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SECRETARY’S REPORT
from Diana Asmar

“IN THE PUBLIC SECTOR, THE
HWU IS ABOUT TO BEGIN ITS
CONSULTATION PHASE WITH
OUR MEMBERS”

I

n October, the HWU organised 7 Regional Training Conferences
that were held in Ballarat, Bendigo, Mildura, Mornington, Sale,
Warrnambool and Wangaratta. The purpose of these training
conferences was to provide our members living in regional
communities with the latest industrial advice and information. I’m
pleased to have attended each conference. The union remains
committed to supporting our regional members. The union trained
over 200 members across the 7 days.

Care Workers and Enrolled Nurses; Cooks, Chefs and Food
Service Assistants; Leisure and Lifestyle; Cleaners and Laundry
Hands; and Administration and Management. The survey netted
some interesting results: Over 58% of aged care workers have
been assaulted at work; Over 78% of aged care workers feel
exploited; Over 50% have sustained an injury at work; Over 75%
of aged care workers do not believe there are enough carers to
provide adequate staff to residents.

As you know, the core business of the HWU is to get our members
better pay and conditions. We’ve secured another big win for the
pathology sector, with Melbourne Pathology workers receiving
a well-deserved pay rise. We’ve secured 19% wage increases
for Melbourne Pathology workers since the campaign for better
wages began. Sadly, our negotiations with Clinical Labs is
dragging on. We’ve had a massive increase in membership at
Clinical Labs. Workers understand that the key to getting better
pay is to be in the union. That message is getting through. We
remain hopeful of securing a negotiated outcome for our Clinical
Labs members.

In the public sector, the HWU is about to begin its consultation
phase with our members for the next public sector Agreement,
which expires at the end of 2020. In November, the HWU
organised a training day to be attended by nearly 100 public
sector delegates at Victorian Trades Hall Council. This is the first
step in our consultation with members about the public sector
log of claims, which we will begin developing in November.
This log of claims will be finalised by April 2020. Input from our
members is paramount over the next few months. Both myself
and Assistant Secretary David Eden will be visiting dozens of
public sector worksites in February and March to get the views
of our members. We know that the Victorian government has
publicly stated a wages policy of capped 2% increases. This
would potentially mean 8% increases over the life of a four years
Agreement. We believe our members deserve more. All public
sector members are encouraged to join their work colleagues to
the union.

The Royal Commission into the Quality of Aged Care has now
delivered its interim report- titled ‘A Shocking Tale of Neglect’,
which highlights how disgusting the aged care industry has
become – for residents, their families, and the workers.
The Health Workers Union recently lodged its submission with
the commission. The basis of our submission was formed
from consultation with our members. Members will recall being
surveyed about the aged care industry. We received 1645
responses to this survey, providing valuable insight and evidence
that will shape our final submission.
The comprehensive survey collected information from Personal

Yours in unity,

Diana Asmar, HWU Secretary
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ASSISTANT SECRETARY’S REPORT

GETTING MEMBERS
BETTER PAY
By HWU Assistant Secretary David Eden

I

t’s that time again. The union’s biggest workplace agreement
– the public sector agreement, which affects over 55,000
public hospital workers, is due to be negotiated next year. The
public sector agreement expires in 2020.
Here is a list of just some of the classifications affected by the
public sector agreement:
Administrative Workers; Allied Health Assistants; Anaesthetic
Technicians; Car Park Attendants; Carers; Cooks and Chefs;
Cleaning & Environmental Services Workers; Clinical Assistants;
Couriers & Drivers; Dental Assistants; Dietary Supervisors; Food
and Domestic Services Assistants; Food Monitors; Gardeners
& Maintenance/Handypersons; Housekeepers; Instrument
Technicians; Interpreters; Kitchen Hands; Laboratory Assistants;
Laundry Operators & Services; Orderlies; Pathology Collectors;
Patient Services Assistants; Pharmacy Technicians; Security
Officers; Sorter/Packer Linens; Store Persons; and Theatre
Technicians.
Despite receiving a 14% pay rise over 4 years in the last
Agreement (the last 3% pay rise was from the first full pay period
on October 1, 2019), workers in the classifications still remain
amongst the lowest paid hospital workers. We are determined to
lift the pay and conditions of public hospital workers even further.

The HWU will do everything in its power to achieve a satisfactory
pay increase for our members in the next workplace agreement.
Collectively, we need to use the next 12 months to build our
strength collectively in the public sector in the event that a
negotiated outcome is not possible.
The public sector campaign begins now. The first phase, from
November 2019 to March 2020 is to consult our members to
develop our log of claims. The second phase will be to consult
our members about our draft log of claims. The third phase is
to negotiate our log of claims. There may be a fourth phase of
industrial action if negotiations are unsuccessful.
When negotiating for better pay, the position of the Union is
enhanced when the Union has a strong presence at that particular
workplace. If every member can convince just one fellow work
colleague to join our Union, our Union’s bargaining strength is
doubled overnight. This is the responsibility of every member.
I implore every public sector members to do your bit by starting a
conversation with someone in your workplace today about joining
our Union. They can join online at www.hwu.org.au or by calling
(03) 9341 3300. Improving your pay and conditions is dependent
on having a strong, united and vibrant Union.

Health Workers Union
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ASK YOUR PRESIDENT
Rhonda Barclay

DEDUCTIONS FROM PAY
AND DEALING WITH
OVERPAYMENTS
HWU members often tell me that they
would like more information about
what happens when an employer has
taken deductions from pay or made an
overpayment.
There are limited situations when an employer
can:
• make a deduction from an employee’s pay
• require an employee to pay money (eg. an
overpayment).
Most of the time this isn’t allowed - for
example, ‘cashback’ schemes.
Taking money out of an employee’s pay
Taking money out of an employee’s pay before
it is paid to them is called a deduction.
An employer can only deduct money if:
• the employee agrees in writing and it’s
principally for their benefit
• it’s allowed by a law, a court order, or by
the Fair Work Commission, or
• it’s allowed under the employee’s award,
or
• it’s allowed under the employee’s
registered agreement and the employee
agrees to it.
Examples include salary sacrifice arrangements
or additional payments into an employee’s
super fund.
An employee’s written agreement must be
genuine. They can’t be forced to agree to a
deduction.
Deductions have to be shown on the
employee’s pay slip and time and wages
records.
Deductions under an award or agreement
Some awards have a clause that allows an
employer to deduct money from an employee’s
pay without their agreement.
Deductions that aren’t allowed
An employer can’t deduct money if:
• it benefits the employer directly or
indirectly and is unreasonable in the

