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Important Union Reminders & Information
• 	You can view all HWU rules, policies and financial statements at hwu.org.au
• The HWU receives approximately 250 calls per day from members into our Member
Assist Call Centre. Our standard operating hours are from 8.30am to 5.00pm, Monday
to Friday. Please note that peak call times are between 8.30am – 10.30am and again
from 3.30pm – 5.00pm.
• Please encourage your colleagues to join the union by going to hwu.org.au. Our online
facility makes it easy to sign up. The more members that are in our union, the stronger
you are.
• If your member contact details or workplace information
changes, please update your members info online via
hwu.org.au or call the HWU on (03) 9341 3300.
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SECRETARY’S REPORT
from Diana Asmar

“I SIMPLY CAN’T THANK YOU ENOUGH FOR
YOUR HARD WORK, UNITY AND SUPPORT
FOR ONE ANOTHER IN DIFFICULT TIMES.
YOUR WORTH TO THE COMMUNITY IS
IMMEASURABLE.”
By HWU Secretary Diana Asmar
Thanks you to all HWU members for your continued
support and membership of the union. Without your
loyalty, the HWU would not exist to improve the working
lives of health workers.
It continues to be a busy and active year for the union on
many fronts.
Firstly, in aged care. The HWU Industrial Department
has certified many agreements, with many more still in
negotiation. It’s a long list of agreements to get through
and we are working our way through all of them. Getting
members more money and better entitlements is the
core business of the union.
We are also eagerly awaiting final government
submissions in the union’s Aged Care Work Value Case.
A decision from Fair Work is due very soon. There is
clearly an overwhelming evidentiary basis to justify a
significant improvement to aged care wages on work
value grounds.
In the public sector, we have signed, sealed and delivered
another strong agreement. By now, all members should
have received their 1 July 2021 pay increase, their 1
July 2022 increase, and all money’s owing.
Public sector members can also expect to receive two
lots of Winter Retention Payments of up to $3000 in total.
This payment was only possible after intense government
lobbying by the HWU. Our members petitioned the
government in their thousands following the debacle
of last year’s payment which favoured clinical workers.
When we stick together, we win!

The HWU believes all Victorian health workers deserve this
payment, from private hospital employees, community
health workers, aged care workers, disability workers,
pathology workers and contracted out employees, such
as members from Spotless, ISS and Compass. Thanks to
all members that have signed our online petition calling
on employers to make this payment available to private
health employees. For those that haven’t, please go to
www.hwu.org.au and sign it today.
I want to thank our union’s Industrial Department and
Organisers who are flat out negotiating new workplace
Agreements on your behalf. Their work is endless.
I’ve met and listened to thousands of old and new
HWU members in meetings within the last year, and
I will continue to do so. I know your workplaces are
understaffed. I know you are working harder than ever
before.
I simply can’t thank you enough for your hard work, unity
and support for one another in difficult times. Your worth
to the community is immeasurable. I’m honoured to be
your union Secretary.

Yours in unity,

Diana Asmar, HWU Secretary
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ASSISTANT SECRETARY’S REPORT
“IF YOU WANT A GOOD PAY OUTCOME,
THE BEST THING YOU CAN DO IS TO
ENCOURAGE YOUR WORKMATES TO JOIN
THE UNION. IF EVERY MEMBER SIGNED
UP JUST ONE PERSON, THE UNION’S
STRENGTH WOULD DOUBLE OVERNIGHT.”
By HWU Assistant Secretary David Eden

Getting members more money is the “bread and butter”
work of the union’s Industrial Department. This year has
been one of busiest on record - 2022 is the year of aged
care Agreements being negotiated and certified.
Already, we have certified nearly 50 aged care agreements,
with another 15 soon to be certified. We have another 70
aged care agreements that we are currently in the process
of negotiating. That means, by year’s end, I am confident of
delivering members over 135 signed, sealed and delivered
aged care workplace agreements.
Regrettably, some aged care employers are playing hard
ball with us. We have over 35 aged care employers that are
refusing to engage with the union on their next agreement,
or worse, being actively hostile. This is unwise.
Whether it’s through co-ordinated Majority Support Petitions
from their workforce, or through more persuasive means,
we are confident of bringing these 35 employers to the
table. The success and vibrancy of their business depends
on their workforce. In a competitive labor market, we are
confident they will see the light and participate in friendly
negotiations.

There are of course, other Agreements that are currently
in the works, including ISS, Spotless and the Community
Health Agreements. In the private sector, our attention will
then turn to Ramsay Health and Epworth Health, among
many others. The work of the HWU never stops!
I’ll repeat this point as I always do - the key to getting our
workers a big pay rise is a strong union!
The more members and strong HWU Delegates we have at
a particular workplace, the greater our bargaining position
and the greater our chances of success. Most employers
are reluctant to test the waters of industrial action and
disruption to their business when they know the HWU
have a strong membership base. If you want a good pay
outcome, the best thing you can do is to encourage your
workmates to join the union. If every member signed up just
one person, the union’s strength would double overnight.
It’s simple – together, we are stronger!
In other activity, both myself and HWU Secretary Diana
Asmar are continuing to speak to many members across
Victoria. In particular, we are holding discussions in relation
to the Admin Review, which is part of the public sector
Agreement. Thanks to all members for their input thus far.

Health Workers Union
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ASK YOUR PRESIDENT
Rhonda Barclay

ASK
RHONDA
OVER 55 FLEXIBLE WORKING
ARRANGEMENTS

The Health Workers Union has thousands of members who
are over the age of 55. And I’m one of them! After working
hard for many decades, they are seeking to balance their
family responsibilities, such as looking after grandkids, with
more flexible working arrangements.
The good news is that the Fair Work Act permits Flexible
Working Arrangements.
Flexible Working Arrangements (FWA) are formal agreements
between workers and their employers to change his or her
working arrangements by providing flexibility to employees
to balance their work and family responsibilities.
If you have been employed with your employer for more than
12 months, and fall into one of the following categories, you
are entitled to apply to your employer for a Flexible Working
Arrangement. Especially if:
(a) the employee is the parent, or has responsibility for the
care, of a child who is of school age or younger;
(b) the employee is a carer (within the meaning of the Carer
Recognition Act 2010);
(c) the employee has a disability;

There are some things to note about seeking an FWA.
Your employer must respond to your request in writing
within 21 days.
An employer can only refuse the request on reasonable
business grounds.
You are legally entitled to ask for a FWA and if it can help
you balance your life responsibilities, the HWU encourages
you to put in a request with your employer.
If you want to ask your employer for a more flexible working
arrangement, please contact the HWU and we can email
you a template letter to send to your employer.
If you require assistance at any time, or you
are having an issue getting a response from
your employer, please contact the HWU on
(03) 9341 3300.

Follow us on Instagram

(d) the employee is 55 or older;
(e) the employee is experiencing violence from a member
of the employee’s family;
(f) the employee provides care or support to a member of
the employee’s immediate family, or a member of the
employee’s household, who requires care or support
because the member is experiencing violence from the
member’s family.

Health Workers Union
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PUBLIC SECTOR ADMIN
REVIEW NOW ON
The HWU has delivered big pay gains for Victorian public hospital
admin workers. We have a strong record. Over the life of the
previous Agreement and the new one, massive pay increases have
been gained.
Admin workers have seen their pay scales jump exponentially. For
instance, over the life of only two Agreements, the lowest paid full
time Clerical Grade A worker will have seen their weekly gross pay
jump from $1011 to $1419 per week, as they transitioned into the
administrative and management structure. That’s a 37.7% increase.
A Grade 4 Admin worker will have seen their pay increase 26.2%
over the life of two agreements.
But there are still potentially more pay gains to be made, and
we know that there needs to be improvement in the admin and
management classifications – particularly at the lower levels.
Within the current Health and Allied Services, Managers and
Administrative Workers (Victorian Public Sector) (Single Interest
Employers) Enterprise Agreement 2021-2025, the HWU has quietly
negotiated a Best Practice Employment Commitment for admin
workers.
Clause 10 in the Agreement states that the HWU, health services
and the Victorian Government have agreed to :
(d) developing an agreed framework which facilitates the Continuous
Improvement of the Management & Administrative Workers
classifications, involving:
(i) a review of the existing classification descriptors to identify
opportunities for improvement, to be completed within 6 months
of the commencement of the Agreement;

improvement to be completed by 1 October 2022;
(iii) descriptors to be trialled locally at volunteer Health Services in
small cohorts, (not as enforceable terms) from 1 January 2023
for twelve months; and
(iv) Health Service feedback regarding the suitability of the ‘trial
descriptors’ to be reported to the BPEC (Best Practice Employment
Commitments) in 2023 in order to inform bargaining preparation
for 2024.
Point 10 (d)(i) of the Agreement gives admin workers the chance
to work on what the classifications should be in a new agreement.
This provides us with an opportunity to rectify the generalised and
inequitable wording that allows employers to decide, at whim, where
employees are classified. Therein lies opportunities for further pay
gains.
The process for an Admin review is to be completed within six
months of the Agreement being implemented. The HWU consultation
process for this Admin Review is now on.
The HWU is determined to fix the flawed admin and management
structure in the public sector enterprise agreement, and we need
your input to do it. You know your jobs better than anyone, and you
are best placed to help guide the process.
Our HWU leaders are currently conducting consultation meetings for
Admin Workers across Victorian public hospitals. You will be notified
of these meetings via text message.
All Admin workers are asked to please attend and have your say
in the Admin Review. We want your voice heard. If you have any
questions, please call the HWU on (03) 9341 3300.

