SAPN-Enerven SBU Log of Claims presented at EA meeting 17 June 2021 www.sapowerworkers.com.au

BLUE - the claims that have been removed
ORANGE - the claims that were still under discussion
GREEN - Agreed in Principle
RED - Not Agreed

UMPL Position
Description (Management response)
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Effective definitions to the use of supplementary labour and tighter governance of defined term
3 | Secure contracts. 12 month limit or limited to the defined term of the contract. Not Agreed
employment
Amend cl. 2.3.3.2 (to read) — Utilities Management will give preference (remove due
Secure consideration) to the use of Utilities Management employees prior to initiating defined term SBU willing to withdraw if
3.2.1 employment contract employment to supplement the existing workforce. 3.1and 3.2 is agreed
Amend cl. 2.3.3.2 b) (to read) — to provide additional support, specialist skills and/or services to
e meet a specific business need for defined projects over a specifically defined time period SBU willing to withdraw if
3.2.2 employment 3.1and 3.2 is agreed
Insert (d) into cl.2.3.3.2 — Be limited to a period of no longer than 12 months from - : :
353 | Secure commencement date, or the time that has been specifically defined for the project. SBU willing to withdraw if
employment 3.1and 3.2 is agreed

Defined term contracts will not be used repeatedly for the same position beyond 12 months or
. Secure the defined term of the project, once the defined project term ends it is ordinary business and SBU willing to withdraw if
: employment should revert to an ongoing/permanent position. 3.1 and 3.2 is agreed
Secure Review (?f the use of Temporary Higher Class Duties, Job roles that should be paid |'F for sBUwilling to withdraw if
3.4 performing tasks out of grade and the use of secondments to replace Temporary Higher Class .
employment . 3.1and 3.2 is agreed
Duties.
N Secure Limiting the unnecessary use of Supplementary Labour arrangements in SAPN/Enerven SBU willing to withdraw if
; employment 3.1and 3.2 is agreed
Strengthening the Contractor Parity Clause by amending it to prevent the occurrence of multi-
36 Secure level or pyramid contracting, which increases precarious work and worker exploitation in our Not agreed
employment industry
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Claim 5.1 - WORKLOAD MANAGEMENT (Not agreed to by management and claim subsequently withdrawn by SBU)

(a) The parties support the principle that employees should be able to achieve an appropriate balance between their work and personal lives.
(b) An appropriate balance between and employee’s work and personal life:
a. Contributes toward healthy and productive workplaces;
b. Helps build a positive morale in the workplace; and
c. Assists in strengthening an individual’s social and family relationships
(c) Utilities Management Managers, Employee’s and Employee representatives play a positive role in ensuring Employee workloads are
reasonable.
(d) The parties recognise there may be unavoidable peak workload periods where Employees’ workloads increase; however, this should be
the exception rather than normal practice.
(e) Employees are to be properly compensated for any additional hours worked in line with the provisions contained in this Agreement.
(f) Managers and Employees should therefore ensure that Employees’ workloads are reasonable and will:
a. Ensure Employees have sufficient and appropriate resources to undertake their tasks;
b. Ensure the tasks allocated to Employees can reasonably be performed in the hours for which they are employed, including
reasonable additional hours;
c. Monitor Employee workloads, work patterns, priorities, staffing levels, classifications, use of work-life balance arrangements and
any other relevant indicators within the workplace;
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(9)

(h)
(i)

d. Implement strategies to ensure workloads remain reasonable;

e. Monitor vacant positions and fill vacancies in a timely manner, and;

f.  Consult with employees and their nominated representatives over workload issues.
Employees may request in writing for management to review ongoing and sustained workload issues in the workplace. Where so
requested, management will consider the workload factors and issues raised, consider their effect on the workplace and if required,
implement strategies to ensure reasonable workloads are maintained.
Management will respond in writing to the employee(s) concerns in a timely manner.
Employees will continue to work normally and the status quo will be preserved while these matters are being addressed except where the
personal safety of employees is at risk.

