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Silica and engineered stone
What has been announced
∑ On 13 December 2023, Commonwealth, state and territory work health and safety (WHS) 

Ministers unanimously agreed to a prohibition on the use, supply and manufacture of engineered 

stone, with the majority of jurisdictions to commence the prohibition from 1 July 2024. 

o This prohibition was recommended in Safe Work Australia’s Decision Regulation Impact

Statement: Prohibition on the use of engineered stone (Decision RIS), in response to the

rise in silicosis diagnoses in engineered stone workers.

o The prohibition will be subject to appropriate exceptions for activities such as removal,

repair, minor modification, and disposal of engineered stone products installed prior to

the prohibition (legacy products), as well as appropriate exceptions for engineered stone

products with trace levels of crystalline silica (under 1%).

o Engineered stone will be defined for the purposes of the prohibition in accordance with

the model WHS Regulations, with an exemption process for particular products such as

concrete and cement products; ceramic wall and floor tiles; and porcelain products.

ß A process for exempting products from the prohibition will be identified by Safe

Work Australia, in consultation with WHS regulators.

∑ Ministers also agreed there is a need for a transition period for contracts entered into on or 

before 13 December 2023 and will settle arrangements for this at their next meeting in March 

2024, or out of session earlier if possible.

∑ The Commonwealth also intends to put in place a complementary importation prohibition on 

engineered stone to provide an additional layer of enforcement and deterrence at the border.

∑ These outcomes were published via a communique posted on the Department’s website.

Reference: https://www.dewr.gov.au/work-health-and-safety/resources/work-health-and-

safety-and-workplace-relations-ministers-meeting-13-december-2023.

∑ The Commonwealth will also provide $9.3 million over two years from 2023-24 to deliver a 

communications strategy to support decisions taken by WHS Ministers to prohibit the use of 

engineered stone. 

Current status of the policy 
∑ WHS Ministers have agreed to meet in March 2024 to consider a number of implementation 

matters.

∑ Amendments to the model WHS laws to include a prohibition on the use of engineered stone are 

being progressed by Safe Work Australia as a matter of priority. 
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∑ WHS Ministers also requested Safe Work Australia progress the following work by the end of 

February 2024:

o develop a national framework to support jurisdictional management of working with 

legacy products, such as removal, modification, repair work, and disposal 

o settle policy parameters for amendments to the model WHS Regulations on crystalline 

silica processes, including additional training requirements, requirements to conduct air 

monitoring, and reporting of workplace exposure standard exceedances, and

o determine a process through which products may be exempt from the prohibition.

∑ To implement any amendments to the model WHS laws, Commonwealth, state and territory 

governments must adopt these laws into their own WHS laws to take effect.

∑ The Government is delivering a communications strategy to support the decision by WHS 

Ministers to prohibit the use of engineered stone. The strategy includes a communications and 

public relations campaign to ensure that consumers, workers and businesses receive clear and 

consistent information about the engineered stone prohibition. 

o Developmental research to identify target audiences and key messages commenced in 

December 2023. The campaign is currently under development, with a launch date to be 

confirmed (see also SB24-000045 -Campaigns – Fee free TAFE and engineered stone).

Stakeholders consulted
∑ The Government has engaged in significant consultation on addressing silicosis and silica-related 

diseases in engineered stone workers. The department has engaged with businesses, employer 

peaks, unions and state and territory governments on these issues.

o Businesses have included: Caesarstone, Cosentino, , , 

, .

o Employer peaks have included: Australian Chamber of Commerce and Industry; Master 

Builders Association and the Housing Industry Association.

∑ Safe Work Australia’s Decision RIS involved public consultation, receiving 114 submissions from 

businesses, workers, industry groups, unions, health experts and professional bodies and 

governments. 

o Safe Work Australia can answer questions on the consultation process for its Decision 

RIS. 

Business impacts

∑ The majority of jurisdictions have agreed to commence the prohibition from 1 July 2024. 

This timeframe is designed to allow for existing stocks of engineered stone to be used up by 

businesses prior to the ban coming into effect. 

Workplace Relations Hot Factsheets - Additional Estimates - Feb 2024 - Silica and engineered stone

250

Document 4

7 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971

s 47G(1)(b)

s 47G(1)(b) s 47G(1)
(b)

s 47G(1)
(b)



OFFICIAL  
SB24-000007

OFFICIAL  Page 3 of 4

∑ WHS Ministers have agreed to settle transitional arrangements by March 2024 in relation to

contracts for engineered stone products entered into on or before 13 December 2023. 

∑ The Decision RIS estimated that there are approximately 750 – 1,250 businesses involved in 

fabricating and/or installing engineered stone, and approximately 12 wholesalers who import 

engineered stone.

∑ Safe Work Australia found that 95% of businesses who responded to its consultation process 

work with both engineered and natural stone products and are likely to transition to work with 

just natural stone or other alternative products.

∑ Safe Work Australia’s modelling estimates the total costs of the prohibition to businesses that 

fabricate and install engineered stone to be $6.9 million over 10 years, stemming from costs of 

possible closures (assumes around 93 businesses), and purchasing new equipment.

∑ Safe Work Australia found that the high demand for skilled labour in the construction sector 

would reduce the impact on any workers that may be displaced. 

∑ If workers are displaced, they will have access to a range of existing Commonwealth support 

measures and programs.

o For example, employment-related services will be available to help workers find a new 

job as quickly as possible, including through services such as the Transition Support 

Network and Workforce Australia’s Early Access Initiative. 

o Workers looking to retrain or upskill will benefit from the Government’s commitment to 

deliver a strengthened vocational education and training sector under the National Skills 

Agreement. Depending on eligibility, this may include access to free training for workers 

through the Fee Free TAFE initiative and/or the provision of a range of financial benefits 

and incentive for employers and apprentices in priority occupations. 

Recent media on this policy
13 December 2023

The Guardian: ‘Dangerous product’: Australian ban on engineered stone to begin next year

∑ The article notes the unanimous agreement of Ministers to ban the use of engineered stone, 

flags the Commonwealth’s intention to implement a customs ban and raises the issue of 

transitional arrangements for engineered stone ordered on or before 13 December 2023.

13 December 2023

The Australian Financial Review: Engineered stone ban leaves builders, customers in disarray

∑ The Housing Industry Association calls for greater clarity on what the ban on engineered stone 

means for current building projects and the Master Builders Association raises concern over the 

uncertainty of transitional arrangements.
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Engineered stone ban leaves 
builders, customers in disarray 

A national decision to ban engineered stone products left companies in 
Australia’s home-building sector unable to tell customers on Wednesday if 
they could supply benchtops they had contracted to buy, or whether they 
would have to go back and renegotiate new products at new prices. 

The agreement by workplace relations and work health and safety ministers 
to ban the supply and manufacture of engineered stone, with “the majority” 
of jurisdictions to implement the prohibition from July 1 next year, was 
clear, said Simon Croft, Housing Industry Association chief executive of 
industry and policy. 

 
Banned from July 1, 2024, but industry says the lack of detail about existing 
contracts with engineered stone products is disappointing and 
confusing. Eddie Jim 

But Mr Croft said calls the HIA had been fielding from companies about 
whether they could take new orders, how to manage orders already 
received, or what to tell customers in display homes about existing or 
alternative products showed the detail missing in the ministers’ statement. 

“What that [means] for current project and current orders, or contracts 
being entered into now, is where we need to have greater clarity,” he 
told The Australian Financial Review. 

The ban agreed by federal, state and territory ministers was largely 
expected after a report by agency Safe Work Australia recommended it for 
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the artificial product made of up to 90 per cent crystalline silica, with 
minerals, resins and pigments. 
While widely used for kitchen and bathroom benchtops, the dust emitted 
from it in cutting causes silicosis, an often-fatal lung disease, and workers 
of engineered stone were over-represented among people diagnosed with the 
disease, the report said. 

The statement by ministers, led by Minister for Employment and 
Workplace Relations Tony Burke, said there would be further discussion 
before they met again in March to agree on a transition period for contracts 
entered into on or before Wednesday’s agreement. 

It said there needed to be agreed exceptions to the ban for removal, repair, 
modification and disposal of engineered stone products installed before the 
ban, as well as exemptions for products with trace levels (less than 1 per 
cent) of crystalline silica. 

It further said border controls would need to be in place to prevent imports 
from circumventing the domestic ban. 

Master Builders Australia, which said it was committed to working with the 
regulator on the ban, said it was disappointed at the legal uncertainty over 
transition arrangements. 

These included relevant contractual obligations relating to existing fixed-
price residential contracts, the availability of suitable alternative products 
at a similar price point and implications for businesses with significant 
quantities of engineered stone products in stock, and whether there would 
be compensation or buy-back schemes. 
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Cyber Security
Key Points
∑ To ensure the ongoing safeguarding of information held by the department, we do not publicly 

discuss the details of our information security arrangements.

∑ Publicly reporting on the department’s protective security maturity and vulnerabilities would 
provide details that malicious actors may exploit and increase the department’s risk of its 
protective security arrangements. Questions relating to the PSPF are a matter for the 
Department of Home Affairs (DoHA), who can respond on behalf of the Commonwealth.

∑ The department is committed to the protection of government and public information, and the 
integrity and availability of ICT systems, from the threat of cyber security incidents.