(ii) development of trial descriptors to address the opportunities for
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$3000 RETENTION PAYMENT

FOR PUBLIC HOSPITAL EMPLOYEES
To recognise Victorian public healthcare workers, a one-off Healthcare Worker Winter
Retention and Surge Payment will be made to all clinical and non-clinical staff of up to
$3000! This payment package of $353 million is funded by the Victorian Government.
To be clear, you must be directly employed by a public health
provider on 1 July 2022 and still be employed by that employer on
30 September, 2022. That’s the criteria. If you meet this criteria, you
will be paid the bonus.
This includes ALL non-clinical classifications - such as admin
workers, security officers, ward clerks, PSA’s SSA’s, FSA’s, kitchen
workers, cleaners and environmental services, storepersons, dental
workers, allied health workers, pathology workers, theatre techs,
instrument techs, pharmacy techs and public aged care workers. In
fact, every single worker in every classification employed directly by
a public health service.
This is a huge win for our HWU members! The HWU has lobbied
the Victorian Government hard for this payment. Our members will
recall the debacle of last year’s selective and unfair surge allowance
payments, which caused deep division within our public hospital
system as many classifications missed out (and clinical workers
received more than non-clinical workers). That was unfair.
Across workplace meetings and in our HWU Member Assist Call
Centre, we heard the outcry from our members and the HWU lobbied
hard for ALL public health workers to be treated equally. This issue
has now been resolved by including ALL non-clinical public health
provider employees in the new retention 3000 payment.
“Congratulations to all HWU members, delegates and officials who
fought so hard for this well-earned win! The $3000 payment is a

huge win for our members. Thanks to all public sector HWU members
who signed our HWU petition calling on the government to fix last
year’s unfair surge payment. Now, all public health employees –
both clinical and non-clinical – are being recognised equally, HWU
Secretary Diana Asmar said.
“Thank you so much for your hard work, unity, and support for one
another in difficult times. I hope this hard-fought $3000 payment
goes some way to help you and your family pay for everyday bills
and groceries, said Ms Asmar.
All staff employed in public health services are eligible for the
payment of up to $3,000. (Please note this payment is subject to
tax). Part-time, casual and new staff employed on or after 1 July,
who are still employed on 30 September 2022, are eligible for a
pro-rata equivalent of the payment.
Payment of up to $3000 will occur over two pay periods, 15 August
2022 and 30 September 2022. The government has informed the
union these payments will be paid in the first full pay periods after
these two dates. These payments will be subject to tax.
Part-time and casual staff are eligible for a pro-rata equivalent of the
payment. The payments should accurately reflect the rostered hours
worked this winter, not contracted hours.
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DISGRACEFUL
NO RECOGNITION FOR

PRIVATE HEALTH WORKERS
Whilst the Victorian Government has announced a $373 million
package to fund a Healthcare Worker Winter Retention and Surge
Payment to all public hospital employees, regrettably, the payment
does not go to private hospital employees, private aged care
workers, private pathology employees or contracted-out employees
working in public hospital settings.
The HWU wants to ensure that Victorian private health workers are
not left behind.
The HWU believes it is important that our members working for
private employers do not go unrewarded for their hard work and
commitment. You have been the backbone of our health system
during the COVID pandemic. Our private health members are just
as deserving of a $3000 payment as public health employees. We
will continue to fight for you to get this payment.

COVER EXTENDED
The Health Workers Union is pleased to announce that from 1
August 2022, Emergency Transport Cover will be extended to HWU
members and their family.

So far, over 2000 HWU members have signed our online petition
calling on this payment from private employers.

The union’s Branch Committee of Management voted to extend
this cover to union members. This wonderful service to members is
only possible because of the strong financial position of the union
and responsible management of the union’s finances.

Many private employers have secured record profits during the
course of the last two years. Many employers, particularly in private
pathology, have secured whopping government contracts which
have impacted massively on their bottom line and profit margins.

HWU members and their immediate family will have access to the
union’s Emergency Transport Cover if they are a financial member
of the union at the time of the claimable event, and they are a
permanent Australian resident.

It is disgraceful that, to date, only a handful of employers have
responded to HWU and Government calls. The HWU wrote to the 16
largest private health employers in Victoria requesting they match
the Victorian Government’s $3000 Winter Retention and Surge
Payment. To date, only one major employer in private pathology is
on board with rewarding their workforce.

This service includes cover of up to $2000 for road ambulance
transportation, and up to $10,000 for air ambulance transportation,
which is especially important for our HWU members living in remote
or regional communities.

Note that some private employers, (such as Ramsay Health,
Epworth, Healthe Care, Spotless, ISS and Compass), are currently
or will soon be in discussions with the union about their next
Enterprise Agreement. The HWU is open to pursuing a retention
payment as part of negotiations. We will explore all available options
in the fight to secure this payment on behalf of our members.
The HWU has written to all our private members asking they
petition non-union work colleagues. We want to secure 10,000
signatures for this important next stage in our campaign.
Private employers simply can’t risk losing their workers to the
public sector. Only if we stick together, can we achieve a strong
outcome for private health workers. Because together, we are
always stronger!
To sign the online petition, go to https://www.megaphone.org.au/
petitions/3000-retention-payment-for-private-health-workers or to
the union’s Facebook page.
8

AMBULANCE

Cover will also extend to the member’s wife/husband/spouse/
defacto and any unmarried dependent children up to 16 years old,
or up to 25 years old if a full-time student.
Cover ceases immediately once a member is not a financial
member.
Any claim received will only be considered for payment if the claim
is submitted to the HWU within 90 days of the claimable event.
Claimable events must occur in leisure time only. Work accidents
must be lodged through WorkCover and accidents involving a
registered vehicle must be lodged with the Transport Accident
Commission.
The full terms and conditions of the Cover are available on the
union’s website.
Please note that the union’s Emergency Transport Cover is not
affiliated with Ambulance Victoria. It is for each HWU member to
decide whether to purchase Ambulance Victoria membership, and
what is appropriate for their family.

Official Journal of the Health Workers Union Spring 2022

PENINSULA HEALTH
MEMBERS JOBS FIGHT
Frankston Hospital HWU members have had a massive win in
their long-running dispute with the Victorian Government and
Peninsula Health about the future of its workforce.
When the Victorian Government decided to partake in major
upgrades to the Frankston Hospital, they sneakily entered into
what is called a Public Private Partnership (or PPP). A PPP is
effectively a cost-saving exercise for the Victorian Government,
where part of the cost of the build is met by the private sector.
The catch, of course, was that a private consortium would take
over the non-clinical roles, including kitchen and food staff,
admin and clerical workers, storepersons, cleaners and PSA’s.
The HWU and our members united in protest. Historically, the pay
and conditions of contracted out public hospital workers is not
at the same level of parity as public health employees. Getting
money to fund pay rises for Spotless, ISS and Compass workers
is like extracting blood from a stone from those employers.
In the case of the Frankston Hospital upgrades, Compass
were initially awarded the contract to manage the non-clinical
component of hospital services.
After months of intense lobbying of the Victorian Health Minister
by HWU officials, including Secretary Diana Asmar, Assistant
Secretary David Eden and Senior Vice President Lee Atkinson,
the Victorian Government has agreed to back down and keep
an overwhelming majority of its non-clinical employees on the
public payroll, and not contract them out to Compass.