Claim 5.7 — Working from home (Not agreed to by management and claim subsequently withdrawn by SBU)

1.

10.

11.

12.
13.

Utilities Management acknowledges the potential mutual benefits when employees have the option to work from home, including; a better
work-life balance, improved productivity, reduced costs, and increased job satisfaction.

Working from home should be a voluntary and consensual arrangement, and can include a mix of working from home and the employees
ordinary work place.

If a request to work from home is rejected, the employee will be provided with the reason(s) in writing at the time the decision is
communicated.

An agreement to work from home should be confirmed in writing along with any conditions e.g. time of period that has been agreed, days
agreed to.

Any agreement to work from home will not alter any applicable terms and conditions, legislation, awards or agreements, level of position,
pay rate and related entitlements.

The agreement may be terminated by either party prior to expiry, provided the party wishing to terminate gives reasonable notice of; four
weeks, if the agreed period was for six months or longer: or two weeks if less than six months.

Utilities Management is responsible for the health, safety and welfare of the employee at work and whilst working at a home based site.
Any variation to an agreement that has been made must be agreed to by both Utilities Management and the employee and must be
confirmed in writing.

Relevant terms and conditions of employment that apply at the employee’s place of work also apply at the home based work site.
Employees should not face unreasonable out-of-pocket costs associated with set-up and compliance. If directed to work from home
Utilities Management is responsible for all reasonable set-up and compliance costs.

All Occupational Health and Safety policies which apply at the employee’s usual place of work shall, as far as practicable, apply in carrying
out work at the home based work site.

Working from home will not exclude employees’ ability to accumulate flexi-time.

Utilities Management will provide all equipment required to effectively carry out work from home. A list of equipment both required and
supplied will specify who owns the equipment and must be provided in writing to the employee.
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Claim 5.10 - Cultural and ceremonial leave (Not agreed to by management)

14,

15.

16.

17.

18.

19.
20.

The Employer recognises the importance of enabling and encouraging Aboriginal and Torres Strait Islander employees to attend and
participate in cultural and ceremonial activities. Such activities are essential to the continuation and promotion of Aboriginal and Torres
Strait Islander cultures.

The Employer recognises the importance of enabling and encouraging Aboriginal and Torres Strait Islander employees to attend and
participate in cultural and ceremonial activities. Such activities are essential to the continuation and promotion of Aboriginal and Torres
Strait Islander cultures.

The Employer will support Aboriginal and Torres Strait Islander employees to meet their cultural and/or ceremonial obligations in the
workplace.

Where absence from the workplace is required to fulfil cultural and/or ceremonial obligations (for example, attendance at a particular
event), Aboriginal and Torres Strait Islander employees will be entitled to Paid Cultural and Ceremonial Leave up to a maximum of three
days per calendar year, as well as entitled to Unpaid Cultural and Ceremonial Leave up to a maximum of five additional days per calendar
year. Such leave, whether paid or unpaid, will not be unreasonably withheld by the Employer.

Where the above paid and unpaid leave entitlements have been exhausted, and other appropriate leave options have also been
exhausted, Aboriginal and Torres Strait Islander employees will be entitled to apply for further Leave Without Pay. Such leave will not be
unreasonably withheld by the Employer. In deciding whether or not to grant such leave, the Employer will take into account fairness, the
employee’s years of service, the operational requirements of the organisation, the nature of the cultural and/or ceremonial obligation(s),
and the abovementioned importance of enabling and encouraging Aboriginal and Torres Strait Islander employees to attend and
participate in cultural and ceremonial activities.

Cultural and/or ceremonial obligations may include attendance at NAIDOC Week events.

Where an Aboriginal or Torres Strait Islander employee has other paid leave available, they may choose to use that leave in preference
for the unpaid leave entitlements referred to above.

Nothing in this log is intended to be or should be interpreted as constituting a non-permitted or unlawful term.
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