∑ The department adopts a risk-based approach to the management of information risk in 
accordance with:

o the Protective Security Policy Framework (PSPF)
o the Australian Cyber Security Centre’s (ACSC) Information Security Manual (ISM)
o the ACSC’s Strategies to Mitigate Cyber Security Incidents, in particular, the ‘Essential

Eight’.
o Whole-of-Government initiatives, frameworks, and policies.

∑ The department provides an annual report on its protective security maturity to the DoHA
(previously the Attorney Generals Department) under the PSPF.

∑ The department has several internal activities to educate and raise cyber security awareness to 
staff on their responsibilities in the evolving threat environment including:

o mandatory online security education and awareness training for all new staff within four
weeks of commencement, includes content on cyber security.

o a requirement for all staff to complete the mandatory online security training annually to
reinforce their security responsibilities.

o department wide email phishing campaigns to enhance email awareness and security.
o regular communications to staff to remind them of their security obligations.

∑ The department closely monitors cyber events, working closely with relevant agencies to 
understand and remediate where appropriate any potential risks to the department and/or our 
clients.  

∑ The department continuously monitors the impact of external cyber security data breaches such 
as the Medibank, Optus and Latitude breaches. 

∑ The ACSC released an enhanced Essential Eight Model in November 2023. The department is 
adjusting our Cyber Uplift Work Program 2023-2024 to reflect the new requirements of the 
Essential Eight Model.

Background
∑ The following five core elements underpin the department’s cyber security approach:

1. Secure-by-design: The department carries out due diligence on all hardware and software
implemented within its ICT environment. The department applies security measures
throughout the system lifecycle, including capturing security requirements alongside
business requirements and incorporating these into system designs.
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Question on notice no. 1337

Senator James Paterson: asked the Minister representing the Minister for
Employment and Workplace Relations on 11 January 2023—

On 8 November and 28 November 2022, before Senate estimates, officials from the
Australian Signals Directorate and the Department of Home Affairs confirmed
employees of the Departments of Defence and Home Affairs were banned from
downloading the TikTok application on their work-issued devices.

Are employees in any department or agency within your portfolio permitted to
download TikTok on their work issued devices; if yes, why are they not subject to the
same restrictions as Departments of Defence and Home Affairs employees.
Answer —

Minister representing the Minister for Employment and Workplace Relations
has provided the following answer to the Senator’s question:

The Department of Employment and Workplace Relations has IT controls in place
that prevent the use of TikTok on work issued devices.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Cross Portfolio

Department of Employment and Workplace Relations Question No. SQ23-001110

Senator Michaelia Cash provided in writing.

Internal IT-policy for employees

Question

Please provide a copy of the agencies internal IT-policy for employees.
- Has this policy been amended in the current financial year? If so, please provide a copy of the 

amendments the policy. 
- Is this the same policy for all employees regardless of APS level classification, if not please 

provide a copy of any other internal IT-policies. 
- How many breaches of internal IT policies have occurred in the current financial year?
- Please provide a breakdown, by APS level classification, of how many employees have 

breached internal IT policies.
- Please provide a list of how many employees, according to APS level classification, have 

committed multiple violations of internal IT policies. 

Answer

The department sets out its internal IT policy for employees in the ‘Acceptable Use of IT Policy’ 
which is available to staff on the department’s intranet. 

The policy has not been amended in the current financial year.

In the current financial year there has been one breach of internal IT policies by an EL1 staff 
member.

There were no occurrences of employees that breached internal IT policies multiple times. 

The department has not included a copy of the policy as it sets out how the department and its 
staff meet responsibilities under the Protective Security Policy Framework and Information Security 
Manual in relation to maintaining the security of information. The policy outlines security 
responsibilities, compliance rules, acceptable and unacceptable uses of the ICT network.
Releasing the policy may provide a malicious actor with information that could adversely impact the 
security of the department’s ICT network.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Cross Portfolio

Department of Employment and Workplace Relations Question No. SQ23-001281

Senator Jane Hume provided in writing.

Use of ChatGPT

Question

Does the department/agency allow for the use of ChatGPT on the internal network? 
a.  If so, what risk management and governance mechanisms are in place to protect government 

data? 
b.  Please provide the department/agency policy on use of artificial intelligence. 

Answer

The use of Generative AI websites, including ChatGPT, was limited for all departmental users on 
the internal network from 31 May 2023.

The department has established a governance structure led by the Chief Digital Officer to oversee 
the use of Artificial Intelligence, including ChatGPT, within the department.

The department’s guidelines on the use of generative AI tools are based on the Digital 
Transformation Agency (DTA) “Interim guidance on generative AI for Government agencies”. The 
department regularly reviews the guidelines to ensure they reflect the latest DTA advice.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Cross Portfolio

Department of Employment and Workplace Relations Question No. SQ23-001099

Senator Michaelia Cash provided in writing.

Storing and Securing of Sensitive Documents | DEWR Policy

Question

Please provide a copy of the Department’s internal policy, in relation to the storing and securing of 
sensitive documents?
- Has this policy been amended in the current financial year? If so, please provide a copy of the 

amendments the policy. 
- Is this the same policy for all employees regardless of APS level classification, if not please 

provide a copy of any other internal document policies storage. 
- How many breaches of internal document storage policies have occurred in the current financial 

year?
- Please provide a breakdown, by APS level classification, of how many employees have 

breached internal document storage policies.
- Please provide a list of how many employees, according to APS level classification, have 

committed multiple violations of internal document storage policies. 

Answer

The department’s Information Management Security Policy is currently being revised and updated. 
The Information Management Security Policy applies equally to all staff regardless of level.

The Department has recorded 33 breaches of Information Management Security Policy in the 
current financial year, across 30 staff ranging in levels from APS3 to SESB1 levels.

The department has not included a copy of the policy as it sets out how the department meets its 
responsibilities under the Protective Security Policy Framework in relation to the security of 
information. The policy outlines how information is to be protected, accessed, stored and used. 
Releasing the policy may provide a malicious actor with information that could adversely impact the 
security of the department’s information.
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Attachment A – Joint Media Release – 14 December 2023 – Service 
Improvement Trials for Workforce Australia Online

The Hon Tony Burke MP
Minister for Employment and Workplace Relations
Minister for the Arts

The Hon Dr Andrew Leigh MP
Assistant Minister for Employment
Assistant Minister for Competition, Charities and Treasury

The Australian Government is undertaking service improvement trials for Workforce Australia Online, to 
ensure employment services better meet the needs of the people who use them.

These trials will help build public sector stewardship in the employment services system, a key reform 
principle outlined in the Employment White Paper.

The trials will test whether people using online services get better employment outcomes, such as through 
more intensive job-finding support delivered by government and reduced length of time in online services. 

The service improvement trials are designed in partnership with the Australian Centre for Evaluation at 
Treasury, and subject to a robust ethical framework.

Participation will be voluntary, with opt-out provisions available to all clients.

The online service improvement trials will inform the government’s response to the House Select 
Committee into Workforce Australia Employment Services.

Quotes attributable to Minister Burke:

“The Government knows there are many people who just want to find jobs.”

“We want an employment service that works to genuinely connect people to jobs, and a system that 
employers want to use to meet their workforce needs.”

“This will help improve the support offered through online employment services.”

Quotes attributable to Assistant Minister Leigh:

“High quality trials have a strong track record in assessing new medications, and have been used in other 
countries to evaluate employment programs. In this year’s budget, we established the Australian Centre for 
Evaluation, with a mandate to conduct more rigorous evaluations.

“These are among the first Australian high quality trials to evaluate employment services. They 
demonstrate the Albanese Government’s commitment to evidence over ideology and building an evidence 
base using the most rigorous evaluation techniques.

“We owe it to employment service clients to build the strongest possible evidence base. These trials will 
help vulnerable Australians find secure, well-paid jobs.”

Source: Department of Employment and Workplace Relations, Joint Media Release, 14 December 2023.
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Time to Work Employment Services 
factsheet
What has been announced
In the 2023–24 Budget, the Australian Government announced the extension of Time to Work 
Employment Service (TWES) until 30 June 2024. TWES is a national, voluntary in-prison employment 
service that assists adult Aboriginal and Torres Strait Islander peoples to access the support they 
need to better prepare them to find employment.

Current status of the policy
The one-year extension of TWES has been implemented. The department is continuing to work in 
partnership with stakeholders to develop policy options regarding the future of the program.

An evaluation of TWES was completed on 30 June 2021 and produced 10 key findings:

1. The evaluation found limited evidence of how Aboriginal and Torres Strait Islander
stakeholders were consulted during the design and implementation of TWES.

2. Just over half of participants who join TWES do not connect with a post-release employment
service provider within 13 weeks of their release. Increasing the number of participants who
do connect with post-release employment service providers is challenging under the current 
model.

3. TWES Providers would benefit from having more time with participants before they are
released, to build a relationship with them and deliver all of the core service activities.

4. TWES Providers inconsistently understood how some aspects of TWES work.
5. Most TWES participants are not receiving an Approved Transition Plan or a Facilitated

Transfer Meeting with their referred post-release employment service provider before they
leave prison.

6. TWES has evolved to complement state-based prison programs and has been shown in some
jurisdictions to target highly disadvantaged prisoners who cannot access other training and
employment opportunities.