This decision is good news for hundreds or Frankston Hospital
workers.
“The government backdown means hundreds of PSA’s, admin
workers, kitchen workers and storepersons will remain on
Peninsula Health’s payroll, said HWU Secretary Diana Asmar.
“This is a valuable lesson in the meaning of collectivism. That’s
why we need every single Frankston Hospital worker in the
union. It’s only through strength in numbers that workers win.
The HWU is vehemently opposed to PPP’s and the contracting
out of frontline public hospital jobs. It is disgraceful to sign
contracts which sign away public jobs to private consortiums
motivated purely and solely by profit.
“We have won this battle, but not the war! This is not the first
time the HWU has seen this Victorian Government enter into
these agreements. It’s a worrying trend and the State Labor
Government should cease any and all future PPP’s immediately,
said Ms Asmar.
Whilst the news may be good for hundreds of affected HWU
members at Frankston Hospital, regrettably some 30 cleaning
jobs will stay with Compass as part of the PPP. Fortunately, the
HWU has been able to negotiate for these 30 affected cleaners
to be transferred to other Peninsula Health sites, such as nearby
Mornington Centre or Rosebud Hospital, should these employees
wish. Ofcourse, under this arrangement their accrued Peninsula
Health entitlements will carry over.
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PUBLIC SECTOR
AGREEMENT
ADDITIONAL
BENEFITS
Whilst most public sector members know of their annual wage increase every 1 July for the life of
the four year public sector Agreement, many members are unsure of the additional benefits of the
Agreement which covers up to 55,000 Victorian public hospital workers. These include:
An additional week of annual leave. ALL employees covered by this Agreement will now be entitled to an extra week of Annual leave.
Employees will now have 5 weeks of accrued annual leave, not 4. After extensive consultation with our members, the claim for an extra week
of annual leave was identified as extremely important. This is a big win by the HWU for our members. (‘Shiftworker’ employees who currently
get 5 weeks will now get 6 weeks).
Nauseous allowance. The nauseous allowance is guaranteed in this Agreement for thousands of workers where they deal with substances of
an unusually offensive nature at work. Again, after extensive consultation with our members, the claim for a nauseous allowance was identified
as extremely important for affected classifications.
Long Service Leave Accessible after 7 years. Thousands of HWU members have worked for their current employer for over 7 years, but
no more than 10 years. Long service leave will now be accessible after 7 years on a pro-rata basis (phased-in from July 1 2021 – those who
have 9 years will access pro-rata from 2021/2022; those with 8 years from 2022/2023; those with 7 years from 2023/24).
Superannuation during parental leave. From 1 July 2021, the Employer will begin making Superannuation contributions throughout any
period of parental leave, paid or unpaid. Such contributions will be calculated based on ordinary time earnings. The Weekly Parental Leave
Super Contribution will be paid during each week of Parental Leave save that the Employee will receive a pro-rata payment for a period less than
one (1) week; and where, during the period of parental leave, the Employee’s rate of pay increases. Employee’s pre salary packaging earnings
will be increased accordingly from the relevant date and superannuation paid on the increased amount.
OTHER IMPROVEMENTS TO YOUR PAY & CONDITIONS
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•

2% allowance increases annually

•

Further targeted wage increases to redress historical low pay levels

•

Portability of annual leave between health services (on election of employee)

•

Sick leave for medical appointments and planned medical procedures

•

Broadened criteria for flexible working arrangements

•

Improved casual conversion clause

•

Part-time review of hours after six months

•

Fairer rostering processes

•

A clear and fair process of approving annual leave

•

Full-time staff will be able to request an ADO and, if refused, can be disputed

•

Any vacancies of less than 16 hours per week must be offered internally first

•

PSA Code Grey/Black – PSA staff will now be medically assessed for suitability to attend codes. PSA’s required to respond to codes will
now be paid and receive proper registered training

•

Employees will be able to make short-term changes to their contracts to undertake study or career-progression

•

Automatic transition from Grade 1a (HS1a) to Grade 1 (HS1) following a year’s experience

•

Introducing 5 ‘year of experience’ classifications for HS1 to HS5 workers

•

Management and Administrative Employees. Continuous Improvement of Classifications (this is a review of the classifications in Section 3
of the current agreement (to be completed within 6 months of the new agreement being signed)

•

A workload management clause will apply to ALL employees

•

Improved OH&S clauses applying to all employees.
Official Journal of the Health Workers Union Spring 2022

PUBLIC SECTOR
AGREEMENT
The Public Sector Agreement has four scheduled
pay rise dates. But there are a host of other key
dates that are worth noting for public hospital
employees. These include:

1 July 2022
FFPPOA - First full pay period on or after 1 July 2022, salary
increase (check EBA - for health & allied, Sch 2B from page
176; for admin, Sch 3B from page 247)

1 July 2022
Long Service Leave can be accessed pro-rata for 8 years
of service;
• Theatre Techs get an additional $350 for nauseous (in
lieu of nauseous on overtime);
• Health Care Worker classified employees to be reviewed;
• Lifestyle and Complimentary Therapy classifications
introduced

30 September 2022
$250 Education Incentive Allowance for eligible employees

30 October 2022

1 July 2023
• Long Service Leave can be accessed pro-rata for 7
years of service;
• Theatre Techs get an additional $350 for nauseous (in
lieu of nauseous on overtime)

1 September 2023
$250 Education Incentive Allowance for eligible employees

1 December 2023

Admin Review - deadline for development of trial descriptors
to address the opportunities for improvement

$350 Nauseous allowance for eligible employees

1 December 2022

31 March 2024

$350 Nauseous Allowance for eligible employees

$250 Education Incentive Allowance for eligible employees

1 January 2023

1 July 2024

Admin Review - descriptors to be trialled locally at volunteer
Health Services in small cohorts, for twelve months.

• Long Service Leave can be accessed pro-rata for 7
years of service;
• Theatre Techs get an additional $350 for nauseous (in
lieu of nauseous on overtime)

31 March 2023
$250 Education Incentive Allowance for eligible employees

1 July 2023

30 September 2024
$250 Education Incentive Allowance for eligible employees

FFPPOA - First full pay period on or after 1 July 2023, salary
increase (check EBA - for health & allied, Sch 2B from page
176; for admin, Sch 3B from page 247)

1 December 2024
$350 Nauseous allowance for eligible employees

Official Journal of the Health Workers Union Spring 2022
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PRIVATE AGED CARE
AGREEMENTS UPDATE
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CERTIFIED AGED CARE AGREEMENTS

AGED CARE AGREEMENTS AWAITING CERTIFICATION

EMPLOYER

PAY RISE IN NEW CERTIFIED AGREEMENT

EMPLOYER

PAY RISE IN NEW CERTIFIED AGREEMENT

ACES

2.5%, 3%

Adventcare

2.25% x 2 years

ACSAG/Japara

2.75% x 2 years

Allanvale Private (Carewest)

2% x 4 years

Arcare

2.5% x 3years

Allity

1% x 4 (6 monthly)

Bentley's Aged Care

2.25%, 2.25%, 2.75%, 2.75%

Assisi Centre

2.25% x 2 years

Blue Cross

2.25%, 2.25%, 1%

Caspa Care

1.5% x 4 (6 monthly)

Care Staffing Solutions

3%, 3%, 3%, 3.25%, 1%

Eventide Homes Hamilton

2.25%, 2.25%, 2.5%

Cumberland View

1%, 1.25%, 1.25%, 1.5% x 3 (6 monthly)

Lyrebird Village

3.5% x 2 years

Dorothy Impey House

2.8%, 2.7%, 2.6%, 2.5%

Napier Street

2.5% x 2 years

Dunmunkle Lodge

1%, 1%, 1.5%, 2.5% (6 monthly)

Manor Court Werribee

1.25% x 7 years

Edith Bendall Lodge

2.25% x 2 years

Norsan

2.25% x 3 years

Emmy Monash

1.5% x 6 (6 monthly)

Old Colonists

2.4% x 4 years

Estia

2.75%, 2.75%, 2.5%

James Barker House

2.25% x 2 years

Fairview Bayside

2.5% x 2 years

Samkay

3.25% x 4 years

Glengollan Village

2.5% x 4 years

St Basil's Home

4%, 3%, 2.75%, 2.5%

Glenlyn Aged Care

2.5% x 4 years

Westmont Aged Care

2%

Holloway Aged Care

2.5% x 4 years

Homestyle Aged Care

2% x 2 years

John Curtin Care

2.3%, 2.5%, 2.5%, 2.5%

Kirkbrae

1.25%, 1%, 1.25%, 1% (6 monthly)

Lavian Aged Care

2.75% x 4 years

Mayflower

2.25% x 2 years

Mecwacare

2.75% x 3 years

MiCare

2% x 3 years

Moran Health

2.5% x 3 years

Nagambie Health

2.5% x 4 years

Nazareth Care

2.5% x 4 years

Neerim and District Soldiers
Memorial Hospital

2.5% x 2 years

Olivet Residential Care

2.25% x 2 years

Ottoman Village

2.5% x 4 years

Prom Country

2.1%, 2.4% x 3 years

RM Begg

2.5%, 1.25% x 8 years

Royal Freemasons

1.1%, 2%, 2%

Sacred Heart Mission

2%, 2.3%, 2.3%

San Carlo Homes

1%, 1.25%, 1%, 1.25%, 1%, 1.25% (6 monthly)