circumstances, or
• the employee is under 18 years of age
and their parent or guardian hasn’t agreed
in writing.
This is the case even if the deduction is made
in accordance with an award, registered
agreement or contract. Examples of deductions
that are not permitted include deducting
money to cover till shortages or damage to
equipment that occurred in the course of your
employment.
Reasonable deductions that benefit
employers
A deduction that benefits an employer and is
made in accordance with an award, enterprise
agreement or contract is reasonable in limited
situations.
Notice of termination not given
Most awards and many enterprise agreements
say that an employer can deduct up to one
week’s wages from an employee’s pay if:
• the employee is over 18
• the employee hasn’t given the right
amount of notice under their award/
agreement
• the deduction isn’t unreasonable.
However, employers can only deduct from
wages owed under the award/agreement. They
can’t deduct from other entitlements owed
to the employee, such as accumulated leave
or other over award payments. Check your
award/agreement for more information about
withholding pay when minimum notice isn’t
given.
Business goods and services deductions
A deduction is reasonable if an employer
provides goods or services to an employee as
part of their ordinary business. For example,
deductions for health insurance fees made by
an employer that operates as a health fund. If
the employee has to pay more than the general
public for the goods or services, then the
deduction isn’t reasonable.
Overpayments
Overpayments can happen when an employer

mistakenly believes an employee is entitled to
the pay or because of a payroll error.
Employers can’t take money out of an
employee’s pay to fix up a mistake or
overpayment (unless their award/agreement
permits them to do so). Instead, the employer
and employee should discuss and agree on a
repayment arrangement, taking into account
the employee’s circumstances and capacity to
repay the amount. If the employee agrees to
repay the money, a written agreement has to
be made and has to set out:
• the reason for the overpayment
• the amount of money overpaid
• the way repayments will be made (eg.
cash, cheque or electronic transfer) and
how often (this has to be reasonable).
If an employee does not agree to repay the
overpayment, an employer may take legal
action to recover the money.
Example of how to pay back an
overpayment
Tony was overpaid $2000 over 3 years
because of a payroll error. His enterprise
agreement does not allow a deduction to be
made when an employee is overpaid. Tony
and his employer, Alice, meet to discuss the
overpayment. Tony agrees to repay the money
and they come up with a solution. Alice says
Tony can choose how the money is paid
back and the amount and frequency of the
payments. Tony tells Alice that he’d prefer if
$20 was deducted from his pay each week
until the $2000 is repaid. This arrangement is
put in writing and both sign.
This repayment is reasonable because Tony
had a choice about how the money was paid
back, and the amount and frequency of each
payment.
A deduction can be made to get back an
overpayment if it’s allowed under a registered
agreement, award, legislation or court order.
If you have any questions or require assistance
with an overpayment or deduction from your
pay, please call the HWU on (03) 9341 3300.
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GETTING MEMBERS MORE MONEY
Achieving improved pay and conditions for members through Enterprise Agreements is the core business of the
HWU. The HWU’s long term objective is for every HWU member to be covered by an enterprise agreement in
their workplace. Historically, workers covered by an enterprise agreement earn more than workers that are not.
This is the norm, regardless of what industry your work in. Having a skilled representative, like a trade union,
negotiating your pay and conditions does prove fruitful. The HWU’s highly skilled industrial team are quietly and
resolutely chipping away at our long term goal. We are currently negotiating dozens of Agreements right across
the health sector at the moment.
Here is an industrial update (below) on a list Agreements we’ve been working on.
Healthe Care
The parties have reached in-principle
agreement on a 2.75 per cent per year wage
increase for three years. This wage growth
maintains Healthe Care’s position as having
some of the highest wage rates in the private
hospitals sector. The agreement will also
contain additional improvements to conditions
and classifications. For example, an additional
weeks leave if rostered on-call for 10 or
more weekends, and a new PCA and PSA
classification structure. At time of writing, the
agreement is currently out to a vote.
Doutta Galla Aged Care
The Doutta Galla EA went to vote in October,
being approved by employees. This negotiation
has been particularly difficult, given the
financial position of the Company. However,
we negotiated a pay increase of 7.75% over
2 years, with backpay for the period between
4 March 2019 and 27 October 2019 coming
to members in the first full pay period after 24
November 2019. The Agreement will remain in
force until 2022 when we will again go back to
the members to update the Agreement.
Maryvale Private
Meetings with Employer and representatives
have been positive. The HWU indicated that
we wanted a 4 year agreement with a pay
claim to of 21% over the four years – Maryvale
responded indicating they could provide a
16% increase over 4 years. A number of other
claims, such as on-call/recall to be included
in the Agreement, payment for any online
training done outside of normal hours of work,
and the ability to use sick leave on an hour
for hour basis to attend medical appointments.
Clinical Labs
Negotiations have been occurring monthly
all year. This process has been difficult.
Clinical Labs is seeking to cut costs. To
date, their wage offers have been pathetic.
There has been progress on developing
new Pathology Collector with Clinical Labs
proposing additional allowance payments per
shift for collectors performing home visits/
working in hospitals performing ward rounds/
performing collections that require additional
competency/training other staff classifications.
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We have also made significant progress in
drafting a new document that merges the old
Healthscope and St John of God agreements.
Negotiations are ongoing and further updates
will follow.
St Vincent’s Private Hospital
After the previous version of the agreement
was voted down, we negotiated increased
wages for wage skill group 1 and Techs, and
clarified a classification translation for Techs.
The agreement was voted up by employees
on the second ballot, and has been filed with
the Fair Work Commission and is awaiting
approval.
Jessie McPherson Private Hospital
In May, members at Jessie McPherson voted
YES for the new enterprise agreement. We
redrafted the entire agreement in plain English
to make it easier for members to understand.
New clauses were inserted which considerably
improved the terms and conditions of
members and aligned the agreement to the
public sector in many ways. We also secured
wage increases of 10.2% (for the majority of
our members) and 9.2%. In June, we filed the
supporting documentation to the Commission,
and it was approved by the Commission in
June. We negotiated for wage increases to be
backdated to July 2018.
Berry Street
We had our first meeting with Berry Street
in January 2019 after finalising our log of
claims in December through considerable
consultation with members. Since then, Berry
Street has had to be dragged to the bargaining
table after further changes in management.
We have met monthly since, and are nearing
finalising negotiations before we go to our
members with the offer. Berry Street have put
an offer of 8.4% on the table. Many things in
the new Agreement will have been cleanedup to reflect modern awards and to bring
members in line with others in the industry.
We expect to have a new agreement delivered
by the start of 2020.
Scope
Bargaining at Scope has seemingly come to an
end. A new agreement is due to be approved