7. TWES Providers could strengthen cultural appropriateness by improving how the program is
communicated and delivered to participants including through an increased role of
Aboriginal and Torres Strait Islander prison staff.

8. Some of the key assumptions underlying the TWES program logic do not hold in practice,
which limits the potential for TWES to improve how employment service providers engage
with ex-offenders.

9. TWES is only partially successful in addressing the service coordination challenges identified
by the Prison to Work Report. The respective roles of Commonwealth and State/Territory
Governments in supporting ex-offenders through the post-release transition period should
be reconsidered.

10. Commonwealth and State/Territory Governments need to address data limitations and data
linkages to enable better monitoring and evaluation of employment, recidivism and
long-term outcomes.
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Net Zero
A skilled Australian workforce is an important element in the transition to net zero. The Department 
of Employment and Workplace Relations (DEWR) has an essential role in fostering a skilled 
workforce, and ensuring workers and communities are well placed to maximise the opportunities 
from the economic transformation. 

What has been announced
∑ The Government will legislate a national Net Zero Authority to ensure the workers, industries 

and communities can seize the opportunities of Australia’s net zero transformation – announced 
in the 2023-24 Budget.

∑ Roadmap for net zero APS by 2030 released to demonstrate leadership across the APS – joint 
media release by the Hon Chris Bowen MP, Minister for Climate Change and Energy Senator the 
Hon Katy Gallagher Minister for Finance, and Senator the Hon Jenny McAllister, Assistant Minister 
for Climate Change and Energy on 28 November 2023.

Key Statements 
∑ In 2023, the Net Zero Economy Agency (NZEA) visited regions across Australia to understand 

opportunities and challenges facing communities in the transformation to a net zero economy, as 
well as the priority actions needed to support this transformation – extract from Department of 
Prime Minister and Cabinet news item, 18 December 2023.

∑ Australia must ensure it has the workforce needed in the locations required to both build the 
required energy infrastructure and work with new energy technologies. Much of the work required 
to implement the transition to net zero draws on a limited workforce, both within Australia and 
globally – extract from Department of Climate Change, Energy, the Environment and Water
(DCCEEW) website, 3 December 2023.

∑ As part of achieving net zero by 2050, we need an estimated 32,000 more electricians over the 
next seven years. And this demand for electricians only tells part of the story. Preliminary 
modelling suggests that we need close to 2 million workers in building and engineering trades by 
2050 - extract from speech by the Hon Brendan O'Connor MP, Minister for Skills and Training at 
Careers for Net Zero Fair (Melbourne), 26 October 2023.

∑ Australia’s clean energy workforce is:
o Typically paid less than transitioning sectors. In general, clean energy sectors lag behind the

pay and conditions available in more established sectors…
o predominantly employed in the construction phase. Unlike traditional energy employment,

there can be a higher degree of variability and project-based work in clean energy.
For example, large-scale solar farms are a project-based industry where businesses may lack 
certainty while waiting to win contracts, secure finance or gain approvals. Workforce needs 
are also typically front-ended during construction phases, meaning there are fewer
long-term employment opportunities…

o employed across Australia. Regional differences mean different locations are better suited
to certain technologies and therefore attract different types of workers – Jobs and Skills
Australia, Clean Energy Generation report 3 October 2023.
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Current status of the policy 
The growth in renewable projects across Australia is accelerating workforce demands for people with 
a range of skills and capabilities. 
∑ DEWR is working closely with the NZEA, DCCEEW and other agencies to align existing support 

across government, invest in peoples’ skills and ensure secure jobs are available in regional 
communities. This includes taking a people-centred approach to understanding the needs of each 
region and ensuring responses are developed in close consultation with these communities.
o DEWR and the NZEA will continue to consult people in regions and communities about 

ways they can take advantage of opportunities arising from new clean energy industries 
and support workers in emissions-intensive sectors to gain new skills transition to new jobs.

∑ DEWR is also working closely with agencies across the Australian Public Service (APS) to ensure we 
meet the APS target of net zero by 2030. 

A range of existing programs are in place to support people through the transition to net zero:
∑ The New Energy Skills Program contains three elements which include fit-for-purpose training 

pathways through development of resources to fast-track the uptake of existing clean energy 
training packages, a new mentoring program to appoint experienced mentors from industry to 
support new energy apprentices, and the Jobs and Skills Australia’s clean energy capacity study.

∑ New Energy Apprenticeships Program encourages apprenticeship pathways in clean energy 
occupations to create a pipeline of skills to support the net zero transition. 10,000 apprentices will 
be supported to complete their training with a New Energy Apprentice Support Payment, valued 
at up to $10,000 over the duration of their apprenticeship to assist with the cost of living, and 
access to clean energy industry mentoring support. 

∑ A new National Skills Agreement will be leveraged to support the transition to net zero as an 
national priority under a shared stewardship operating model, and through the establishment of 
TAFE Centres of Excellence which support development of degree-equivalent apprenticeships in 
priority sectors like clean energy. 

∑ Fee-free TAFE supports training places in areas of high demand and assists students by removing 
financial barriers to study. Priority sectors include construction and manufacturing.

∑ Retrenched workers and their partners have immediate access to tailored employment services 
under the Early Access initiative and can directly register with a Workforce Australia Provider. 

∑ An on-the-ground Transition Support Network made up of representatives from Commonwealth, 
State and Territory governments, Employment Facilitators and local stakeholders, assists groups 
of retrenched workers to transition to new jobs as quickly as possible.
o Four Employment Facilitators under the Local Jobs Program are supporting the net zero 

transformation in Fitzroy (QLD), Gippsland (VIC), Hunter (NSW) and South-West WA. One of 
their priorities is supporting communities to become more resilient and develop new 
employment opportunities as part of the transition to net zero. 

∑ Jobs and Skills Councils (JSCs) consult with their relevant industries (eg Energy, Gas and 
Renewables) to provide advice to Government to ensure Australia has an appropriately skilled 
workforce, including the workforce to support Australia’s net zero transition.

∑ Jobs and Skills Australia’s Clean Energy Generation Report focusses on the transformation of the 
Australian workforce, presents opportunities on emerging skills gaps and considerations for 
industry, vocational education and training around pathways and opportunities.
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∑ The Employment White Paper recognised that the net zero transformation will drive the 
economy and labour market with concentrated regional impacts and lead to shifts in industrial 
composition, available jobs, and in the skills needed to do them.

Stakeholders consulted
∑ To inform policy and program advice, DEWR consults with industry and community stakeholders,

Commonwealth agencies (esp NZEA, DCCEEW, DISR, Treasury, PM&C and DITRDCA), state and 
territory governments, on a range of skills/training and workforce issues and opportunities 
related to the net zero transition. 

∑ The Department, in collaboration with the NZEA, is undertaking regional consultations in January 
and February 2024. The consultations will support improvements to the worker transition policy 
in regions impacted by the transition to a net zero economy.

Recent media on this policy
∑ 2 December 2023 – ABC news: “Australia commits to tripling of renewable energy capacity 

by end of decade”. Attachment A
o Australia joined more than 100 other countries at the 28th United Nations 

Conference of the Parties (COP28 Climate Change Conference) in committing to a 
tripling of renewable energy capacity by the end of the decade.

∑ 24 October 2023 – Mining.com.au: “Coal plant workers face major income cuts amid push 
for renewable energy”. Attachment B

o A pooled redeployment scheme that upskills and provides new pathways for 
displaced workers must be part of government climate change planning (cites E61 
institute).

∑ 24 October 2023 – E61 Institute: “At the Coalface: What happens to workers displaced by 
decarbonisation”. Attachment C

o Redundant workers experience a substantial earnings drop in the year after 
redundancy, earning 43% less. Coal-fired power plant workers face an even larger 
earnings decrease, with a 69% drop. 

Next steps
∑ The Government is considering options to ensure fair outcomes for workers and businesses 

affected by the transition to net zero. This is being done in consultation with other departments 
and stakeholders.

∑ In 2024, Government will consider the design of the second phase of the New Energy 
Apprenticeships Program in response to JSA’s Clean Energy Capacity Study.

Whole of DEWR Hot Factsheets - Additional Estimates - Feb 2024 - Net Zero

4

Document 10

36 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





SB24-000066 - *Net Zero
AƩachment A

1

ABC News: Australia commits to tripling of renewable energy capacity by end of decade – 2 
December 2023

hƩps://www.abc.net.au/news/2023-12-02/australia-commits-to-tripling-renewable-energy-capacity-
decade/103181500

By Energy Reporter Daniel Mercer

Australia has joined more than 100 other countries across the globe in committing to a tripling of 
renewable energy capacity by the end of the decade in another coup for the organisers of this year's 
UN climate talks.

The 28th conference of the parties — otherwise known as COP — is underway in Dubai in the United 
Arab Emirates, where a series of agreements have given early momentum to the goals of tackling 
global warming.

Another took place overnight, when Australia announced it would get on board with efforts —
spearheaded by event host the UAE — to increase the amount of green energy in the world by 200 
per cent within seven years.

The goal has been described as hugely ambitious and would involve adding an amount of renewable 
energy that would be enough to power the United States every year by 2030.