Stretton Park

3% x 3 years

The Bays Healthcare Group

2% x 4 years

Uniting AgeWell

1.25%, 1.5%, 1.25%, 1.5% (6 monthly)

Vasey RSL Care

1.25% x 8 years

Villa Maria

3.5%, 2.25%, 2.25%

Honeysuckle Lodge / Violet
Town Bush Hospital

2.25%, 2.25%, 2.75%, 2.75%

Wintringham

2.25% x 4

AGED CARE AGREEMENTS CURRENTLY IN
NEGOTIATION
• Abbeyfield & Sunnyside House
• Ararat Retirement (Gorrinn Village)
• Arpad
• Baptcare
• Belvedere
• Benetas (Residential Care)
• Bentley Wood
• Brimlea
• Brotherhood of St Laurence
• Bupa
• Chaffey Aged Care
• Cheltenham & Greenwood Manors
• Cobden District Health
• Corpus Christi
• Cumberland Manor
• Cypriots (Grace of Mary)
• Della Dale
• Denise Chin
• Donwood
• Embracia
• Euroa Health
• Eventide Homes Stawell
• Fairview Village
• Fronditha Care
• Georjose Care
• Heritage Care
• Hope Aged Care
• Java Dale
• Kalyna Care
• Karingal Seymour
• Latrobe Valley Village

• Luson
• Mannacare
• Martin Luther Homes
• McKenzie Aged Care
• Mekong Aged Care
• Melaleuca Lodge
• Menarock
• Merakis
• Mercy Aged Care
• Milhaven Lodge
• Moyola Lodge
• Multicultural Aged Care Services
• Outlook Gardens
• Polish Retirement Home
• Regis
• Respect Aged Care
• Rose Lodge Wonthaggi
• Sale Elderley Citizens Village
• Samarinda
• Shepparton Retirement Villages
• St Catherine’s Wangaratta
• St Vincent’s Care
• Sunnyside Lutheran
• Tabulam & Templer
• The Alexander
• Trinity Aged Care
• Village Glen Aged Care
• Whittlesea Lodge
• Woorayl Lodge
• Yackandandah Health
• Yallambie Village Traralgon
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The HWU has oversight for hundreds of workplace agreements.
A great number of these are in the private aged care sector. Here
is an update of the recent work of the HWU in ithe private aged
care sector.
CURRENT EXPIRED AGREEMENTS WHERE EMPLOYER IS NOT RESPONDING TO FORMAL REQUEST TO BEGIN
NEGOTIATIONS OR IS BEING DELIBERATELY HOSTILE. EMPLOYEES WILL BE ASKED TO SIGN A MAJORITY
SUPPORT PETITION TO BRING THEIR EMPLOYER TO THE NEGOTIATING TABLE:
• Abberfield Aged Care
• Allambi
• Aurrum
• Australian Aged Care Group
• Australian Unity
• Autumn Care
• AVEO
• Barwo Homestead
• Basscare
• Blue Willows Aged Care
• Carinya Lodge
• Chinese Community Social Services
Centre
• Churches of Christ Care
• Coptic Village

• Craigcare
• Deloraine
• Dominican Sisters of Malta
• Doutta Galla
• Echuca Community for the Aged
• Edgarley Home
• Elderley Chinese Home
• Goodwin Village
• Hammond Care
• Havilah Hostel
• Hepburn House
• Hillview Bunyip
• Holmwood Private
• Islamic Society of Eastern Melbourne Inc

• Jewish Care
• Lifeview
• Little Sisters of the Poor
• Lora Hill Pty Ltd
• Lynden Aged Care
• Medical & Aged Care Group
• Oasis Aged Care
• Opal Aged Care
• Princes Court Homes Mildura
• RALC
• St Paul’s Hostel
• Sunbury Lions
• TLC
• Warramunda
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LISTENING TO
HWU MEMBERS
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Having direct conversations with our members is the best way to
understand what workplace issues matter to them.
Thank you to all our HWU members who came to workplace member
meetings with our leaders, HWU Secretary Diana Asmar and HWU
Assistant Secretary David Eden so far this year.
Some of the key issues members raised with HWU leaders during
these meetings included chronic understaffing; the $3000 winter
retention bonus for public health employees; the lack of recognition
by employers for private health employees; the rising cost of living
and wages not keeping up; their next workplace agreements; OH&S
issues relating to understaffing and fatigue; and contracting out.

We heard from members from across the Geelong and Bellarine
regions; Bendigo Region; Ballarat Region; Gippsland Region; Mildura
Region; Shepparton, Echuca and Northern Regions; Warrnambool
and South West Regions, Mornington Peninsula Region; and of
course, greater Metropolitan Melbourne.
After a lengthy COVID lockdown (with strict onsite visitor requirements
now being lifted), our HWU leaders are determined to visit as many
health workplace across Victoria in 2022 as possible. Listening to
members and helping them is the most important part of their job.
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REDLICH’S
REGIONAL
OFFICES
VISIT TODAY
The HWU has a proud association with highly qualified lawyers
from Redlich’s.
Many members do not know that Redlich’s also offer legal will kits
FREE of charge for all Health Workers Union members, in addition
to a FREE legal consultation.
For over 50 years, dedicated personal injury lawyers at Redlich’s
have assisted union members following an injury at work, on the
road or in a public place.
Previously known as Adviceline Injury Lawyers, Redlich’s has
returned to its roots established on the foundation of helping those
in need.
Redlich’s are committed to providing a service that focuses on
their clients, allowing them to prioritise their wellbeing and what
is important to them.
Redlich’s unique and personal approach ensures their clients
are provided with exceptional, affordable and accessible legal
representation where there is an open line of communication with
our team through the entire legal process.
Redlich’s have regional offices in Morwell and Wangaratta, in
addition to offices in Melbourne, Epping, Melton and Springvale.
For a free confidential conversation on your injury, call and speak
directly to a member of their legal team.

REDLICH’S MORWELL
Address: 10 George Street Morwell VIC 3840, VIC 3825
Phone: (03) 9321 9844

REDLICH’S WANGARATTA
Address: 26B Reid St, Wangaratta VIC 3677
Phone: (03) 9321 9779
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AUSTIN HEALTH

SICK LEAVE
ENTITLEMENTS

In recent confusion, Austin Health changed the way it reports
accrued sick leave entitlements for their workers. Austin
Health took away what they got in accrued sick leave on their
anniversary, reducing it to what it should be if it accumulated
from zero.
For example, if a worker was entitled to 21 days in a year, and
their start date was 1 January, in the middle of the year, the
worker would have accrued roughly 10 or 11 days of sick leave.
If the worker had already taken more than that, their sick leave
may have gone into the negative.
By way of background, the Fair Work Act changed years ago,
meaning that sick leave accrues progressively. In other words,
from the anniversary of your employment, your sick leave starts
at zero and goes up to your entitlement (which has not changed)
which, for the public sector, is 12 days in the first 12 months of
employment; 14 days for second, third and fourth year, and 21
days from that point on.
Austin Health was clumsy and not communicated well regarding
this matter. Diana Asmar met with management at Austin
Health, and they have agreed that any employee who currently
has zero, or is in the negative, will still be able to access paid
sick leave. Then, over time, their sick leave will even out as it
accrues. The Austin has committed to working with the union to
support members who need to take sick leave.
It would have been better if Austin Health had consulted with
employees prior to simply reducing people’s entitlements, and
Austin’s communication needs to be improved on matters such
as this.
This change occurred in all other public health services over 5
years ago – and sometimes people faced the same issues. The
HWU has resolved issues in the past and will continue to work
through this issue with Austin and affected HWU members. The
HWU will stand by our Austin HWU members.
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WORKER-LED REHAB SERVICES