shortly, and reflects a raft of improvements in
conditions for workers.
Melbourne Pathology
After a successful No vote, we managed
negotiated an additional 4 per cent wage
increase for Melbourne Pathology workers.
The revised agreement was successfully
balloted, and provides 14.5 per cent wage
growth over the life of the agreement. The
agreement commenced on 21 August 2019.
The initial 3.5 per cent wage increase is back
dated to the first full pay period on or after 11
March 2019.
Community Health
After some considerable delay, the Community
Health Agreement was finally approved by the
Fair Work Commission, with back payments
made to June 2018.
Central Gippsland Health Home Care
We had our first meeting with CGH to
renegotiate the CGH HACC agreement in June.
Of particular concern, SIAG flagged CGH’s
intention to consider split shifts in the next
agreement. We indicated this is not something
we could endorse as a Union. Instead, we
want secure employment for our members,
and minimum engagement; not our members
sitting in their cars and not being paid for that
time which isn’t theirs. We have prepared
a draft log of claims which has now been
distributed to members for their feedback.
Please, let us know what you think. Further
meetings are now being scheduled to progress
the negotiations. We will provide feedback
as more information comes to hand. We are
preparing for a difficult negotiation though.
Healthscope (Hospitals)
We have commenced bargaining for a new
agreement at Healthscope. Current wage rates
are lagging behind the rest of the industry. We
are seeking real wage growth, together with
improvements in conditions and classifications
(particularly for Theatre Technicians, who are
the furthest behind the industry of all groups).
Negotiations are continuing. More updates to
follow.
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CELEBRATING
50 YEARS OF EQUAL PAY
Australian Women this Year celebrate five
decades since the 1969 landmark equal pay
case.
The case was brought by women union
members in the public service and meat
industry. In the years that followed, health
workers were at the forefront of important
change and pay progress for women.
One of the advocates in the 1969 case, was
ACTU industrial officer by the name of Bob
Hawke.
The case abolished the right of employers to
discriminate against women by paying them
25 percent less than men for performing the
same work and laid the foundation for a 1972
case that mandated that women be paid 100
percent of the male wage.
The 1969 decision was a breakthrough,
but also highlighted the problem of putting
principle into practice, given a legacy of past
decisions being based on clear notions of
“male” and “female” jobs.
Three years later, the 1972 Equal Pay
Case expanded on the 1969 principle to
encompass “equal pay for work of equal
value”, with a single rate for a job, regardless
of gender.
But with women and men often finding
themselves in different types of work – and

the nature of that work often differing vastly –
the dilemma of figuring out how to measure
“work of equal value” remained. It persists to
this day.
Whilst is was the first of a series of victories
for working people on equal pay, five decades
on the full-time gender pay gap is more than
14 percent and women are still fighting.
However, current industrial rules are still
weighted against working women, with only
one successful equal pay case in the last 30
years.
“With the full-time gender pay gap still over
14 percent, women working in feminized
industries still have their work systematically
undervalued compared to men, said HWU
Secretary Diana Asmar.
“As we honour the women who led the charge
for equal pay and observe this anniversary, we
are also fired with a new resolve to achieve
equality for working women. The Morrison
Government refuses to take any action to
address equal pay. Instead they support
next week’s cuts to penalty rates which will
disproportionately hurt women.
“We need to change the laws that stand
between women in Australia and fair pay.
Australian unions will continue the fight for
genuine equal pay.”
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KNOW YOUR RIGHTS
PAYMNENTS FOR TRAINING (E-LEARNING)

If you work a morning shift (for example, from 7:00 am – 11:00am),
you would expect to be paid correctly - right? Well, mandatory
training (either at work or at home) is no different. We expect that
our members are paid for the time that they work. You work hard and
deserve to be paid correctly!
NO PAY - NO WORK!
If your employer directs or requires you to complete mandatory
training (either at work, or on the computer at home), they MUST pay
you for your time.
HOW DO I RESOLVE COMPLAINTS?
If your employer requires you to complete training, in particular
training on the computer either at home or at work, we recommend
you follow the below steps:
 onfirm with your manager, that ‘this is mandatory training, and
1. C
I will expect to be paid.’
2. A sk your manager, ‘how many hours will I be paid to complete this
training?’ and confirm this in writing for your records. Importantly,
if you manager says you only have 2 hours to complete the
training, only spend 2 hours on the training. If the training takes
longer, get in contact with your manager (preferably in writing,
via email) and let them know that you haven’t been able to finish
the training in that time and that you will need more paid time to
finish the training.
3. If your manager asks you to complete training during work hours,
confirm when you have been rostered off the floor to complete
the training (it is not your responsibility to fit training in around
your existing responsibilities). It is your manager’s responsibility
to ensure you have access to appropriate computer facilities to
complete the online training (computer and reliable internet).
4. C
 heck your pay slip! If you haven’t been paid, follow this up with
your manager and payroll directly, and make sure you get paid
5. If your employer refuses to pay you, contact the HWU for support
on (03) 9341 3300
WHERE CAN I FIND OUT MORE INFORMATION?
Enterprise Agreements often include specific rights to paid e-learning,
including entitlements to minimum engagement or payment for
overtime. You can find out more information about your rights in your
Enterprise Agreement by asking your employer for a copy of it, or by
contacting the HWU on (03) 9341 3300.
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MASHED POTATO-GATE!
AGED CARE MEMBER WINS
UNFAIR DISMISSAL CASE

In one of the most bizarre cases to appear to appear before the Fair Work
Commission, a HWU member has won her case against her employer,
aged care providers Mecaware.
Our memberwas sacked for using instant mash potato - despite it being
commonly used at the workplace!
Our member was employed as a cook and food service assistance at
‘Mecwacare’. She worked at the company’s aged care facility on the
Mornington Peninsula, called ‘Park Hill’, from April 2009 until her
dismissal on 9 January 2019. She was dismissed for serving a meal to
residents that departed from the menu plan without seeking management
approval, and for serving a substandard meal. For the dinner service
on 30 November 2018, our member prepared instant mash potato to
accompany the meatloaf, instead of fresh minted potatoes.
Mecaware, not known for their fancy cuisine or for spending more than
$7 a day per resident on meals, considered that the instant mash was
runny and unacceptable!
Our member contends that there was a good reason for her serving the
instant mash. She says that the pilot light on the kitchen stove had gone
out, and that by the time she noticed this, there was not enough time
to prepare the fresh potatoes in time for the dinner service. She says
that she did her best in the circumstances. She also says that there
were often changes to the menu plan at Park Hill, and that management
approval was not always sought. She says that her dismissal was unfair
and seeks compensation in lieu of reinstatement.
Mecwacare contended that it had a valid reason for dismissing our
namely her refusal to comply with her contractual obligation to follow the
menu plan, her failure to seek approval for the variation, and her serving
of an unacceptable meal to residents.
Thankfully, the Fair Work Commission awarded our member $16,641.23.
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AGED CARE ROYAL COMMISSION INTERIM REPORT
The Aged Care Royal Commission has now released its interim report titled ‘A Shocking Tale of Neglect’, which highlights how
disgusting the aged care industry has become – for residents, their families, and the workers.
Tales of neglect are traced back time and
time again to under-resourcing.
Community concern has been mounting
regarding the experiences of those living
and working in residential aged care facilities
around the country. In September 2018, the
ABC’s Four Corners program delivered a twopart special uncovering some of the worst
of our residential care system. The program
highlighted accounts of overworked staff,
neglected residents, overuse of chemical
and physical restraints and a system unable
to provide care and dignity to many elderly
Australians.
Following the release of the Four Corners
program, on 16 September 2018, the
Commonwealth Government responded
by establishing the Royal Commission into
Aged Care Quality and Safety (the Royal
Commission).
The Health Workers Union recently lodged
its submission with the commission. The
basis of our submission was formed from
consultation with our members. Members
will recall being surveyed about the aged
care industry. We received 1645 responses
to this survey, providing valuable insight and
evidence that will shape our final submission.
The comprehensive survey collected
information from:
• Personal Care Workers and Enrolled Nurses;
• Cooks, Chefs and Food Service Assistants;
• Leisure and Lifestyle;
• Cleaners and Laundry Hands; and
• Administration and Management.
The survey netted some interesting
results:
• |Over 58% of aged care workers have been