Federal Climate Change and Energy Minister Chris Bowen, who will be Australia's top representative 
in Dubai, said the country was already well on the way towards meeting its own 2030 green energy 
target of 82 per cent.

Mr Bowen said the "signature initiative" of the UAE at COP28 made sense given the need for a global 
push to clean up the international economy and the fact that renewable sources, particularly solar, 
were now the cheapest forms of energy.

"Today the Albanese Government joins over 100 countries, alongside other major energy exporters 
the United States, Canada, Norway and more, to support a key push on renewables and energy 
efficiency," Mr Bowen said.

"We know that renewables are the cleanest and cheapest form of energy – and that energy 
efficiency can also help drive down bills and emissions.

"That's why the Albanese Government is supporting the UAE's signature initiative to triple global 
renewable energy generation capacity and double global average annual energy efficiency 
improvements by 2030."

Australia's embrace of much loftier renewable energy goals comes just days after the government 
had to rewrite the blueprint for its own, domestic target amid concerns the country would fall short.

Under the shake-up announced late last month, the government has outlined plans to use taxpayer 
subsidies through its "capacity investment scheme" to underwrite renewable energy projects and 
the so-called firming capacity that would be needed to back them up, such as batteries.
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While the plan has won approval from renewable energy developers and environmentalists, it has 
also come under fire from the federal opposition over claims it will expose taxpayers to too much 
risk.

In announcing the government's support for a tripling of renewable energy globally, Mr Bowen 
suggested the rest of the world could learn from Australia's early lead on some aspects of the energy 
transition.

He noted Australia led the world in the uptake of rooftop solar power — about one in every three 
homes has an installation — while it was also well-placed to develop clean export industries such as 
green hydrogen.

"Australia has the highest penetration of rooftop solar in the world and has a plan for 82 per cent 
renewables by 2030," the minister said.

"Our expanded Capacity Investment Scheme will help deliver 32 gigawatts of new renewable 
generation and storage, providing certainty for renewable investors and cheaper, cleaner energy for 
households and businesses.

"And while Australia has a plan to get to 82 per cent renewables by 2030 to deliver cleaner, cheaper 
and more reliable energy, for emissions to go down around the world, we need a big international 
push."

Richie Merzian, the international director at lobby group the Smart Energy Council, applauded the 
announcement.

"It is a refreshing change to see an Australian Government back the right kind of energy at the UN 
climate conference," Mr Merzian said.

"Australia is attempting to triple its renewable energy capacity at home and now the Albanese 
Government is joining the call to triple global renewable capacity by 2030."
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Coal plant workers face major income cuts amid push for renewable energy – 24 October 2023

Coal plant workers face major income cuts amid push for renewable energy - Mining.com.au

By Joshua Smith

The Mining & Energy Union (MEU) has called for stronger transiƟon support for workers displaced by 
coal power plant closures as Australia strives to lower its carbon emissions.

The call follows a new report from New South Wales-based research firm e61 InsƟtute that shows 
coal-fired power staƟon workers face a far steeper income hit post-redundancy than workers in other 
industries.

MEU General President Tony Maher says with more and more coal-fired plants due to close over the 
coming decade, the workers that operate and the communiƟes that host these power staƟons 
should not be leŌ to shoulder the burden of decarbonisaƟon.

“We know that we are facing a succession of closures in the years and decades ahead and that 
workers in those power staƟons are anxious about the future.

One of the ways to keep our skilled power staƟon workers in the jobs they are trained for is through 
redeployment schemes which provide a pathway for redundant workers to transfer to power staƟons 
with longer operaƟng Ɵmeframes.

As we work towards building the industries of the future, the current workforce faces immediate 
upheaval.“

He says a pooled redeployment scheme that upskills and provides new pathways for displaced 
workers must be part of government climate change planning to ensure that no Australian is left 
behind.

The e61 report examines the lived experience of displaced workers from coal-fired plants and how 
this compares to other sectors, using those still working in coal-fired power plants as a 
counterfactual. The report acknowledges that the results of the research are not necessarily causal 
estimates of the cost of job loss from power plant closures.

In any case, e61 reports some key findings.

Firstly, redundant workers across the board typically experience a drop in earnings of around 43% in 
the year after redundancy; second, coal-fired power plant workers experience a larger drop on 
average, with earnings down 69% in the year after redundancy; and finally, redundant workers from 
coal-fired plants continue to earn around 50% less after 4 years post-redundancy compared to 29% 
for all other workers.

This disparity is not strongly influenced by the skill of the workers, either; e61 reports that low-
skilled occupations in coal plants see similar earnings losses to high-skilled occupations, but the low-
skilled workers suffer greater losses than low-skilled workers in other sectors.

“The net-zero transition will bring many benefits, but it is important that any transition costs are 
carefully managed,” the e61 report says.
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Of course, the idea of a ‘just transition’ — a phrase coined to describe the balance of a switch to 
renewable energies and job security for those in non-renewable-energy sectors — is not new by any 
means.

An Australian Just Transition Authority was a promise under Bill Shorten’s failed 2019 Labor 
campaign, with the would-be Prime Minister outlining plans to train workers displaced by the clean 
energy transition, prioritise community needs to minimise the impacts of coal-fired plant closures, 
and put displaced workers first in line for new jobs. And while policy may have remained lacking ever 
since, it’s still a key part of the decarbonisation conversation.

In an August 2023 report, the Australian Council of Trade Unions (ACTU) said it was ‘entirely 
predictable’ that taking action on climate change would come at the cost of regional jobs and 
economic activity.

The ACTU said at a minimum, the Australian government needed an authority to invest in re-skilling, 
retraining, and redeploying workers in the economies of communities impacted by the shift to 
renewable energy.

“Germany has managed to phase out its hard coal mines without a single forced redundancy as a 
result of significant government planning, investment, and institutional support over a period of 2 
decades,” the ACTU said.

Clearly, Australia’s energy transition is going to have the greatest impact on the workers, family 
members, and communities that are employed in or are host to Australia’s remaining 18 coal-fired 
power stations.”

This all comes amid ongoing calls from environmental groups such as Australia’s Climate Council for 
the government to stop approving new coal, oil, and gas projects as existing projects are on the way 
out. For reference, two-thirds of old coal power plants are expected to close by 2033, according to 
an October speech by Daniel Westerman, the CEO of the Australian Energy Market Operator.

The Climate Council, however, believes just as renewable energy is the future of Australian power, 
jobs in the renewable energy sector should be the future of Australian coal power plant workers.

“Now is the time for [NSW Premier Chris Minns] to accelerate the move towards affordable, clean 
energy sources like wind, solar, batteries and pumped hydro,” Climate Council CEO Amanda 
McKenzie said in September, citing the looming closure of the 2,880-megawatt Eraring coal power 
plant closure, currently slated for 2025.

“The renewable energy boom is our best shot at tackling the climate crisis. With the right policies, 
NSW can create thousands of new clean energy jobs, drive down power bills, and continue to deliver 
reliable electricity supply for homes and businesses.”
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E61 InsƟtute: At the Coalface: What happens to workers displaced by decarbonisaƟon – 23 October
2023

hƩps://e61.in/wp-content/uploads/2023/10/the coal face-5.pdf

By Dan Andrews, Elyse Dwyer and Lachlan Vass

The shiŌ to a net zero economy brings great advantages, but managing transiƟon costs, like job 
displacement, is criƟcal. While the direct impact on jobs in coal-fired power plants may be relaƟvely 
small in a dynamic labour market, the localised impacts of these closures and the poliƟcal salience 
they have may moƟvate addiƟonal government intervenƟon.

We use microdata, to compare the earnings of coal-fired power plant workers made redundant to 
the broader labour market, to demonstrate the value of microdata in shaping future structural 
adjustment policies as plant closures loom.

While our findings aren’t causal, they highlight three key paƩerns:

Redundant workers experience a substanƟal earnings drop in the year aŌer redundancy, earning 43% 
less.

Coal-fired power plant workers face an even larger earnings decrease, with a 69% drop in earnings in 
the year following redundancy.

RelaƟve earnings losses persist over Ɵme: aŌer four years, coal-fired power plant workers earn 50% 
less, compared to 29% for other workers.

Download the Micro Note: At the coalface – What happens to workers displace by decarbonisaƟon
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Penalty Zone IT Issue 
OFFICIAL: Sensitive

OFFICIAL: Sensitive

RemediaƟon Payment Progress

∑ To date, 184 participants have received back payment totalling approximately $110,000. (as at
08/02/2024) .

o The average amount repaid to date is approximately $590
∑ The payment process for the remaining 356 clients with a 3rd financial penalty is sƟll under 

consideraƟon.   

Numbers Impacted

∑ In total, 1165 individuals and resulted in applying 1615 financial penalƟes that are not consistent 
with policy or legislaƟon. A breakdown of the type of penalty applied:

Penalty Type Financial PenalƟes 
Applied

1st Financial Penalty – 50% of their regular fortnightly payment 427

2nd Financial Penalty – 100% of their regular fortnightly payment 714

3rd Financial Penalty – Cancelled off payment for a 4 week period, must 
reapply for payment 

474

NOTE: individuals can receive mulƟple Financial PenalƟes and mulƟples of each penalty type where repeated non-compliance 
places the client in the Penalty Zone on mulƟple occasions

RemediaƟon Payments

∑ DEWR does not have access to rates of payment to individual clients, this informaƟon is held by 
Services Australia.  