What is The Crossing? It’s a Victorian union led push to open our
first worker-led rehabilitation, outreach and outpatient service
called The Crossing. The HWU is proud to be one of 30 Victorian
unions proudly supporting this worthwhile initiative.
Workplace support and early intervention are crucial in supporting
workers combating addiction and mental health struggles.
Unions represent and support many workers who are at risk of
losing their employment because of addiction and substance
use problems. But it is often difficult for union representatives to
find timely, affordable and appropriate rehabilitation and support
services for workers.
That’s why the Victorian union movement is exploring the possibility
of providing a 28-day residential rehabilitation program with
extensive and ongoing support that would build on the Foundation
House1 model that currently operates in New South Wales.
Those with addiction problems have difficulty in controlling when
and how much they gamble or use alcohol and other drugs.
Problems with addiction lead to health, social, emotional or
employment problems.
Alcohol is the most common addiction problem. Other problem
drugs include methamphetamine.
Family and domestic violence, financial stress and mental health
concerns are common problems associated with addiction. It is
estimated that more than half those in prison have a substance use
problem.4 Just short of five percent of deaths are associated with
alcohol and drug use and it is associated with nearly seven percent

of the total burden of disease and other injuries.
Addiction is also a major problem at work. Workers often lose their
employment when then have an alcohol and drug problem. It has
been estimated that work-place productivity losses for alcohol
related problems were $6 billion. An analysis of survey results
indicate that in Australia between 2.5 million 11.5 million workdays were lost due to alcohol and drug use at a cost of between
$680 million and $3 billion depending how costs are estimated.
Around 10 percent of workers say they usually drink at work or use
other drugs in survey research. Over five percent have attended
work under the influence of alcohol and around a third of coworkers have experienced negative effects from other workers
using alcohol. Younger workers who are moderate drinkers are
particularly at risk. Alcohol and drugs contribute to around five
percent of deaths at work.
In January 2022 there were 3.4 million people employed in Victoria.
This suggests around 170,000 (5%) of these workers are likely to
have an alcohol and drug problem that causes difficulties at work.
Unemployment is strongly related to the use of alcohol and
drugs. People with substance use problems are more likely to be
unemployed. They are about twice as likely to be engaged in risky
use of alcohol and drugs as people in work.
The opening of The Crossing will change the lives of workers
struggling with addiction – as well as those of their families, their
workmates, and their community.
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DECISION

PENDING

According to the Victorian Department of Industry, the health industry
in this state employs over half a million people. This makes the health
industry the biggest employer in Victoria. Now, there is a health jobs
shortage crisis in Victoria.
There are a number of reasons for the shortage of health workers.
“Some health sectors have faced bigger shortages than others, says
HWU Secretary Diana Asmar.

UPDATE ON UNION’S

“In aged care, a certain portion of the sector left the industry
altogether because of mandatory vaccinations. That’s why we told
the Victorian Government we opposed mandatory vaccinations for
health workers. We suspected it may put pressure on everyone else
- and it has.

The Health Workers Union has been fighting to lift the wages of
aged care workers in the Fair Work Commission. Unquestionably,
Australia’s aged care workers deserve more.

“The historically lower rates of pay in aged care means a lot
of workers have also moved over to retail or other sectors of the
economy, said Ms Asmar.

That’s why the union filed an application to the Fair Work
Commission (FWC) in an Aged Care Work Value Case aimed at
lifting Australia’s aged care wages by 25 per cent.

In aged care, Australia is facing a shortage of at least 110,000 direct
aged-care workers within the next decade unless urgent action is
taken to boost the workforce, a new report by CEDA has found.

Thank you to all HWU members who assisted the union in the
process of making a submission to the Fair Work Commission.
Your voice has been heard. With the hearing of the evidence
now complete, the HWU is confident there is an overwhelming
evidentiary basis to justify a variation to wages on work value
grounds.

A recent report by CEDA states the aged care workforce challenge,
finds the shortage will balloon to more than 400,000 workers by
2050 unless we take dramatic action now.

If the union claim succeeds, it would, for example, lift the wages
for an entry level care worker employed in aged care over $5 an
hour. That’s not an unreasonable increase. The current wage rates
for aged care workers do not recognise or value the nature of the
work undertaken, nor the level of skill and responsibility involved in
performing this important work. This must change.

“We will need at least 17,000 more direct aged-care workers each
year in the next decade just to meet basic standards of care,” Mr
Ball said.

AGED CARE WORK VALUE CASE

This Aged Care Work Value Case aims to improve the wage levels
of aged care workers. The union’s application covers home care
workers, personal care workers, recreational activities officers,
catering, cleaning, administration, and other support staff.
The good news is that the timetable for a final decision has now
been adjusted on request of the new Federal Government, to
accommodate a supportive submission in the case. This is now
due on 8 August 2022. We are hopeful that the Commonwealth’s
submission lends significant weight to the union’s case.
There are further hearings scheduled on 24 and 25 August 2022 to
hear oral submissions for the Commonwealth with a final hearing
reserved for 1 September 2022, if required.
A final decision is expected in the very near future. The HWU will
keep members informed of the outcome.
18

HEALTH WORKER
SHORTAGE CRISIS

CEDA Chief Economist Jarrod Ball says Australia has failed to prepare
for this challenge, despite multiple inquiries and our demographic
destiny being well understood for decades now.

Right now, however, chief among the problems is that the major
shortage of workers is creating burn-out for the health workers that
have stayed in the system.
“We have low unemployment. We had foreign labour that has left
Australia during COVID and they haven’t come back. We see labour
shortages across other industries where a casual dishwasher in a
restaurant can attract $50 an hour for a shift. It’s the perfect storm
for labor shortages in our health industry, says HWU Secretary Diana
Asmar.
“Vacancy rates may be high, but the HWU is also getting a lot of
feedback from our members that positions are not being filled within
their workplace. Some employers are not even bothering to advertise
for new personnel.
“Existing staff are expected to pick up the slack of the person that
has left. Our members are fatigued. Workplace fatigue is becoming
a real health and safety issue. Health workers are close to breaking
point, said Ms Asmar.
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AUSSIE WORKERS
5.1% MINIMUM WAGE BOOST

On June 18, the Fair Work Commission announced a rise
in the minimum wage of 5.2% or $40 a week, taking it to
$812.60 a week or $21.38 an hour. The rise took effect on
1 July 2002.
The increase is slightly above the increase the Federal
Government had publicly supported for the minimum wage,
which was 5.1%, the rate of inflation.
But award minimum wages will be increased by less – 4.6%,
with a minimum rise of $40 a week. This means workers
on award minimum wages above $869.60 per week will
get a 4.6% rise, while those earning less will receive a $40
increase. The 4.6% will cut in at trade level.
Only the lowest paid 2% of workers are on the national
minimum wage, while a further 23% receive the minimum
award rates.
For workers generally the award increases took effect
on July 1, except for those in aviation, hospitality, and
tourism where the increases will take effect on October 1
because of what the commission describes as “exceptional
circumstances” in these industries.

The 5.2% rise is above the latest inflation number of 5.1%.
But workers face further substantial rises in inflation in
coming months.
Reserve Bank Governor Philip Lowe says inflation is likely to
increase to 7% by the end of this year.
“Wages across Australia had stagnated for over a decade
under the conservative Federal Government. Keeping
wages low, whilst corporations recorded record profits, was
a deliberate strategy by the former government, said HWU
Secretary, Diana Asmar.

“There is a wealth disparity in Australia
like never before. That is the legacy of the
former Morrison Government, who even
disgracefully opposed a $1 increase for the
lowest paid Australian workers, labelling
it a threat to the national economy. Good
riddance to them, said Ms Asmar.
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CLOSING THE
GENDER PAY GAP

WOMEN EARN $483 LESS
PER WEEK THAN MEN
Almost a decade of inaction on the gender pay gap under the
previous Government has resulted in women continuing to earn
less than men in every age bracket, according to data released
today by the Workplace Gender Equality Agency.
On average, women earn $483.30 less per week than men, largely
due to women shouldering the majority of care responsibilities and
making up 61 per cent of workers reliant on Award and minimum
wages.
Workplace Gender Equity Australia attribute 20 per cent of the
pay gap problem to women-dominated industries in care and
education being undervalued and underpaid.
Women have lost nearly a decade under the previous Government,
and action is urgently needed to restart the work of closing the
gender pay gap.
The union movement welcomes the action already taken by the
current Federal Government in committing to providing 10 days
of Paid Family and Domestic Violence leave through the NES, but
more work is required, including the Government’s commitments
to include Gender Equity in the FWA, full implementation of the
Respect@Work report recommendations, prohibiting pay secrecy
and enforcing public reporting of pay gaps by employers.
“Women will continue to earn $483.30 per week less than men
until we address the undervaluation and underpayment of womendominated industries, including teaching, nursing, and care, said
ACTU President Michele O’Neil
“Without accessible and affordable early childhood education
and care, women are forced into insecure and low paid jobs. The
fact that we have some of the most expensive early childhood
education and care in the developed world is a huge contributing
factor to the pay gap.
“It is simply not good enough that women continue to be paid less
than men in this country. We should have made progress in the
last decade under Coalition Governments, but instead we went
backwards from 14th to 70th place on the global gender pay gap
index.
“We welcome the action that the Albanese Government has already
committed to on Paid Family and Domestic Violence Leave but
much more work is required to close the gap. We look forward to
working with the Government to include Gender Equity in the FWA,
implement all of the Respect@Work report recommendations,
prohibit pay secrecy and roll out public reporting of pay gaps by
employers.”
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WAGES FALL BEHIND