assaulted at work
• Over 78% of aged care workers feel
exploited
• Over 50% have sustained an injury at work
• Over 75% of aged care workers do not
believe there are enough carers to provide
adequate staff to residents.
WE NEED MORE STAFF
The overwhelming theme to emerge from
participant’s responses was a sense of abject
frustration with the current state of affairs
in residential aged care facilities. That is,
frustration with the lack of physical resources
to care for people, frustration with the lack
of care staff and frustration with the lack of
time to provide personal and emotional care
for residents.
Participant accounts optimistically describe
what could happen should more staff
be employed, and ratios implemented.
Participants described an expectation that
with lower ratios of care workers to residents,
residents will experience higher quality care
and more attention spent on their emotional
and lifestyle needs. Similarly, participants
expressed a strong message, that should
facilities continue to cut staff and shifts,
workers cannot be held responsible for the
consequences. Workers strongly believe, that
in order to improve the living and working
conditions in residential aged care, urgent
investment needs to be made into more and
appropriate staffing in facilities.
Comments from survey respondees
were heartbreaking and damning:
• ‘Full of frustrated care workers with not
enough time to care for residents.’
• ‘Don’t cut hours and then put unrealistic
expectations on staff to complete work

loads and documentation. It’s too stressful
and residents sense it.
• ‘With more staff and better equipment, we
would be able to give better services to
residents.’
• ‘Living conditions can be improved by
raising ratios in aged care. This would also
benefit working conditions.
• ‘Better ratios of staff to residents so
holistic care can be provided instead of the
basics…’
• ‘Let the residents have a choice instead
of just being a number. Give staff time to
actually do the work they are required to
do especially providing emotional support ‘
• ‘Million-dollar fees, not being spent on
residents!’
• ‘Terrible facility, these residents suffer all
day, all they care about is money and not
the residents.’
• ‘Facility concerned more with profits, looks
instead of needs.’
• ‘Not willing to spend money on staff or
resident’s needs.’
• ‘Facility looks great, most workers live just
above the poverty line.’
• ‘Stressful. Out of 6 shifts this week I was
sweating exhausted and tired.’
• ‘Full on, you do not stop. Hard to take a
break.’
The Commonwealth Government requires the
Royal Commission provide an interim report
by 31 October 2019 (which it has now done)
and a final report by 30 April 2020.
The Health Workers Union will publicize its
final submission on its website at www.hwu.
org.au. We will notify all members via email
(with the link) once this has occurred. Thank
you to all 1645 people that participated in
the survey and providing us with invaluable
information.
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MASTERCHEF
MASTERTHIEF
Melbourne restaurant mogul George Calombaris has
again been exposed as one of Australia’s leading
wage thieves, stealing $7.8 million from workers in
his restaurants.
The (now former) judge on Channel 10’s Masterchef
built a multi-millione dollar empire, which included
popular restauranting icons like Hellenic Republic,
Jimmy Grants and the Press Club.

HOUSING REBATE FOR CARERS

VILLAWOOD LEAD THE WAY
An exciting new programme by Villawood
Homes was recently launched by
Victorian Premier, Daniel Andrews, and
HWU Assistant Secretary, David Eden, will
benefit carers to the tune of $20,000.
The “Care Worker Support Program”
is designed to assist care workers who
would otherwise be unable to afford to
purchase land by offering a $20,000
rebate at settlement to eligible care
workers.
Villawood Homes says increases in
Melbourne land prices and land supply
constraints have made it increasingly
difficult for many care workers to
purchase land. This promotion is designed
to assist care workers with getting into
the market. The Villawood Care Worker
Support Program is an acknowledgment
of the crucial role that care workers play
in caring for our communities.
The programme defines care worker
means a person who is considered by us
to be a care worker which may include a
health care worker (including a nurse and
an orderly), a registered teacher, a child
care worker, a member of the police, fire,
SES and ambulance service, or an aged
care worker.
Assistant Secretary of the HWU, David
Eden called on other companies,
especially in the private for profit sector,
to get involved in a similar program for
their own healthcare workers.
“Villawood Properties very generous offer
will help many hard-working health care
workers enter the property market for the
first time, David Eden said.
10

“While employees working in the Public
Sector and the Private not for profit
sector (such as St Vincent’s Private),
have access to salary packaging benefits,
recognising the low wages in the health
and aged care industries - spare a
thought for employees working in the
private for profit sector.
“Those employees who share these low
wages and cannot salary package can
find it even harder to scrape the money
together to purchase a property.
“We’ve had members join with their
home address marked as “care of the
employer”. When we try to contact
these member for clarification, we have
discovered they are actually homeless –
often single mums living in the care with
their kids. Home ownership shouldn’t be
a pipe dream for workers.
The Care Worker Support Program
Initiative was piloted in Geelong, early
in 2018 when it became apparent that
people who provide an invaluable service
to the community were increasingly
unable to afford to live in the communities
they served. Following the success of the
Care Worker Support Program, Villawood
has extended the initiative to Metropolitan
Melbourne, doubling both the number of
lots reserved for these vocations and the
rebate they may be eligible for.
Care workers working within a 10km
radius of the Villawood community they
are planning to live in will be eligible
for a $20,000 rebate on their block of
land. For more information, including
the Terms & Conditions, go to https://
villawoodproperties.com.au/care.