∑ The amount to be back-paid will differ for each individual. Financial PenalƟes are applied against 
the total amount a client receives, based on their Allowance Type (JobSeeker, Youth Allowance or 
ParenƟng Payment) and including any allowances or supplements that they may be eligible for, 
such as:

o Rent Assistance

o Energy Supplement

o PharmaceuƟcal Allowance

o Telephone Allowance

o Carer’s Allowance

∑ For a single parƟcipant aged 22-54 on the base rate of JobSeeker Payment without other 
supplements, the value of the penalƟes as at 31 August 2023 would be:

o $346.55 for a 1 st Financial Penalty - a 50% loss of 1 fortnightly payment

o $693.10 for a 2nd Financial Penalty  - 100% loss of 1 fortnightly payment

o $1386.20 for a 3rd Financial Penalty - payment cancellaƟon and 4 week non-payment 
period. 
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Background

∑ The department idenƟfied a system error in August 2023 that resulted in some clients 
who are in the Targeted Compliance Framework (TCF) Penalty Zone to have additional 
Financial Penalties incorrectly applied. 

∑ The system issue extended a person’s Ɵme in the Penalty Zone beyond the 3 AcƟve 
Months (91 days) required with no new compliance acƟon, new Financial PenalƟes were 
being applied beyond the 3 AcƟve Month period when the person should have moved out 
of the Penalty Zone.

∑ Clients who are in the Penalty Zone have been persistently non-complaint and accrued 5 
demerits and have had two assessments to determine their capacity to meet their Mutual 
Obligation Requirements. 

∑ Approximately 1,200 individuals were impacted.

∑ Action was taken immediately the issue was identified to ensure no one else was 
impacted and an interim manual correction process was put in place.

∑ The system issues have now been rectified and back payments have commenced. 

∑ Unfortunately, early identification of this issue did not occur due to a number of 
compounding circumstances:

o The introduction of the Targeted Compliance Framework in mid-2018 introduced 
the new Financial Penalty structure.  This new structure meant that a client would 
accrue 5 demerits over a 6-month period before moving into the Penalty Zone.

o Widespread bushfires in 2019, COVID in 2020 and 2021, and widespread flooding 
in 2022 saw lengthy pauses to Mutual Obligation Requirements, meaning that for 
considerable periods, clients were not subject to compliance action and few 
individuals entered the Penalty Zone.

o With the commencement of Workforce Australia in July 2022, all existing 
compliance for the transitioning caseload was removed and all clients were 
moved back to the TCF Green Zone (“Green-zoning”). Mutual Obligation 
Requirements were paused for the first month of Workforce Australia and all 
clients were not subject to compliance action if they did not meet their target for 
their first two PBAS periods. Meaning the first clients did not reach the Penalty 
Zone until November 2022.

o New program assurance activities analysing critical aspects of the TCF and a 6 
month period in 2023 with no lengthy pauses of Mutual Obligation Requirements 
meant that sufficient continual data was available for the system issues to be 
identified.     
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TCF Penalty Zone IT System Issues - Timeline
13 July 2023

∑ Compliance Team, through regular program assurance acƟviƟes checking the appropriateness of applied 
Financial PenalƟes idenƟfies individual who has been in the Penalty Zone for longer than the 3 AcƟve Month 
period (91 days) with no newly applied non-compliance.  

∑ Client record was immediately sent to IT to invesƟgate.
o IT iniƟally aƩributed the fault to a known system issue impacƟng clients with at least 25 previous 

non-compliance events.
o Compliance Team review of this IT response found that the circumstances did not fully match the 

criteria for this known system issue.  Team was directed to check Ɵme in the PZ when conducƟng 
client record checks.

o Within the following day another 5 records were idenƟfied and sent to IT to check.
17 July 2023

∑ Issue raised as a new bug in the DEWR IT system – immediately escalated to Priority 1/Severity 1. Work 
begins on fix and idenƟfying affected clients.

∑ FAS Minute prepared on issue. 
24 July 2023

∑ IniƟal impact list provided to Compliance Team, discussions with Services Australia commence to back-
payment. List undergoes refinement based on differences between IT Business Rules and LegislaƟve 
Instument.

∑ FAS brief updated with numbers of impacted clients, Dep Sec and Sec briefed.
10 August 2023

∑ IniƟal bug fix was released
o 2 addiƟonal bugs idenƟfied that caused idenƟcal issues as the first bug, 

28 August 2023
∑ Additional bug identified, escalated to Priority 1/severity 1

29 August 2023
∑ Compliance team send the impact list of participants who still need to be ‘green zoned’ (85 participants) to 

Digital Operations. Services Australia is sent the list of participants who are within the 13 week back 
payment period (87 participants).

∑ Discussions commence on back payment process for remaining impacted clients
1 September 2023 

∑ Question Time Brief and Talking Points prepared for Minister: QB23-000088
4 September 2023

∑ Services Australia commences back payment for those within the 13 week window for back payment.
8 September 2023

∑ Ministerial Brief MB23-000271 sent to Minister seeking agreement on recommended approach to IT fix for 
newly idenƟfied bugs.

∑ Includes failsafe of hard removal for ALL clients at 91 days in the Penalty Zone regardless of new compliance 
acƟon.

13 September 2023
∑ Min Brief MB23-000271 with agreement to recƟfy issues and implement fail safe retuned and fixes 

commence. 
∑ Work commences on fix and failsafe.

25 October 2023
∑ Fix and failsafe released into DEWR IT system.
∑ Ongoing program assurance acƟviƟes confirm that fix and failsafe are working correctly.

24 November 2023
∑ Compliance Team completes assurance acƟvity reviewing complete compliance history of all clients 

remaining in the Penalty Zone to ensure all demerits and Financial PenalƟes have been correctly applied.
o All new entries to the Penalty Zone now have their demerit history and new Financial PenalƟes 

assessed to ensure they are correctly applied. 
29 January 2024

∑ Services Australia commences remediaƟon payments for those remaining clients with a 1st or 2nd Financial 
Penalty that was incorrectly applied. 
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Welfare recipients subject to ‘system error’ receiving back pay
The Guardian Australia
24 January 2024

Stephanie Convery

An error in the Department of Employment’s systems has incorrectly penalised some 1200 
welfare recipients by classifying them as in breach of their mutual obligations when they weren’t.

The error involved what’s called the “penalty zone” – a classification that’s triggered when a 
jobseeker accrues a certain number of demerit points by failing to meet the mutual obligations 
requirements of welfare payments (applying for a certain number of jobs, or participating in 
training programs, for example).

Failing to perform a mutual obligation requirement while in the penalty zone can result in 
welfare payments being docked – and that’s what happened to these 1200 people.

The error left participants in that “penalty zone” when they should have been removed from it, 
cutting their payments.

The Department of Employment identified the error in August last year, which they say dates 
back to 2018.

A government spokesperson told Guardian Australia all the people who were affected had been 
identified and are being notified about how much money they are owed.

Back payments have also commenced, with 87 people so far receiving a total of $79,000. More 
than 700 people are expected to be repaid in the coming weeks.

Minister for employment and workplace relaƟons Tony Burke. Photograph: Toby Zerna/AAP

Tony Burke, minister for employment and workplace relations, blamed the error on the 
previous Coalition government. He said:
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As soon as my department informed me about this system failure I instructed them to start
repaying people. That process is now well underway.

Labor supports the concept of mutual obligations but it is critical people are not penalised
unfairly.

We know there’s more work to do to fix employment services.

That’s why this Government established a Select Committee to examine the system. We’re
working through the Committee’s recommendations to ensure we have a system focused on
helping people get into work.

*A previous version of this article incorrectly said there had been a Services Australia system 
error. This has been amended – it was a Department of Employment system error.

Updated at 13.15 AEDT
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MINISTER REPRESENTING THE MINISTER FOR 

EMPLOYMENT AND WORKPLACE RELATIONS 
 

Senate 
 

Parliamentary Question 
 

Question Number: 1992  

Question Date: 12 April 2023  

Table Office Due Date: 12 May 2023  

 

 

Senator Janet Rice asked the Minister representing the Minister for Employment and Workplace 

Relations in writing, on 12 April 2023:  

 

Does the Department collect data on the industries or sectors in which wage subsidies are used. 

 

Minister representing the Minister for Employment and Workplace Relations has provided the 

following answer to the Senator’s question:  

 

Yes. Industry data is collected by the Workforce Australia Employment Services Provider from the 

employer when creating the work placement for each wage subsidy agreement. This information is 

recorded in the Department’s IT system. While the industry of the employment is recorded, it may not 

account for the occupation the participant is placed in. For example, the employer may be in the 

construction industry, but the participant may be working as a cleaner or in office administration.  
 

Number of wage subsidies approved under Workforce Australia by Employer Industry 

as at 31 March 2023 

 

Employer Industry Agreements 

Other Services 3,442 

Manufacturing 1,701 

Accommodation and Food Services 1,478 

Construction 1,157 

Transport, Postal and Warehousing 979 

Retail Trade 964 

Health Care and Social Assistance 496 

Administrative and Support Services 462 

Agriculture, Forestry, Fishing 409 

Multiple Industries 283 

Wholesale Trade 266 

Professional, Scientific, Technical Services 234 
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Education and Training 163 

Rental, Hiring and Real Estate Services 140 

Mining 124 

Information Media and Telecommunications 77 

Electricity, Gas, Water, Waste Services 65 

Financial and Insurance Services 49 

Arts and Recreation Services 45 

Public Administration and Safety 43 

Total 12,577 
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Employment and Workforce 

Department of Employment and Workplace Relations Question No. SQ23-000739 

Senator Janet Rice provided in writing. 