COST OF LIVING
Australian workers don’t need official Bureau of Statistics data to tell
them that the cost off living is outstripping wages at a rate of knots.
Paying $10 for an iceburg lettuce at our local Coles or Woolies might
be all the data you need to work that out.
Official data released in May showed real pay cuts 4 times bigger
than projected in budget. The ABS confirmed that real wages have
fallen by 2.7 per cent – the worst real wages growth in over 20 years.
Inflation data released showed that the average worker will receive a
real pay cut of nearly $2,000 in the first half of this year, nearly four
times more than the previous Morrison Government projected.
Workers received an $800 pay cut in real terms in 2021. The May
data showed that actual wage cuts this year will be four times more
than projected, leaving workers nearly $2,000 worse off in the first
half of the year and nearly $4,000 worse off by the end of 2022.
This trend is set to continue with inflation expected to soar to 7%
later this year.
This will only accelerate the cost of living crisis that Australian workers
are living through, caused by almost a decade of low wage growth
under this Government, and capped off by real wage cuts through
2021 and 2022.
Analysis from The Australian Aged Care Collaboration paints a bleak
picture for aged care workers:
Their analysis shows that after expenses:
• A single aged care worker has $112 per week.
• An aged care worker in a two-parent household with two children
has $17 per week.
• An aged care worker in a single-parent household cannot afford
basic essentials, with weekly costs exceeding income by $148
each week.
This is a national tragedy. It’s little wonder there are massive staff
shortages in aged care, where thousands of workers have left the
industry heading for greener pastures. The Covid pandemic has
worsened the workforce crisis in aged care. While the aged care
workforce is skilled and dedicated, the skills shortage in the local
market means a support worker can earn more in hospitality or retail.
Industries that are heavily unionised recorded better than average
wage growth.
“Aussie workers don’t set monetary or fiscal policy. But what we
can do is unite, get unionised and get workplace active. Strong
unionisation rates are the key to recording better wages growth, said
HWU Secretary Diana Asmar.
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SPOTLESS

FIGHT LOOMING
The Health Workers Union has formally begun negotations with
Spotless: A Downer Company with respect to the next workplace
Agreement with our members.
Spotless have now formally issued a Notice of Employee
Representational Rights (NERR), which means the HWU will be the
official bargaining agent of workers.

WIN FOR WORKERS:
$450 SUPERANNUATION

THRESHOLD AXED

An obligation to pay Superannuation Guarantee (SG) contributions
arises where eligible employees have earned over $450 (before
tax) in salary and wages in a given month. However, this minimum
monthly threshold was removed from 1 July 2022.
Section 27 of the Superannuation Guarantee Administration Act 1992
provided an exception to payment of superannuation contributions
where an employee earned salary and wages of less than $450 in
any given month.
Where monthly earnings fluctuated, superannuation contributions
were only payable for the relevant months where the employee
earned $450 or more.
From 1 July 2022, this minimum monthly threshold was removed
and an obligation to make superannuation contributions now arises
on all salary and wages paid to eligible employees, irrespective of
whether or not the individual has low monthly earnings.
This important change was intended to increase access to
superannuation for low-income earners.

HWU Industrial Manger Cameron Granger and HWU Assistant
Secretary David Eden recently met with Spotless management to
begin negotiations.
“Historically, the union negotiates the Spotless Agreement once
the public sector Agreement is secured. We do this for a reason.
The public sector pay rates and conditions are decent. We then
seek parity from Spotless with the public sector, said Mr Granger.
“It’s not unreasonable that a cleaner working at Alfred Hospital for
Spotless is paid the same as a cleaner at Royal Children’s Hospital.
It’s the same work.
“We are in a competitive labor market with low unemployment. If
Spotless don’t match parity with the public sector Agreement, then
workers have options. The cleaner at Spotless can jump online
and get a job at another hospital without too much difficulty, Mr
Granger said.
To date, early indications from Spotless is that they do not want
to seek the HWU’s demands for pay parity with the public sector,
despite previous Agreements following this trend. Failure to meet
this demand could lead to industrial action in future. In short, there
looks like a fight looming!
Now is the time to join the union if you work for Spotless. All
current Spotless HWU members are asked to get active and start
recruiting fellow colleagues into the union. The more Spotless
HWU members we have in the coming months, the greater our
negotiating position.

“Australian unions have campaigned for this change. We’ve
succeeded in forcing the axing of the rule that requires employers
to pay superannuation to only those employees earning more than
$450 a month before tax, said HWU Secretary Diana Asmar.
“The change, which took effect on 1 July 2022, means employers
will now need to pay superannuation to all employees, regardless of
how much they earn, Ms Asmar said.
There was, of course, the obligatory pushback from lobby groups
in the retail trade and accommodation and food services sectors
will bear the brunt of change, since they are more likely to employ
workers who earn less than $450 a month, based on information in
the government’s retirement income review.
The review found that most of the 300,000 people earning less than
$450 a month were young workers employed on a part-time basis.
They are also likely to be on an award wage.
Official Journal of the Health Workers Union Spring 2022
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UNIONS WIN
10 DAYS PAID
FAMILY & DOMESTIC
VIOLENCE LEAVE

COMMUNITY
HEALTH
AGREEMENT
UPDATE
The HWU represents hundreds of Community Health workers. The
Community Health Agreement covers approximately 30 providers
from across Victoria.
These providers include Access Health & Community; Banyule
Community Health; Central Bayside Community Health; Cohealth;
Connect Health and Community; DPV Health; EACH Social and
Community Health; HealthAbility; Inspiro Health; Link Health and
Community; Nexus Primary Health; North Richmond Community
Health Centre; Star Health; Sunbury & Cobaw Community Health;
Your Community Health; Ballarat Community Health Centre;
Bellarine Community Health Ltd; Bendigo Community Health
Service; Castlemaine District Community Health Centre Inc;
Gateway Health; Gippsland Lakes Community Health; Community
Health; IPC Health; Latrobe Community Health Service; Macedon
Ranges Health Services; Northern District Community Health
Service; Primary Care Connect; Sunraysia Community Health
Services; and Wimmera Primary Care Partnership.
The HWU has done extensive work on developing a final Log of
Claims and adapting the existing Community Health Enterprise
Agreement to bring it into line with the Public Hospitals Agreement
approved in April this year.
Previously approved Community Health Agreements have mirrored
the pay and conditions of the public sector hospitals Agreement.
The HWU has now submitted its final Log of Claims after
consultation with members. Negotiations are progressing with
the Victorian Hospitals Industry Association, the representative of
Community Health Employers.
Thus far, only Eastern Access Community Health (EACH) have
indicated they want to opt out of the Agreement, effectively going it
alone. The HWU is opposed to this course of action by EACH. This
may result in a poorer Agreement outcome for our EACH members.
Many Community Health members have also raised the possibility of
a $3000 Retention Payment to be included in the next Agreement.
A petition for such a Retention Payment can be found on the HWU
website. We will keep members informed about the progress of
negotiations with the VHIA.
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After a decade of campaigning for 10 days paid family and domestic
violence leave by unions, the new Albanese Government finally
introduced legislation to enshrine the right into the parliament in
July.
Over the past decade, while successive Coalition Governments
refused to support this leave, unions campaigned for, and won
it in thousands of workplace agreements in all industries across
the country. Today, by enshrining the leave into the National
Employment Standards, the Albanese Government will ensure that
nearly every worker gets this entitlement, including casual and
part-time workers.
Access to this leave will save lives, as it costs $18,000 on average
to escape a violent relationship in Australia and economic security
is a key factor determining whether a person subjected to family or
domestic violence can escape from a dangerous situation.
At least 1 in 4 women have experienced physical or sexual violence
since the age of 15 by a current or former intimate partner – a
national crisis that has worsened during the pandemic. The union
movement recently held a commemorative service in Canberra to
pay tribute to all the lives lost to family and domestic violence.
Unions recently won 10 days of family and domestic violence in all
Awards, covering an estimated 2.6 million workers. The new Bill
now covers an additional 8.44 million workers.
“Unions never gave up. We can finally celebrate the introduction of
paid family and domestic violence leave into parliament. We also
stop and remember all the lives lost too soon and the struggle that
continues, said HWU Secretary Diana Asmar.
“Family and domestic violence is a national emergency in Australia
with a quarter of all women having experienced some form of
violence, and it costs $18,000 on average to escape a violent
relationship.
“Over 70% of HWU members are women. I know many that have
been put in difficult situations because of violence. This win is
extremely important, said Ms Asmar.
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WORKSAFE CHANGES:

EMPLOYEE
REPRESENTATION

GUIDE

Our Occupational Health & Safety Delegates do an amazing job
keeping our members safe in their workplace.