It seems stealing from his workers was the
foundation of George Calombaris’ business model.
Despite being found to have stolen millions of
dollars, Calombaris will only be asked to repay the
money he stole and pay a $200,000 fine to the Fair
Work Commission.
Even Federal Liberal Attorney General, Christian
Porter, criticized the fine given to Mr Calombaris.
“I think that fine myself is light,” the minister told
ABC Radio.
“We will review penalties and I’m open-minded to
submissions that there should be further penalties
there, inclusive of potentially criminal penalties
reserved for repetitious breaches.”
While anyone else would face prison time for theft
of millions of dollars, employers routinely steal huge
amounts from working people and get away with
simply returning the money they have stolen and
paying a paltry fine.
Union members in Calombaris’s restaurants have been
working tirelessly for years to expose the rampant theft
and exploitation on which he has built his empire.
“If anyone stole $7.8 million and got caught they
would expect to spend a long time in prison, but
when you’re an employer and you steal from your
workers all you have to do is pay it back. This needs
to change, HWU Secretary Diana Asmar said.
“Wage theft is systemic across entire industries.
We need harsher penalties, directors to be held
responsible for their actions and rights for unions
to access workplaces and ensure that workers are
being paid correctly.
“We also need a simple, accessible process for workers
to claim back wages that they have had stolen.
Labor industrial relations spokesman Tony Burke
said wage theft should be treated as “a serious
offence” and employers held to account.
“If someone is deliberately and in a calculated way
taking money that belongs to workers and keeping
it to themselves I fail to see how that is different to a
worker taking money from the till.
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MALLEE TRACK

HEALTH DISGRACE
A toxic culture of bullying has developed at a regional health facility in Sea
Lake, which is operated by Mallee Track Health and Community Services.
The HWU has formally called on the Victorian Government to appoint an
independent investigation into Mallee Track Health.
“The local Sea Lake community’s health is being placed at risk by a toxic
bullying culture by management at this facility, said Health Workers Union
Secretary, Diana Asmar.
The Health Workers Union has received numerous complaints from our
members about the conduct of senior management at Mallee Track Health
Services and is deeply concerned about the allegations raised.
MTHCS provides a range of health care-related services to the
communities of Ouyen, Murrayville, Underbool, Patchewollock, Sea Lake
and surrounding districts. They include acute medical and urgent
care, community and district nursing, high and low-level residential aged
care and a broad range of allied health services.
“Our members are claiming a culture of systematic and ongoing bullying.
There is a culture of retribution of individuals in regards to voicing their
concerns and as a consequence people are fearful of speaking up,
therefore resulting in a lack of transparency and trust within Mallee Track.
“There are individuals in key management positions that are behaving in
a manner detrimental to the safety of patients, staff and the community
alike, said Ms Asmar.
Numerous staff and members of the community have voiced their concerns
on these issues with no resolutions. Some community members are not
even receiving responses, being ignored with their feedback.
“We’ve had instances where a senior doctor at the facility has raised
serious allegations against a director of nursing which had the capacity
to compromise patient and staff safety. These allegations were ignored by
the CEO.
“It’s deeply concerning that no effort has been made to investigate and
resolve some of these issues raised. I can’t think of another health facility
in Victoria where this would happen. It’s amateur hour at Mallee Track
Health.
“The local Sea Lake community is relying on Mallee Track to deliver a
professional health service. The next nearest health service is 45 minutes
away in Swan Hill. Given the sheer isolation of the Sea Lake facility and
the reliance the community has on it, there’s simply no room running a
B-grade operation as a result of internal mismanagement, Ms Asmar said.

GILLIAN

KENNEDY
New HWU Regional Organiser, Gillian Kennedy
has taken to her new role like a duck to water.
Prior to working at the union, Gillian worked in the
disability sector for seven years, and in the public
and private sector (Colanda and Karingal) as a
Personal Support Worker. She was also contracted
out to Barwon Psychiatric Resources Council as a
recreation support worker.
“Most recently for the last 14 years worked in
the timber industry as a laborer. Then I became
a trainer/assessor and transitioned to health and
safety. When I first started in the timber industry, I
became a union delegate and eventually a lead site
delelgate, Gillian says.
“At the beginning of my career, training and health
and safety were minimalist. Then when the focus
and uptake of these occurred it was also essential
as a unionist to understand and be involved to inform
and represent members around the new standards.
Gillian is responsible for organising a large
geographic area, including the Western Districts
Region from Colac in the South, to Trentham in the
North, Melton in the East to Portland in the West
and all the towns within this area, including Ballarat.
Gillian is a proud unionist and has quickly established
a great working relationship with the members she
represents. Her focus has been skilling and training
a new generation of tough workplace delegates.
“I love our members and delegates. They
understand that unionised worksites have better
pay and conditions and because of Industry Unions
your rights at work are protected and underpinned.
Enterprise Agreements ensure that workers are
better off overall, and unions have fought for this.
Our members are all focused on getting outcomes.
We are all on the same page, says Gillian.
“There’s the big picture stuff I get satisfaction from,
but there’s also the day-to-day representation of our
members that is also extremely rewarding.
“I recently represented a member who had to
respond to several allegations of serious misconduct
and after the investigation all were proven to be
unsubstantiated. It’s a process that the member
feared and was not confident that they would retain
their job. We were with her every step of the way.
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NEW HWU UNIONSHOPPER PORTAL
The Health Workers Union is committed to making sure our members get bang for buck
with their membership. For many years now, we’ve partnered with Unionshopper to give our
members big discounts on a range of popular products and services by big brand names.
We recognise that a lot of our members are not that tech savvy. So, we’ve recently met with
Unionshopper to help make it easier to get an account online and get started with big savings.
We’ve set up a HWU specific portal for our members.
Simply got to https://www.unionshopper.com.au/union/hwu-vic - enter your details and away
you go!

Super Amart
Harris Scarfe
The Good Guys
Coles
SuperCheap Auto
Footlocker
Jetstar
Rebel

Budget Direct
Freedom Furniture
Kmart Tyre & Auto
Myer
Woolworths
Priceline
Strandbags

If you need help setting up your member account, you can now call Unionshopper on 1300
368 117. Be sure to inform them you are a member of the HWU and they will assist you.
Union Shopper has already helped thousands of HWU members save money on everyday
purchases, so explore the new portal and start saving. Just some of the brands you know and
love include:

Whether it’s to get your views about
workplace agreements we are negotiating,
or simply to notify you or your next
workplace members meeting, the HWU
is in regular communication with our
members.

UPDATE
YOUR CONTACT
DETAILS

14

With the spiraling cost of Australia Post,
the HWU’s preferred mode of getting news
and information to you is via a mobile
phone text (6 cents) or email (free). It’s
quick, efficient, and cost effective!
Sadly, as many as 15% of our members
do not have a mobile phone number or
email listed with the union. It’s important
we rectify this.
We are working hard to get all workplace,
classification, mobile phone, residential
address details accurate and up-to-date.
Getting this information greatly assists the
HWU’s upcoming industrial campaigns.
Please take the time to contact the
HWU on (03) 9341 3300 or email info@
hwu.org.au if any of your details have
changed since first providing them
when you joined.
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OH&S SPECIAL REPORT:
CSSD & THEATRE

After feedback from our CSSD and Theatre Tech members concerning
OH&S issues arriving from hazardous materials the HWU has engaged
an OH&S expert, Jim Kent, to undertake two extensive investigations
into: 1) Hazard Management of Sterilization Processes and 2) Airborne
Contaminants arising from Laser Surgery.
Jim Kent has over 20 years of experience in industrial relations through
Worksafe Victoria, specializing in rights and obligations under the
Occupational Health and Safety Act.
The sterilisation of surgical and other such instruments brings together
a unique set of workplace hazards that may typically include;
• O
 peration of ‘pressure plant’ such as autoclaves & sterilizers etc.
• Materials handling equipment including ‘dumb waiters’ & similar.
• Manual handling of both contaminated and clean equipment in
volume.
• Use of chemicals for cleaning and sterilization etc.
• Ventilation
• Fatigue of shift workers providing adequate roster coverage of these
functions.
• Heat exposure for prolonged periods.