Wage subsidy programs  

Question 

Please provide the following figures:
 Total number of participants in the following wage subsidy programs from 2020 to the latest 
available date: 
a) Long Term Unemployed 
b) Indigenous 
c) Parents 
d) Young People 
 

Answer 

Table 1 presents the total number of wage subsidy participants and agreements by wage subsidy 
program for the period 1 January 2020 to 30 June 2022. 

These wage subsidy programs were in place under jobactive. Since 1 July 2022 they have been 
replaced by Workforce Australia Wage Subsidies and Youth Bonus Wage Subsidies. Under 
Workforce Australia, there are no longer specific wage subsidies targeting long-term participants, 
Indigenous and parents.
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SQ23-000739 Page 2 of 2

Table 1: Wage subsidy participants and agreements by wage subsidy program
 and year, 1 January 2020 to 30 June 2022

Year Agreement Type Participants Agreements
Indigenous 6,569 6,889
Long Term Unemployed 4,551 4,735
Parents 2,430 2,503
Restart 8,336 8,665
Youth 3,123 3,224

2020

Youth Bonus 8,875 9,266
2020 Total  33,839 35,282

Indigenous 9,526 10,012
Long Term Unemployed 9,677 10,104
Parents 4,160 4,295
Restart 14,015 14,495
Youth 5,340 5,510

2021

Youth Bonus 11,724 12,230
2021 Total  54,373 56,646

Indigenous 3,021 3,054
Long Term Unemployed 3,285 3,332
Parents 1,230 1,237
Restart 4,929 4,993
Youth 1,559 1,577

2022 (Jan-Jun)

Youth Bonus 2,789 2,827
2022 (Jan-Jun) Total  16,812 17,020
Grand Total  98,770 108,948

Table 2 presents the total number of participants and wage subsidy agreements for Workforce 
Australia Wage Subsidies and Youth Bonus Wage Subsidies for the period 1 July 2022 to 31 
March 2023.

Table 2: Workforce Australia wage subsidy participants and agreements by wage subsidy 
program, 1 July 2022 to 31 March 2023

Year Agreement Type
Unique 
participants

Wage 
subsidy 
agreements

Workforce Australia Services 9,044 9,271Jul 2022- Mar 2023
Youth Bonus 3,236 3,306

Grand Total  12,278 12,577

Note: Participants can be supported by wage subsidies across multiple subsidy types and start 
years. Thus the yearly total participant count may differ from the sum of participants by wage 
subsidy type, and Grand Total participant count may differ from the sum of the yearly total 
participant count.
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Supplementary Budget Estimates 2022 - 2023 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-000399  
 
Senator Jane Hume provided in writing.  
 
Total expenditure on advertising and information campaigns  
 
Question  
 
What was the Department's/agency’s total expenditure on advertising and information campaigns 
in financial year 2022/23 to date? Please provide an itemised list of the campaigns with costs.  
 
 
Answer  
 
Expenditure on information and advertising campaigns from 1 July 2022 to 28 February 2023 is as 
follows. 
 

Campaign Expenditure to 28 February 2023 (ex GST) 

Fee-Free TAFE $171,362 
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Budget Estimates 2023 - 2024 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-000776  
 
Senator Jane Hume provided in writing.  
 
Total expenditure on advertising and information campaigns  
 
Question  
 
What was the Department's total expenditure on advertising and information campaigns in financial 
year 2022/23 to date?  
Please provide an itemised list of the campaigns, their purpose, and their expected costs.  
 
 
Answer  
 
The Department’s total expenditure on advertising and information campaigns in financial year 
2022/23 to 21 June is $229,844 (GST exclusive) for the Fee-Free TAFE campaign.  
 
Refer to SQ22-001047 for further details. 
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Budget Estimates 2023 - 2024 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-001103  
 
Senator Michaelia Cash provided in writing.  
 
External advice on the production of advertising material  
 
Question  
 
Please provide a list of tenders that were tendered to external organisations to provide external 
advice on the production of advertising material. 
-  Please provide the basis by which tenders were undertaken.  
-  Please provide the number of suppliers that were approached as part of the tender process. 
-  Please provide quotes provided by other suppliers in the tender process. 
-  Please provide the reason this particular supplier identified by the Department of Employment  
   and Workplace Relations for this contract. 
-  Please provide (in monetary terms) the amount incurred by the Department of Employment and  
   Workplace Relations under this contract since it was tendered.    
 
 
Answer  
 
The Government Communications Campaign Panel (GCCP) is a mandatory whole-of-government 
panel of communications suppliers who work on Australian Government advertising and 
information campaigns. Non-corporate Commonwealth entities subject to the Public Governance, 
Performance and Accountability Act 2013 (PGPA Act) must use the GCCP where they have a 
need for external communication expertise, and the campaign is expected to be above the value of 
$500,000. 
 
Clemenger BBDO tendered for creative services on advice from the Department of Finance, which 
manages the GCCP. 
 
As at 23 August 2023, $691,001 (excl. GST) has been expended on the contract.  
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Supplementary Budget Estimates 2023 - 2024 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-001246  
 
Senator Jane Hume provided in writing.  
 
Total expenditure on advertising and information campaigns  
 
Question  
 
What was the Department's total expenditure on advertising and information campaigns in financial 
year 2023/24 to date?  
 Please provide an itemised list of the campaigns, their purpose, and their expected costs.   
 
Answer  
 
The department’s total expenditure on advertising and information campaigns for the 2023/2024 
financial year to 31 October 2023 is $3.761 million (GST exclusive) for the Fee-Free TAFE 
campaign.  
 
Refer to SQ23-001247 and SQ22-001047 for further details. 
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Supplementary Budget Estimates 2023 - 2024 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-001265  
 
Senator Jane Hume provided in writing.  
 
Also, refer to previous hearing Question No. SQ23-000802 
 
Market research in relation to Commonwealth Information and Advertising Campaign  
 
Question  
 
Has the department/agency provided any Minister’s office with market research conducted in 
relation to a Commonwealth Information and Advertising Campaign? 
 Please provide a list of the Ministers and the date on which they were provided the research.   
 
Answer  
 
Yes. The Minister for Skills and Training on 13 September 2023. 
 
Refer to SQ23-000802 for further details. 
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Standing Committees on Education and Employment 
 

QUESTION ON NOTICE 
Supplementary Budget Estimates 2023 - 2024 

 
Outcome: Cross Portfolio  
 
Department of Employment and Workplace Relations Question No. SQ23-001562  
 
Senator Matt O'Sullivan provided in writing.  
 
CALD Campaign – Fee-Free TAFE  
 
Question 
 
1.  Is it the case the Government has launched a new Fee-Free TAFE advertising campaign? 
2.  What was the cost of developing that campaign? 
3.  Who was engaged to develop that campaign? 
4.  Have any of the videos been translated into languages other than English? 
5.  As part of this campaign, has the Minister issued any in language media release, to connect  
     with Culturally and Linguistically Diverse (CALD) communities? 
6.  Are CALD communities listed as a ‘priority’ group for Fee-Free TAFE? 
7.  Are you aware the Opposition asked similar questions, of the Government, in May of this year? 
8.  Why has this government, now across two skills advertising campaigns, failed to dedicate  
     advertising expenditure to CALD communities?  
 
 
Answer  
 
1. Yes 

2. Refer to SQ22-001047. 

3. This information is available via Austender. 

4. Yes 

5. No 

6. As at 30 September 2023, Fee-Free TAFE has achieved 67,886 enrolments (22.9 per cent of 
total enrolments) for people who speak a language other than English at home. States and 
territories have specific inclusion strategies in their TAFEs, including to support and encourage 
CALD enrolments.  