The updated ERG is also available on WorkSafe’s website at
https://www.worksafe.vic.gov.au.

Thankfully, the Victorian Government has given OH&S workplace
reprentatives new powers.

The Employee Representation Guide will help employees and
employers understand the role, powers and entitlements of health
and safety representatives (HSRs). It also provides an overview of
the other representative mechanisms, including health and safety
committees and designated work groups established under the
OHS Act.

WorkSafe’s has updated Employee Representation Guide (ERG).
The ERG has been updated to reflect relevant changes in the
Occupational Health and Safety and Other Legislation Amendment
Act 2021 (the Act).
The Act amended the Occupational Health and Safety Act 2004 to:
• enable HSR’s to take photographs or measurements or make
sketches or recordings in certain circumstances
• enable HSR’s to issue a PIN electronically (eg via email) to an
employee, agent or officer of the body corporate if the notice is
being issued to a body corporate
• ensure a labour hire worker is treated as an ‘employee’ of both
the labour hire provider and the host employer for the purposes
of the OHS Act.

Research shows that when employees have input before decisions
are made about health and safety matters, workplaces have better
health and safety outcomes. Employee representation provides a
means for involving employees and giving them a voice in health
and safety matters. One of the five principles of health and safety
protection in the OHS Act states that ‘employees are entitled, and
should be encouraged, to be represented in relation to health and
safety issues’.
If you do not have an HWU OH&S Rep at your workplace and
you are interested in becoming one, please call the HWU on
(03) 9341 3300.
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MEMBERS

Messages
“I want to take a moment to send you a heartfelt thank you so much
for your support and guidance during this difficult period at work.
Having you there and reassuring me that I will be ok and being in
my meeting made a world of difference in a situation where I felt
unfairly treated and there was a massive power imbalance. I from
the bottom of my heart can’t thank you enough. I wish you amazing
blessings in life for your kindness and for helping those that need
support.”
Rachel H
“I just got informed there won’t be any further action against me.
Thank you so much for your support. I would like to express my
gratitude and thanks to all the union team members for their
support.”
Dhirendar R
“Thanks to my Organiser for helping me with a rostering issue I
had. He was professional and sorted out the issue with one phone
call.”
David A
Dear David and Diana and comrades of our mighty, strong HWU.
I was so thrilled to receive a notebook and pen (for long serving
members). As a life member, I was truly touched. I love being in
unity with you all.”
Margret G
“I want to thank the union for everything you’ve done. Sometimes
something small I think becomes a big problem and you’ve solved
my problem.”
Maria B
“I don’t think it’s right that my employer isn’t giving me $3000.
Why do public hospital workers get it and Spotless employees get
nothing. We work side by side with people that do get it. It’s not
right. Please do something about it.”
Tina S
“I’m a PSA at Monash and just checked my payslip. Actually, I had
to check it twice. The pay rise I got was a decent rise and good
timing too I have bills galore at the moment. Thanks guys for all
the work you do.”
Vicki K
“Hi Diana. Just a quick note to say thanks for sending Ray to fix my
rostering problem. Management didn’t know what to say. He fired
back with answers from the EBA and they didn’t have a leg to stand
on. I got my hours back and it’s all sorted. Lifesaver.”
Effie M
“Why don’t Community Health workers get the $3000 from the
Victorian Government. Please send me the petition and I’ll get all
my work to sign it. We work hard and deserve this money as much
as anyone. ”
Peter D
“Thank you for all your help. I was so stressed about the
disciplinary notice I received. Without you and the union I don’t
know what I would have done. What an outcome. I’m so relieved.”
Mandeep A
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FAIR WORK DISPUTE

ST VINCENT’S

PUBLIC
HOSPITAL
After consulting our St Vincent’s Public Hospital members and
delegates, the Health Workers Union has decided to take St
Vincent’s Public Hospital to the Fair Work Commission.
“Quite rightly, our members are fed up with St Vincent’s Public
hospital management” said HWU Secretary Diana Asmar.
“We gave St Vincent’s hospital every opportunity to resolve some
serious issues around rostering and replacement of staff who
are on leave. St Vincent’s Public have been stuffing us around –
enough is enough” Ms Asmar said.
HWU Delegates and Organisers recently joined our HWU Industrial
Department in a conference with Fair Work Commissioner Bisset.
The Commissioner heard how St Vincent’s had not replaced
workers on leave; denied permanent work to casual employees;
denied existing staff opportunity to additional hours; failed to
advertise for new staff; and overworked employees.
“St Vincent’s management are telling us they can’t find staff and
that’s the reason for the understaffing. This is nonsense. They
aren’t even advertising to fill these jobs or offering more hours to
existing part time or casual staff, said Ms Asmar.
“They are simply penny pinching. The consequence of this is that
our St Vincent’s public HWU members are fatigued due to chronic
understaffing. If they keep this up, it becomes a serious Worksafe
issue. We are getting to the point where we may be forced to issue
PIN notices to get action, said Ms Amar.
Fair Work Commissioner Bissett called for the HWU and St Vincent’s
to meet at a high level to agree on how to fix these issues (and will
keep the file open at Fair Work).
HWU officials are now planning to meet St Vincent’s senior
management and report back to Fair Work in mid-August 2022.
We will inform members of the outcome. The HWU remains hopeful
that we can fix the issues without the necessity for industrial
escalation.
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VALE KIMBERLEY ALEKSANDROS
IOANIDIS

KITCHING
HWU staff, officials and members are deeply saddened by the
sudden passing of our former General Manager Kimberley Kitching.
We have lost a close and loving friend.
Kimberley Kitching served as a Victorian Senator from October
2016 until her death in March 2022. Prior to this she worked
as the union’s General Manager from December 2012 until she
entered the Senate.

“Kimberley was a proud unionist and member of the HWU. She was
one of the main drivers in reforming the union from the parlous
state we found it in back in 2012. As General Manager, she worked
tirelessly to build trust with members, said HWU Secretary Diana
Asmar.
“Kimberley was an esteemed lawyer before coming to work for the
union. She left law behind to come and work with us because she
loved and respected health workers.
“I remember one of the first things she did was to collate a list of
some 450 workplace Agreements that were expired and overdue.
She turned to me and said, “we’ve got some work to do”. She just
rolled up her sleeves and got it done.
“For four years, the candle burned at both ends. She was always
the first one into the office in the morning and the last one out at
night. She worked extremely long hours to get this union back on
track, said Ms Asmar.
Kimberley’s strong work ethic and drive made her a formidable
politician. She built lasting and dynamic relationships with everyone
she met in Canberra. She was respected on all sides of politics.
Indeed, Kimberley’s funeral was a beautiful testament to her life,
spilling out onto the streets surrounding St Patrick’s Cathedral.
She touched thousands.
A fierce and loyal advocate of workers’ rights, of justice, of
freedom, of democracy and our institutions, and a protector of all
that is good in this world. She worked tirelessly to make Australia
a better, stronger place.
To all that knew Kimberley she was, above all, a kind and beautiful
soul. Gone far too soon.
Our deepest condolences to her loving partner Andrew, her parents,
family members and close friends. May her memory be a blessing.
Rest In Peace our dear sister, ‘Kimba’.

The Health Workers Union is an organisation by members, for
members.
We have recently employed Aleksandros Ioanidis, one of our star
HWU Delegates, as an Industrial Organiser on secondment from
St Vincent’s Public Hospital
“I am so excited about working for the HWU. I am a PSA with a
Pharmacy Tech Certificate 3. I’ve been an active Delegate with
HWU and a trained OH&S Rep. I’ve worked hard to build the union
at St Vincent’s Public Hospital. Now I want to build the union more
broadly, said Aleksandros.
“All my life, not only myself but also all my family we are union,
I’ve been a unionist. I’ve been union active in every industry I’ve
worked.
“My unionism started from my grandfather. He was a human
rights activist in Greece. My mother was President for the
Human’s Rights Women’s Independency for nearly 20 years in
Serbia and later went on to become a member of Parliament. I
was raised to stand up for what you believe in, says Aleksandros.
HWU Secretary was impressed by Alexandros’ activity as a Delegate
at St Vincent’s Hospital and his ability to resolve workplace issues
for fellow union members through his knowledge of the public
sector Agreement and negotiating skills.
“Being an Organiser is hard work. It’s long hours, high pressure,
demands on your time, and requires attention to detail. I know
Aleksandros will continue to thrive in his new role, said Ms Asmar.
Aleksandros understands the job at hand.
“I want to work to make the lives of our members better. It’s that
simple. I want to be a part of an effective team that delivers for
our members.
“Without effective unions, employers would tread all over their
employees. Unions needs members to survive and members
need unions to survive. They are one and the same.
“History has shown that without unions, corporations run rampant
to the point where workers are barely paid a living wage. That
creates a wealth disparity in society. Just compare the United
States, where corporations run the show, to Australia, which has
a proud history of strong unionism. We don’t want to go down
that path. Strong unions are the gatekeepers to a fairer society,
said Aleksandros.