• H
 andling sharps etc.
• Adequacy of PPE
• Slips, Trips & Falls
Further, our CSSD and Theatre Tech members recognise that airborne
contaminants generated through laser based surgery present a very
real risk to the health and safety of all health sector workers who are
involved either directly or peripheral to these operations. Currently there
is no Australian based relevant technical information that fully identifies
these hazards or the safeguarding necessary to protect all persons so
exposed.
A series of workplace inspections will be undertaken to observe current
and pre-existing risk management processes at health care facilities
at large and small, metropolitan and regional facilities. It is envisaged
that these inspections will provide a snap shot in relation to legislative
compliance levels and also identify any examples of effective or ‘best
practice’ management.
The HWU will publish a report of its investigation on its website
when finalised. All CSSD and Thatre Tech HWU members will be
sent a link of this report via sms.
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COMPENSATION FOR

HEARING
LOSS
Does the family tell you to turn the TV volume
down? Does your spouse tell you to stop
talking so loudly? Does the phrase, ”Sorry,
could you say that again?” seem to be in
every conversation?
Unfortunately, you could be suffering from
industrial deafness if you have worked in
noisy conditions.
Many people put up with their difficulties
and don’t know that the Workcover system is
there to help. It makes special rules that
allows for the fact that people may have
worked in many different workplaces and that
hearing loss occurs over a long time.

Workcover will pay for appropriate hearing
aids and a lump sum where the hearing
loss is over 10%. The current lump sum
entitlement for 10% impairment is $20,280.
The special Workcover rules provide that the
last day of noisy work or the day a claim is
made is the injury date. This means that a
claim only has to be made on the last noisy
employer, if you are retired or the current
noisy employer, if still working.
The HWU lawyers, Adviceline Injury Lawyers,
are experts in Workcover, and in particular
hearing loss. They do not charge unless the
worker receives a payment.

Adviceline Injury Lawyers can arrange for
you to have a free hearing test, help with the
correct claim form, and identify the correct
insurer. Without having any court process or
financial risk, a payment can be made if the
hearing loss is worse than the threshold and
proper hearing aids provided.
To find out more or start the process, call
Lachlan Hicks at Adviceline Injury Lawyers on
9321 9782 or call the Health Workers Union
on (03) 9341 3300.

Your family may be very grateful!

TEA BREAKS IN AGED CARE
Aged care workers work hard. Damn hard.
It’s not enough that many do unpaid
overtime out of loyalty and care for their
residents. Many also skip their allowed
tea break. Horrible employers – like Bupa
– dare to question even this most basic
entitlement.
Many aged care facilities – like Bupa say that you can only have 1 x 10 minute
break (rest or ‘tea break’) in each 4 hours
worked – but you have to work them! They
say those aged care workers who only do
7.6 hours a day (because of the 30 minute
unpaid meal break) may only get one break
(because they haven’t done a second 4
hour work period).
This interpretation of tea breaks is not
correct!
16

People working in aged care are entitled to
a 10 minute paid rest break when working
between each 1 hour and 4 hour period.
For example:
• 1 to 4 hours = 1 x 10 minute break
• 5 – 8 hours = 1 x 30 unpaid meal break
& 1 x 10 minute break
• 9 – 12 hours = 1 x 30 unpaid meal break
& 1 x 10 minute break
Therefore if you work 3 hours you get a 10
minute break. If you work 6 hours you get 2
x 10 minute breaks.
Make sure you’re not being dudded out
of your entitlements. Next time your boss
questions your 10 minute coffee break, tell
them “Sorry, I’m enjoying my brew – take it
up with the HWU!
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MILDURA PSA’S WIN
After a lengthy negotiation process with Ramsay Health, most
Mildura Base Hospital Patient Services Assistant (PSA) shifts will
now be paid at a higher rate.
The Health Workers Union, including its workplace delegate, Donna
Turvey, has worked tirelessly in helping achieve this outcome.
Mildura Base PSA’s have been asking to be promoted for undertaking
4 or more duties as PSA’s to the higher PSA classification. For many
years they’ve been getting nowhere!
Now, with the assistance of the HWU, most PSA staff will be upgraded
in their classifications to reflect the work they do. Hours and duties
have also been fine-tuned to reflect accurately the duties of PSA
staff at Mildura Base Hospital.
Ramsey Health have confirmed that they conducted a review of the
tasks which are performed within each PSA shift and have identified
a number of shifts during which the PSAs are likely to (or could
potentially) perform duties across four or more functional areas on
a regular basis as defined in Section 2, cl. 7.3 of Schedule D of the
Agreement.
These shifts; which are defined within the hospital include: EE Early Emergency; EM - Emergency Morning; EL - Emergency Late;
EN - Emergency Night; PTP - Patient Transfer Weekend Only; FMR
- Afternoon Linen/Rubbish Collection/Patient Transfer; BML2 - Late
Bedmaker; BAW-Linen Rubbish/Patient Transfer; Theatre. PSA’s who
regularly perform these shifts received a new position description
which incorporates all PSA duties (across all of the functional areas)
in order to acknowledge the increased scope and demonstrate their
commitment to completing all tasks.
PSA shifts currently deemed not to require PSA’s to perform duties
across more than three functional areas as these shifts required
PSAs to perform duties from the following functional areas only
include Cleaning and Housekeeping; Transport and Couriering; and
Ward Support. The HWU is hopeful of having these PSA shifts raised
up in the near future.
Additionally, there also new opportunities for extra training (Cert
3 Level health care) will be made available in partnership with
Sunraysia Institute of TAFE.
Thanks to all Mildura PSA staff for sticking together and
congratulations on the win. Together, we are always stronger!