7. No 

8. The department has been responsible for one skills campaign since its establishment on 1 July 
2022, the Fee-Free TAFE awareness-raising campaign, which has dedicated CALD 
expenditure. 
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Caseload

Level Participants
Percentage of current 

caseload
State Caseload

Cohort Total current caseload Percentage of caseload Commenced Pending
Paused - Opted 

out**

Paused - Other 

Reasons

PTD participants 

serviced

Percentage of all 

participants 

serviced

University 2,640 5.7% ACT 118

Participation requirement Trade or TAFE 18,815 40.9% NSW 15,142

Total 85,106 100.0% 46,002 944 34,368 3,792 239,246 100.0% Secondary School 6,086 13.2% NT 489

Referrals from Services Australia 84,324 99.1% 45,258 907 34,368 3,791 238,022 99.5% Years 10-11 12,967 28.2% QLD 9,817

Direct Registrations 782 0.9% 744 37 0 1 5 733 2.4% Years 1-9 4,630 10.1% SA 3,993

Referral reason None 394 0.9% TAS 1,567

Early School Leaver (ESL)*** 9,544 11.2% 4,827 127 4,240 350 24,175 10.1% Unknown 470 1.0% VIC 10,393

Income Support 2+ Years (2IS) 23 163 27.2% 13,000 252 9,088 823 37,867 15.8% WA 4,483

Income Support 4+ Years (4IS) 51,617 60.7% 27,431 528 21,040 2,618 90,413 37.8%

JSCI (ceased from 1 July 2021) 0 0.0% 0 0 0 0 113,847 47.6% Age group Participants %
YC5 (ceased from 1 July 2021) 0 0.0% 0 0 0 0 32,118 13.4% 21 and under 2,217 4.8% Exit description Number of exits % of exits
Participant Characteristics 22 to 24 years 4,934 10.7% Youngest PP Child not under 6 86 607 52%
Female 81,797 96.1% 44,289 905 32,880 3,723 223,830 93.6% 25 to 29 years 11,689 25.4% Parenting Payment Cancelled 45,190 27%

Male 3,308 3.9% 1,712 39 1,488 69 15,409 6.4% 30 to 34 years 11,641 25.3% New child in care 10,773 6%
Single Parenting Payment 66,230 77.8% 35,276 825 27,598 2,531 187,867 78.5% 35 to 39 years 8,745 19.0% Employment 12,993 8%
Indigenous 18,388 21.6% 9 345 322 7 925 796 42 909 17.9% 40 to 44 years 5,027 10.9% Other reasons 12 125 7%
CALD 15,175 17.8% 9,720 99 4,435 921 50,424 21.1% 45 to 49 years 1,456 3.2% Total 167,688 100%
Refugee 5,010 5.9% 3 230 22 6 005 497 15 314 6.4% 50 to 54 years 287 0.6% * Excludes the 32,807 participants that exited when the program eligibility rules changed on 1 July 2021.

Persons with Disability 12,603 14.8% 6,671 152 5,268 386 41,975 17.5% 55 and over 6 0% Also excludes eligible participants who have opted out the program.

Ex-offender 6,033 7.1% 2 884 95 2 860 512 19 851 8.3% Total 46,002 100%
Homeless 5,856 6.9% 2,933 133 2,601 2,218 17,524 7.3%
Mental Health 8,133 9.6% 4,398 108 3,353 189 18,721 7.8%
Drug and Alcohol 3,084 3.6% 1 572 37 1 365 194 9 014 3.8%
Domestic Violence 2,048 2.4% 1,066 41 866 274 4,770 2.0%
Under 25 13,863 16.3% 7 151 210 6 005 110 45 387 19.0%

* Includes commenced, pending and paused participants. Education and Employment Outcomes  
^ Distinct counts of participants who have commenced in the program.

** Includes participants who have opted out of servicing after 5 May 2023 and those referred by Services Australia after 1 October 2023 who are yet to meet with a provider. Distinct Participants Commenced education Completed education
Declared earnings

(up to 30 June 2023)

Exited due to 

employment

Education outcome 

claim*

Employment 

outcome claim

*** Refers to participants who were under 22 years of age and had not completed the final year of school (or equivalent level of education) at referral.
2018-19 28,610 6,568 13,484 1,098 106 501

2019-20 37,691 7,587 18,807 2 098 643 1 282

Activity Placements 2020-21 35,670 6,447 24,312 2,416 431 1,453

2021-22 39,238 8,136 25,146 1,733 553 2,655

Activity category Placements

Percentage of all 

placements 2018-19 2019-20 2020-21 2021-22 2022-23 2023-24 Total
2022-23 36,915 6,636 33,644

3,926 519 4,677

ParentsNext Activity 15,778 29.1% 23,380 38,986 38,811 59,523 50,961 16,231 227,892 2023-24 17,099 1,080 N/A 555 295 1 753
Research/Preparation Activity 11,556 21.3% 0 15 389 25 638 44 061 38 624 12 234 135 946 Total outcome events 255,152 40,946 N/A** 11,826 2,547 12,321

Child Playgroup 3,119 5.7% 14,094 14,913 7,935 11,233 9,696 2,888 60,759 Total distinct participants with outcome 128,672 31,877 78,194 11,703 2,503 12,124

Parental Support Group 788 1.5% 2,013 2,320 1,527 2,080 1,417 853 10,210

Concurrent employment programs 220 0.4% 2,488 2,212 1,434 829 920 205 8,088

Child-related Services 58 0.1% 4,479 2,448 641 388 173 48 8,177

Indigenous Activity/Cultural Activity 37 0.1% 306 1,704 1,636 932 117 2 4,697

Not stated 0 0.0% 0 0 0 0 14 1 15

Accredited Vocational Education and Training 8,352 15.4% 19,728 26,247 23,843 21,442 22,438 8,876 122,574

Pre-Year 12  Schooling 21 0.0% 187 212 173 145 125 30 872

Secondary School - Year 12 45 0.1% 288 322 177 124 108 38 1,057

Acredited Units/ Skills Sets 1,296 2.4% 1,500 3,275 4,711 5,714 5,665 2,095 22,960

Certificate 1 and 2 386 0.7% 2 086 2 730 1 964 1 848 1 373 474 10 475 Female 122,367 30,564 74,150 12,622 11,240

Certificate 3 3,596 6.6% 7,650 10,266 8,689 7,586 9,091 3,490 46,772 Male 6,306 1,313 4,044 370 463

Certificate 4 1,489 2.7% 2 908 3 584 3 011 2 769 3 213 1 458 16 943 Single Parenting Payment 101,817 25,460 64,512 10,906 10,157

Diploma/ Advanced Diploma/ Assoc  788 1.5% 2,301 2,827 2,549 1,650 1,564 737 11,628 Indigenous 23,913 5,492 11,878 2,018 1,441

University 731 1.3% 2 808 3 031 2 569 1 606 1 299 554 11 867 CALD 26,986 6,399 13,144 1,867 1 731

Non-Accredited Vocational Education and Training 11,795 21.7% 14,264 23,325 21,207 27,303 25,626 11,578 123,303 Ex-Offender 9,432 2,051 4,680 718 480

Non-Vocational Assistance 3,054 5.6% 18,223 21,678 18,572 16,329 10,250 2,850 87,902 Homeless 7,723 1,495 3,407 542 319

Part Time/Casual Paid Employment 8,687 16.0% 7,232 12,986 16,416 21,530 21,889 5,225 85,278 Persons with Disability 18,256 4,042 8,876 1,318 976

Interventions 6,034 11.1% 6,752 12,370 14,012 15,471 14,550 3,452 66,607 Refugee 8,305 1,824 3,568 538 392

Other 602 1.1% 2,487 2,597 2,361 2,111 1,524 344 11,424 Mental Health 8,819 1,985 4,310 852 544

Total 54,302 100.0% 92,066 138,189 135,222 163,709 147,238 48,556 724,980 Drug and Alcohol 4,463 1,007 2,044 336 212

* Includes all activity placements for participants on the current ParentsNext caseload. Under 25 26,890 6,790 13,010 1,770 1,628
# Includes all referrals to activities made by ParentsNext providers. Total 128,672 31,877 78,194 12,992 11,703

FY
Participation Fund 

Expenditure
* Only includes participants on the current ParentsNext caseload with declared earnings in the last 28 days as at 30 June 2023.

Financial Year Distinct participants Commencements Exits 2018/19 2,725,216.83$          Please note that declared earnings data is only up to 30 June 2023. Further updates are unavailable due to the loss of access to data from Services Australia. 

2018-19 93,303 93,443 27,120 2019/20 6,915,500.03$          

2019-20 106,984 36,081 37,792 2020/21 7,968,889.70$          

2020-21 108,476 37,248 37,378 2021/22 13,881,930.46$        Month commencing
Appointments 

created

Appointments 

attended
Referrals Commencements

2021-22 115,422 71,149 20,821 2022/23 16,618,672.34$        Exemption Type
Services Australia 

Granted
Provider Granted Total

Jul22 78,608 36,239 1,705 2,173

2022-23 122,467 26,026 32,125
2023/24 (to 31 Dec 

23)
8,339,586.55$          Paused - Opted out* 910 32,604 33,514

Aug22 98,740 46,014 2,718 2,669

2023-24 (to 31 Dec 2023) 93,930 2,930 12,452 Temporary Confinement 361 2,346 2,707 Sep22 89,880 41,153 2,769 2,461

Large Family 13 2,673 2,686 Oct22 86,461 42,866 3,213 3,294

Other Caring 31 308 339
Nov22 92,261 46,789 2,596 2,967

Category
Financial year to 

date Program to date
Medical 32 65 97

Dec22 69,670 36,368 1,700 1,992

Engagement Measure FY-to-date This month
Accredited Interpreter 

Services
72,987.67$              896,159.04$             DV or Relationship Breakdown 32 10 42

Jan23 82,393 42,299 2,385 2,063

Total Attendance Rate1 71.4% 90.8% Accredited Training 1,286,828.47$        10,993,575.81$        Major Crisis/Disruption 1 2 3 Feb23 88 947 47 018 2 423 2 494

Activity attendance rate
1 58.4% 65.8% Child Care Costs 46,184.51$              237,587.77$             Other Personal Circumstances 11 10 21 Mar23 90,912 46,678 2,342 2,551

Appointment attendance rate 1 59.3% 67.1% Job Related Mentoring -$                          2,960.00$                  Not stated 2 0 2 Apr23 70,578 37,572 1,777 1,742

1 Includes all compulsory and voluntary requirements. Non-Accredited Training 350,026.72$           2,325,369.45$          
Total 1,393 38,018 39,411 May23 86,248 41,971 806 1,227

Non-Vocational Training 153,328.26$           6,316,869.13$          Jun23 71,702 33,177 342 393

Participant Support 4,466,275.58$        26,969,598.85$        Jul23 66,949 29,492 402 337
Professional Services 899,777.74$           3,208,734.71$          Aug23 68 780 29 735 601 504
Work Experience 9,899.47$                49,736.77$               Sep23 58,922 25,464 570 479
Work Related Expenses 1,054,278.13$        5,449,204.38$          Oct23 76 434 27 663 1 039 608
Total 8,339,586.55$        56,449,795.91$       Nov23 72,212 28,220 727 628

* Administrative data (inclusive of GST). Dec23 44,187 19,106 296 374

*After 1 October 2023 an exemption was granted to all new participants prior to referral. Participants who do not wish to participate in the program are 

reported as paused opt out  in this report. This category also includes a small number of participants that are paused due to caring for a child not 

eligible for carer payments. Participants with an exemption who have opted to continue to receive servicing through their exemption period have been 

excluded.

