 

From ffpp on or after 

1.7.2023 

Grade 1   

1st year of service 46 $70,694 
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Thereafter 49 $72,772 

Grade 2   

1st year of service 52 $74,803 

Thereafter 55 $76,857 

Grade 3   

1st year of service 58 $79,032 

Thereafter 61 $81,416 

Grade 4   

1st year of service 64 $83,957 

Thereafter 67 $86,539 

Grade 5   

1st year of service 75 $93,295 

Thereafter 78 $96,237 

Grade 6   

1st year of service 82 $100,011 

Thereafter 85 $102,941 

Grade 7   

1st year of service 88 $106,025 

Thereafter 91 $109,194 

Grade 8   

1st year of service 95 $113,746 

Thereafter 98 $117,363 

Grade 9   

1st year of service 101 $120,859 

Thereafter 104 $124,258 

Grade 10   

1st year of service 108 $129,331 

Thereafter 111 $133,183 

Grade 11   

1st year of service 116 $139,787 

Thereafter 120 $145,713 

Grade 12   

1st year of service 126 $154,840 

Thereafter 130 $161,663 

 

Table 2 

 

Item No. Clause No. Description Rate to apply from 

1.7.2023 

1  Meal expenses on one day journeys  

Capital cities and high cost country centres  

(see list in item 2) 

 

 29.1.1 Breakfast $32.10 

 29.1.2 Dinner $61.50 

 29.1.3 Lunch $36.10 

  Tier 2 and other country centres (see list in item 2)  

 29.1.1 Breakfast $28.75 

 29.1.2 Dinner $56.60 

 29.1.3 Lunch $32.80 

2  Travelling allowances  

 26.8.2 Capital cities Per day 

  Adelaide $310.70 

  Brisbane $333.70 

  Canberra $330.70 

  Darwin $372.70 

  Hobart $328.70 

  Melbourne $325.70 

  Perth $332.70 
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  Sydney $350.7 

 26.8.2 Other country centres $282.15 

 26.8.2 Incidental expenses when claiming actual 

expenses - all locations 

$23 

 26.11 Daily allowance payable after 35 days and up to 6 

months in the same location - all locations 

50% of the appropriate 

location rate 

3 26.8.1 Incidental expenses $23 

4  Use of private motor vehicle Cents per kilometre 

 34.3 Official business 85 

 34.3 Casual rate (40% of ott1cial business rate) 34 

  Motor cycle allowance (50% of official business 

rate) 

42.50 

 34.7 Towing trailer or horse float (13% of official 

business rate) 

11.05 

5 36 Insurance cover Up to $1,173 

6 37.2 Exchanges Actual cost 

7 38.1 Room at home used as office $1,112 pa 

8 39.1 Uniforms, protective clothing and laundry 

allowance. 

$5.80 per week 

9 86.1 Overtime meal allowances  

  Breakfast $35.65 

  Lunch $35.65 

  Dinner $35.65 

  Supper $13.30 

Item No. Clause No. Description From ffpp on or after 

1.7.2023 

10 42.1 Community language allowance scheme  

  - Base Level Rate $1,580pa 

  - Higher Level Rate $2,376 pa 

11 42.1 First aid allowance  

  - Holders of basic quahticat10ns $1,018 pa 

  - Holders of current occupational first aid 

certificate 

$1,529 pa 

12 84.1.1 On-call (stand-by) and on-call allowance $1.10 per hour 

 

8. This variation will take effect from the first full pay period on or after 1 July 2023. 

 

 

 

D. SLOAN, Commissioner 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 