WARRNAMBOOL
MEMBERS
WIN LAUNDRY
ALLOWANCE
Your workplace Agreement, once approved by the Fair Work
Commission, is law. If a particular allowance is in the Agreement in
black and white, it must be paid.
The HWU’s switched on workplace delegates at Warrnambool
Hospital (South West Healthcare) first raised the issue of laundry
allowances with their HWU Organiser, Gillian Kennedy.
Ms Kennedy formally wrote to South West Healthcare, outlining the
issue with South West Health.
The Victorian Public Health Sector (Health and Allied Services,
Managers and Administrative Workers) Single Interest, Enterprise
Agreement 2016-2020, (The Agreement) Section 2, Clause 48
Uniforms and Protective Clothing, specifically 48.4 applies to all
employees at Warrnambool Hospital.
This allowance has not been in accordance with the above
Agreement.
South West’s response was to ask for the names of our affected
members. Submitting the names of our members was not an
acceptable course of action. After consulting our workplace
delegates and we tabled laundry allowances and backpay for 6 years
at the Fair Work Commission.
South West Health subsequently reviewed laundry allowances for all
affected employees.
Within three weeks, all employees received a memo from South West
outlining their entitlement and back pay that they would receive.
It is the union’s job to ensure the entitlements in your workplace
agreement are upheld. If you believe you are not receiving your
allowances or entitlements, please call the HWU on (03) 9341 3300.
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NEW CHARTER FOR
AGED CARE RIGHTS

CONVENTION

TO ELIMINATE

VIOLENCE AT WORK

Consumers receiving Australian Government funded aged care services
have the right to be properly looked after, treated well and given high quality
care and services. The rights of consumers are protected by a Charter of
Aged Care Rights.

A ground-breaking Convention to eliminate violence and
harassment at work has been adopted overwhelmingly at
the International Labour Organisation (ILO) in Geneva, on the
organisation’s 100th year anniversary.

A single Charter of Aged Care Rights (Charter of Rights) has recently come
into effect. It replaced previous charters of care recipients’ rights and
responsibilities.

The two-year negotiations included unions, ILO member
governments, and employer organisations.
Australian Council of Trade Union representatives worked
alongside union representatives from around the world on
the ILO Convention that for the first time sets an international
standard to prevent and eliminate violence and harassment
at work.

The comprehensive and concise new Charter will provide the same rights
to all consumers, regardless of the type of subsidised care and services
they receive. It covers the 14 fundamental protections that are listed below.

What kind of acts come under the definition of “violence and
harassment”? Definitions vary and lines are often blurred. For
example sexual “harassment” is often classified as a form of
gender-based “violence”. The Conference defined violence
and harassment as “a range of unacceptable behaviours
and practices” that “aim at, result in, or are likely to result
in physical, psychological, sexual or economic harm”. This
potentially covers physical abuse, verbal abuse, bullying and
mobbing, sexual harassment, threats and stalking, among
other things.

1. Safe and high quality care and services;

The Convention places obligations on governments to
develop national laws prohibiting workplace violence and on
employers to take proactive steps to prevent violence and
harassment.

I have the right to:
2. Be treated with dignity and respect;
3. Have my identity, culture and diversity valued and supported;
4. Live without abuse and neglect;
5. Be informed about my care and services in a way I understand;
6. Access all information about myself, including information about my
rights, care and services;
7. H
 ave control over and make choice about my care and personal and
social life, including where the choices involve personal risk;
8. H
 ave control over, and make decisions about, the personal aspects of
my daily life, financial affairs and possessions;

The Australian Government voted for the Convention and
Recommendation to eliminate violence and harassment at work.

9. My independence;

We need stronger powers for the Fair Work Commission, as
well as work health and safety regulators and human rights
commissions to proactively address violence, inequality
and discrimination at work. This must include establishing
a gender equality panel in the FWC that would have the
power to hear and determine sexual harassment and sex
discrimination claims.

11. H
 ave a person of my choice, including an aged care advocate, support
me or speak on my behalf;

Everyone should go to work free from the fear of harassment
and violence. Australian unions have been proud to campaign
and work alongside the global union movement
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The comprehensive, concise new Charter provides the same rights to all
consumers, regardless of the type of subsidised care and services they
receive.

10. Be listened to and understood;

12. C
 omplain free from reprisal, and to have my complaints dealt with
fairly and promptly;
13. Personal privacy and to have my personal information protected;
14. Exercise my rights without it adversely affecting the way I am treated.
For more information, go to
https://www.agedcarequality.gov.au/consumers.
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Membership Application Form
I wish to become a member of the Health Workers Union
HSU VICTORIA NO 1 BRANCH. Lvl 5, 222 Kingsway St South Melbourne 3205. info@hwu.org.au

Surname

Given Name(s)

Mr, Mrs, Ms, Miss

Occupation/Classification

Date of Birth
Name of workplace

Employment status (Please tick

)

Full Time

Home Address

Part Time

Casual

Hours worked per week

Town/Suburb

Postcode

Email
Mobile

Home Phone

NOTE: Your contact details will only be used for union
correspondence and WILL NOT be disclosed to third parties

Work Phone

Please choose from one of the following two payment options:
Credit Card Payment/Payment Schedule
Please charge my Mastercard

Visacard

Date of first payment

Fortnightly

American Express

$
Expiry Date

Card Number

Direct Debit Request Service Agreement

Date of first payment

Fortnightly

Surname
Given Name(s)

“you”

request and authorise HSU VICTORIA NO 1 BRANCH 466179 to arrange, through its own financial institution, a debit to your
nominated account any amount HSU VICTORIA NO 1 BRANCH has deemed payable by you.
This debit or charge will be made through the Bulk Electronic Clearing System (BECS) from your account held at the financial
institution you have nominated below and will be subject to the terms and conditions of the Direct Debit Request Service Agreement.

Financial institution name
Address
Name/s on account
BSB number (must be 6 digits)

-

Account number

By signing and/or providing us with a valid instruction in respect to your Direct Debit Request, you have understood and agreed to
the terms and conditions governing debit arrangements between you and HSU VICTORIA NO 1 BRANCH as set out in this
Request and in your Direct Debit Request Service Agreement.

Signature

Date

Name

Address

Position

*The information collected on this form is confidential and subject to the Union’s Privacy Policy and is only used to further the purposes of the Union and its membership. The policy can be viewed at hwu.org.au.

Authorised by Health Workers Union Secretary, Diana Asmar - Level 5, 222 Kings Way, South Melbourne, Victoria 3205

Authorisation to Process Payments
By signing, I request you, until further notice in writing, to debit my/our account described in the overleaf schedule, any amount which the Health Workers Union (User ID No. 466179)
may debit or charge me either through the Direct Debit System or via credit card payment; or to provide me with payment invoices in order to facilitate payment via other means.

Terms and Conditions
By signing and providing the Health Workers Union with a valid instruction in respect to your Direct Debit Request, Invoice Payment or Credit Card Payment, you have understood
and agreed to the terms and conditions governing the debit arrangements between you and the Health Workers Union as set out in the overleaf Request or Payment and above
Authorisation to Process Payments. This authority shall remain in place for as long as you are an eligible member of the Health Workers Union.
By signing you also acknowledge that you are aware that membership of the Health Workers Union is subject to the Rules of the Health Workers Union (which can be viewed at the
Union offices or online: http://www.e-airc.gov.au/051v/rules), and you thereby undertake to adhere to them.