Official Journal of the Health Workers Union Spring 2022

25

NOMINATE AS
A HEALTH &
SAFETY REP
TODAY
MILDURA UNION STALWART

TINA ANDREWS
HONOURED

Mildura Union Stalwart, Tina Andrews, was recently honoured with
Life Membership of the Health Workers Union by HWU Secretary,
Diana Asmar, and HWU Assistant Secretary, David Eden, for her
outstanding service to our union.
Tina Andrews first joined the union in 1986, serving as a proud
member for over 35 years. In that time, she assisted colleagues
with workplace issues big and small.
Ms Andrews worked at Mildura Base Hospital, both under public
stewardship as well as private under Ramsay Health.
“I can’t speak highly enough of the union. I’ve always been a good
girl, so I never got in trouble much at work and didn’t need to call
on the union too often in those 35 years, said Ms Andrews.
“I saw other workers get into trouble from time to time and we got
the union involved.
“It’s one of those things, like an insurance policy. It’s good to know
you have the union by your side when you need them. The union
helped me out with rostering issues I had, says Tina.
HWU Secretary Diana Asmar said members like Tina have been the
backbone of the union for decades.
“The HWU is very fortunate to have members like Tina Andrews.
Tina is a committed unionist. She understands unionism and the
power of unionism. We need more members like her.
“Tina understands that only when workers stick together can we
achieve outcomes. Nothing is given to workers out of goodwill.
All the rights and working conditions our members have today is
because union members past and present stood up and fought for
it, said Ms Asmar.
26

Is there no current HWU Health & Safety Representative (HSR)
at your workplace? The HWU want to hear from all members
interested in safety at their workplace, where there no current
Health and Safety Representative, to nominate as that workplaces’
HSR Rep today.
The responsibility for providing a healthy and safe workplace rests
with the employer. The HSR, however, has an important role as
established under the Occupational Health and Safety Act 2004
(OHS Act), in representing members of their designated work
group (DWG) and bringing issues to the attention of their employer.
To assist the HSR, the OHS Act sets out specific powers that may
be exercised by an HSR.
An HSR has powers. An HSR may, under the OHS Act, do any of
the following:
• inspect any part of a workplace at which a member of the DWG
works at any time after giving reasonable notice to the employer
and immediately in the event of an incident or any situation
involving an immediate risk to the health or safety of any person
• take photographs or measurements or make sketches or
recordings (including audio and video) at any part of a workplace
at which a member of the DWG works
• accompany an inspector during a workplace inspection where a
member of their DWG works
• be present at an interview concerning occupational health and
safety (OHS) between the member and an inspector or the
member and the employer
• if the HSR is authorised to represent an independent contractor
and that person consents, be present at an interview concerning
OHS between the person and an inspector or the person and
the employer
• issue a provisional improvement notice (PIN)
• issue a direction to cease work after consultation has taken
place with the employer
There is a process for election of formally becoming a HWU Health
and Safety Rep for your workplace. The HWU is keen to assist
interest members. For more information, and to register interest,
call the HWU on (03) 9341 3300.
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CASUAL CONVERSION ENTITLEMENTS
The HWU has thousands of members who are employed as casuals. Whilst many casuals prefer this
arrangement, many members would like to shift to more secure employment. So exactly what are
your casual conversion entitlements?
Legally, your employer must offer casual
employees conversion to permanent work.
There are criteria which must be met,
but basically if you have been casually
employed for more than 12 months and
work a regular and consistent pattern of
work, your employer is required to offer you
a permanent role.
The Fair Work Act 2009, at Division 4a,
section 66B, says that your employer must
make an offer to you if:
•
•

You have been employed for a period
of 12 months or more;
During the preceding 6 months, you
have worked a regular pattern of
hours, on an ongoing basis – and you
could continue to work that pattern
going forward (minor adjustments are
ok).

When the employer doesn’t have to make
you an offer:
•

If there are ‘reasonable grounds’ not
to make the offer and those grounds
are based on facts (or something that
is reasonably foreseeable);

•

If the position you are undertaking will
cease to exist within 12 months of

making the offer;

Your right to request conversion

•

If the hours of work you perform will
be significantly reduced in the next 12
months;

•

If there will be significant changes to
the times or days on which you work;

•

If a Federal or State law governing the
recruitment process precludes making
the offer.

Even though it is a requirement that
employers offer you conversion, nothing
stops you from approaching your employer
to ask that they review your circumstances.
If you ask (preferably in writing), the
employer must respond in writing within 21
days.

In any case, the employer must give written
notice to a casual employee if:
•

The employer decides not to make an
offer;

•

You’ve been employed for more than
12 months but you don’t have a
consistent pattern of work within the
previous 6 months.

The offer from the employer must be in
writing and must be either full-time or parttime, to reflect the hours you have worked
in the previous 6 months.

Other obligations
•

The employer must not alter your
hours of work to avoid their obligations
under the Act.

•

You do not have to accept an offer to
convert from casual to permanent –
and the employer should not treat you
any differently if you refuse.
If you have any questions, need any
help or advice, please contact the HWU
on (03) 9341 3300.

You must reply in writing to your employer
within 21 days, if they make you an offer
– either accepting or declining the offer.
If you don’t, it is taken that the offer is
declined.

CASH BACK OFFER
If you haven’t already, please go to unionshopper.com.au and
register today. Thousands of HWU members are already registered
with this awesome union members only service provider.

You can start getting cashback rewards on purchases, from
businesses large and small all over Australia. From Travel, Dining,
Entertainment, and much more.

Unionshopper is a service provided to all Health Workers Union
members and exclusively to over a million other union members
across Australia. All you need to do is register your details and, as
a union member, you could be saving hundreds if not thousands of
dollars annually.

To get started. simply register your current credit cards with Union
Shopper+ and shop like you normally would with participating
merchants. Unionshopper take care of the rest, and the end of each
month, you get the rewards back into your bank account.

With the cost of living skyrocketing and inflation set to soar to over
7% this year, signing up is a no brainer! You will be saving money,
there’s no coupons, signing up for individual VIP or membership
programs with each retailer, or changing anything about your
buying habits. Unionshopper is a one stop shop for union members.
The good news is that Unionshopper has just introduced Union
Shopper+, an additional way to benefit from your membership.

HWU members can rest assured knowing the platform operator,
Loyalty Now, is Payment Card Industry Data Security Standard
(PCI DSS) level 1 certified. This is the highest level of PCI security
compliance.

To find out more, go to unionshopper.com.au
and start saving today.
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IN-HOUSE
SECURITY
AT MILDURA
HOSPITAL

Security Officers play an important role in health facilities. In our public
hospitals, for instance, violence against health workers has been on
an upward trend for many years. Whether it’s physical of verbal abuse,
violence against health workers is never acceptable.
When it does occur, it’s the role of our well-trained Security Officers
to answer the respective code issued. They deserve to be treated with
respect for the work they do. They also deserve job security.
We are pleased to say that Mildura Base Hospital will now be bringing
its security team back in-house.
Following a community campaign, Mildura Base Hospital came back
into public hands after years of being managed by private Ramsay
Health. This was a good outcome for our members.
Now, the 13 full-time Security Officers that were employed by private
security firm, Surefire Security, will be replaced by 15 full-time Security
Officers employed directly by Mildura Base Public Hospital. The contract
with Surefire Security will not be renewed.
These 13 current Surefire Security employees ought to receive a
redundancy payment from Surefire Security. This company is now
disgracefully playing hardball with these 13 loyal workers, insisting
they shouldn’t be paid a redundancy, but can instead be offered
redeployment “opportunities”.
The union is aware that employees have been offered redeployment
“opportunities” some 600+ kilometres away from their Mildura
hometown. This offer is unrealistic and sneaky.
The stingy and disgraceful conduct of Surefire Security validates the
decision of Mildura Base Hospital to not renew their contract with this
private firm. It serves as a reminder of the dangers of contracting out
workers in public hospital settings. Time and again, the union see
evidence of private providers motivated solely by profit, and not what is
best for their workforce or the community at large.
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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

Yes, I have a pre-existing workplace issue that requires union assistance. (Please tick only if Yes)
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
“you”

Given Name(s)

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.
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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.
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