Referred By
If applicable, please state the name of the person or workplace delegate who has encouraged you to join the Health Workers Union.
First name:

Surname:

Direct Debit Request Service Agreement
This is your Direct Debit Service Agreement with HSU VICTORIA NO 1 BRANCH,
466179 & ABN 92480180237. It explains what your obligations are when undertaking
a Direct Debit arrangement with us. It also details what our obligations are to you as
your Direct Debit provider. Please keep this agreement for future reference. It forms part
of the terms and conditions of your Direct Debit Request (DDR) and should be read in
conjunction with your DDR authorisation.

Definitions

account means the account held at your financial institution from which we are
authorised to arrange for funds to be debited.
agreement means this Direct Debit Request Service Agreement between you and us.
banking day means a day other than a Saturday or a Sunday or a public holiday listed
throughout Australia.
debit day means the day that payment by you to us is due.
debit payment means a particular transaction where a debit is made.
direct debit request means the Direct Debit Request between us and you.
us or we means HSU VICTORIA NO 1 BRANCH, (the Debit User) you have
authorised by requesting a Direct Debit Request.
you means the customer who has signed or authorised by other means the Direct
Debit Request.
your financial institution means the financial institution nominated by you on the
DDR at which the account is maintained.

1. Debiting your account

1.1 By signing a Direct Debit Request or by providing us with a valid instruction, you
have authorised us to arrange for funds to be debited from your account. You
should refer to the Direct Debit Request and this agreement for the terms of the
arrangement between us and you.
1.2 We will only arrange for funds to be debited from your account as authorised in the
Direct Debit Request.
or
We will only arrange for funds to be debited from your account if we have sent to
the address nominated by you in the Direct Debit Request, a billing advice which
specifies the amount payable by you to us and when it is due.
1.3 If the debit day falls on a day that is not a banking day, we may direct your financial
institution to debit your account on the following banking day. If you are unsure
about which day your account has or will be debited you should ask your financial
institution.

2. Amendments by us

2.1 We may vary any details of this agreement or a Direct Debit Request at any time by
giving you at least fourteen (14) days written notice.

3. Amendments by you

3.1 You may change*, stop or defer a debit payment, or terminate (cancel) this
agreement at any time by providing us with at least 14 days notification by writing
to:
info@hwu.org.au
or
by telephoning us on 0393413300 during business hours;
or
arranging it through your own financial institution, which is required to act promptly
on your instructions.
*Note: in relation to the above reference to ‘change’, your financial institution may
change your debit payment only to the extent of advising us HSU VICTORIA NO 1
BRANCH of your new account details.

4. Your obligations

4.1 It is your responsibility to ensure that there are sufficient clear funds available in your
account to allow a debit payment to be made in accordance with the Direct Debit
Request.
4.2 If there are insufficient clear funds in your account to meet a debit payment:
a) you may be charged a fee and/or interest by your financial institution;
b) you may also incur fees or charges imposed or incurred by us; and
c) you must arrange for the debit payment to be made by another method or
arrange for sufficient clear funds to be in your account by an agreed time so that
we can process the debit payment.
4.3 You should check your account statement to verify that the amounts debited from
your account are correct.

5. Disputes

5.1 If you believe there has been an error in debiting your account, you should notify
us directly on Kerry Georgiev and confirm that notice in writing with us as soon as
possible so that we can resolve your query more quickly. Alternatively you can take
it up directly with your financial institution.
5.2 If we conclude as a result of our investigations that your account has been
incorrectly debited we will respond to your query by arranging for your financial
institution to adjust your account (including interest and charges) accordingly.
We will also notify you in writing of the amount by which your account has been
adjusted.
5.3 If we conclude as a result of our investigations that your account has not been
incorrectly debited we will respond to your query by providing you with reasons and
any evidence for this finding in writing.

6. Accounts

You should check:
a) with your financial institution whether direct debiting is available from your
account as direct debiting is not available through BECS on all accounts offered
by financial institutions.
b) your account details which you have provided to us are correct by checking
them against a recent account statement; and
c) with your financial institution before completing the Direct Debit Request if you
have any queries about how to complete the Direct Debit Request.

7. Confidentiality

7.1 We will keep any information (including your account details) in your Direct Debit
Request confidential. We will make reasonable efforts to keep any such information
that we have about you secure and to ensure that any of our employees or agents
who have access to information about you do not make any unauthorised use,
modification, reproduction or disclosure of that information.
7.2 We will only disclose information that we have about you:
a) to the extent specifically required by law; or
b) for the purposes of this agreement (including disclosing information in connection
with any query or claim).

8. Notice

8.1 If you wish to notify us in writing about anything relating to this agreement, you
should write to:
info@hwu.org.au
8.2 We may send notices either electronically to your email address or by ordinary post
to the address you have given us.
8.3 If sent by mail, communications are taken to be received on the day they would be
received in the ordinary course of post.

Please forward completed forms to the union office via one of the following options
POST: PO Box 1088 South Melbourne, Victoria 3205 EMAIL: info@hwu.org.au FAX: (03) 9341 3334
or HAND IT to your union organiser. For more information call (03) 9341 3300.
Authorised by Health Workers Union Secretary, Diana Asmar - Level 5, 222 Kings Way, South Melbourne, Victoria 3205

Join the Health Workers Union now.
The Health Workers Union is:
Dedicated to protecting and fighting for your workplace
rights.
Improving your bargaining power with your employer.
Support campaigns for better private and public health,
aged care and disability services.
Working with your colleagues to achieve your collective
industrial and workplace objectives including:
4 Negotiating workplace agreements and better pay
4 Improving occupational health and safety
4 Negotiating better working conditions
4 Ensuring realistic workloads
4 Pursuing group reclassifications.
You’ll have access to a range of individual industrial
services. The HWU works with individual members to:
4 Resolve workplace problems, such as bullying and
rostering issues
4 Provide advice, support and advocacy
4 Offer representation in the Fair Work Commission
on issues including workers compensation, unfair
dismissals, reclassifications and other problems at
work

Other Valuable Membership
Benefits
$10 million Indemnity Insurance
Legal Advice & Free Wills
A FREE consultation with a lawyer.
A FREE standard Will pack and savings on legal matters.
Workcover Advice & Legal Support
Discounts on Products & Services
HWU members can now access a range of discounted
products and services by visiting
www.unionshopper.com.au
Bereavement Benefit Fund
Up to $5000 paid to your
dependents should you pass
away.

For more information about
HWU membership benefits
and policies, go to
www.hwu.org.au.

4 Negotiate workplace contractual issues.

Your union fees are 100% tax deductable

Call (03) 9341 3300 or visit hwu.org.au

Instant
savings
on e-gift cards
this spring

Discover the fastest and easiest way to
purchase your e-gift cards from Australia’s
leading retailers and save instantly.
To order, visit unionshopper.com.au

1300 368 117
unionshopper.com.au

Check website for terms and conditions

.