ParentsNext - as at 31 December 2023

Participants, commencements and exits by financial year

FY-to-date attendance

Exited due to 

employment

Participation Fund Expenditure by Category FYTD

 Program-to-date*

Monthly referrals, commencements and provider appointments

Current exemptions

Current commenced caseload by stateCurrent vs program-to-date (PTD) caseload

Outcomes by financial year

Activity placements by financial year#Current activity placements*

Current caseload*

Current commenced caseload by age

Current commenced caseload by highest education

Program-to-date exits*

PTD participants serviced^

* Participants' providers are eligible for an education outcome claim if the participant completes a Certificate III (or above) course, the Skills for Education and Employment (SEE) program or Year 12, and the 

education is of a higher level than any previously attained education. Prior to July 2021, only participants in the intensive stream were eligible for education outcome claims.

Program outcomes by cohort

Declared earnings in 

the last 28 days*
Completed education

Declared earnings

(up to 30 June 2023)
Characteristic Commenced education

** Declared earnings figures are derived from Centrelink reporting. Individual Centrelink reporting events are not an appropriate measure of the program
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Employment and Workforce 

Department of Employment and Workplace Relations Question No. SQ23-001548 

Senator Matt O'Sullivan provided in writing. 

ParentsNext 

Question

1.  Can the Department provide a report on the consultation outcomes for the new program, which 
     according to a response to SQ23-001144, was conducted from July to September? Can you 
     please include a list of the meetings held, attendees, and the main trends in discussion?
2.  Can you provide the Committee with a timeline leading up to the commencement of the 
     ParentsNext replacement program, including: when the new design model will be released; and 
     when it is expected that tenders for the replacement program will be announced.
3.  Will the funding model for the replacement program likely to be outcomes based or block 
     funding?
4.  Has there be any discussions about the possibility of providing contract extensions to ensure 
     continuity for current ParentsNext program participants?
5.  How many ParentsNext participants have remained in the program voluntarily since the recent 
     changes?
6.  How many participants do you anticipate will volunteer to participate annually moving forward?
7.  What discussions has the Department had in regards to the contribution that ‘local community 
     specialist not-for-profit entities’ can provide to the delivery of employment services? 

Answer 

1. The outcomes and trends of the consultations and meetings is at Attachment A. The list of 
meetings and the attendees are at Attachment B.

2. This is a matter for Government and the department is unable to provide any further 
information, including on potential future procurement activities, at this time.

3. These are matters for Government and the department is unable to provide any further 
information at this time.

4. These are matters for Government and the department is unable to provide any further 
information at this time.

5. At 30 September 2023, there were 53,761 participants commenced in ParentsNext who had 
engaged in the program over the previous three months (i.e. either commenced on the 
program, agreed to a Participation Plan, attended an appointment with the provider, 
commenced a new activity, participated in an activity or utilised the Participation Fund).

6. Details of the new program are a matter for Government and the department is unable to 
provide any further information at this time.

7. Service delivery was one of the topics discussed during the consultations with parents and 
other stakeholders. Most parents did not express a strong preference for who should deliver 
the service, although many favoured community-led services. What mattered most to parents 
was that the staff who deliver the service are respectful, qualified, empathetic, and have lived 
experience to help parents connect with the supports they need to reach their goals.
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young parents and those from culturally and linguistically diverse backgrounds said a significant 

barrier was trust in the quality and cultural appropriateness of care being provided.

• Parents spoke of their many challenges, including insecure housing, financial distress, domestic 

violence, language barriers, illness, complex caring roles, and lack of access to transport. Other 

significant challenges for young parents related to poor mental health, social isolation, the 

stigma associated with being a young parent and the fear of children being removed.

• Parents told us travelling to appointments or engaging in work was a challenge if they don’t have 

a driver licence. The cost and time to get their full licence, and to gain experience to drive with 

confidence in high-traffic areas, is a barrier.

• Parents talked about the costs and difficulties of using public transport. Especially if there are 

limited options and they need to get somewhere quickly in an emergency. Parents with more 

than one child, or children with a disability, often found public transport even more challenging.

• Some parents – especially migrant and refugee parents – spoke of their challenges to learn 

language and computer skills. They need these skills to access study and other supports, or set 

up their own business. They need someone to help them navigate systems and online services.

Access to the service
Parents spoke about the new voluntary service being accessible to all parents who need help to plan 
for their future education and employment goals. 

• Many parents felt the service should prioritise parents who have higher needs for support. Like 

parents who are young (14 to 24 years of age), single, first-time parents, living in poverty or 

experiencing domestic and family violence. Also, parents who care for a child or children with 

disability, First Nations parents and migrant or refugee parents. 

• Parents agree the service should not be limited to parents receiving Parenting Payment. 

• Feedback varied on when the best time to access the service would be. Many parents mentioned 

this should be based on the individual. Some parents said it would be when their youngest child 

was about 3 years of age.

• Many parents noted there were differences in children’s development which must be 

considered, such as children with disability or neurodiversity. Some parents also noted that 

people have different capabilities and ability to manage both their work and personal lives. 

Supportive and knowledgeable staff
Most parents did not express a strong preference for who should deliver the service. Although, many 
favoured community-led services. What mattered most to parents was that the staff who deliver the 
service are respectful, qualified, empathetic, and have lived experience to help parents connect 
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with the supports they need to reach their goals. Parents said that the nature of the support 
provided was key in the outcomes that they were able to achieve.

• Parents would like one key contact at the service. This would mean they don’t have to retell 

their personal – and often traumatic – stories.

• Parents wanted staff who were reliable and followed through on doing things that they said they 

would do, and in agreed timelines. This was important given this was the expectation on them.

• Parents would like this relationship with staff to be one of a mentor or life coach.

• Parents may feel embarrassed or judged when they need to ask for support. They’d appreciate 

staff offering services proactively. It’s important these services are offered in a way that is 

empathetic and non-judgemental.

• Parents want to build a trust-based relationship with staff. They want staff who walk alongside 

them to guide, encourage and support them on their journey to achieve their goals.

• Parents recommended staff be available when they need them through an easily accessible 

channel. They want staff to persist with checking-in with them in a gentle and compassionate 

way to remind them about what support is available. 

• It is important to parents that services are culturally appropriate. This includes services for First 

Nations, refugee and migrant parents. 

• Some parents feel more comfortable accessing a service delivered by a First Nations 

organisation. However, they emphasised that there should not be a separate service for First 

Nations people.

Choice of how to engage
Parents want to be able to make informed choices and need to know what they’re committing to. 
They want to know what the service offers, how it’s offered, what it requires of them and how it will 
help them. 

• Parents told us the service should use a mix of delivery methods. They’d like a choice of in-

person, online, virtual and over the phone (with the caller ID clearly identifiable, not a hidden 

private number).

• Some parents pointed out that the department’s free-call phone numbers are not free from 

mobile phones. This means extra costs for parents who don’t have a landline. These parents 

would appreciate other ways to make contact when they don’t have phone credit. Parents note 

long waiting times to speak to someone (as long as 3 hours).

• Parents wanted to choose how to engage based on their circumstances at the time. This includes 

being able to negotiate for suitable appointment times, as opposed to being told of an 

appointment time.
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• The service should meet parents where they already are: playgroups, schools, health services, 

community hubs and the like. 

• Parents find it difficult to keep their children entertained for long periods when attending 

appointments. They would welcome shorter appointments.

• Spaces where parents come to should be welcoming and culturally safe – not fluoro-lit offices 

with big tables and hard plastic chairs.

• Parents want support services to offer privacy (not open plan offices), have child friendly spaces 

and give parents the option to bring their children to appointments

• Parents want to have access to community and peer support groups with people like themselves 

or who have similar experiences. Don’t forget single dads in this.

• Parents acknowledged that there is a lack of services and a lack of acknowledgement of dads 

and that the new service needs to support all parents.

• Parents would like the ability to provide feedback. They want a trusted and confidential path to 

raise concerns and advise opportunities for improvement, which would not compromise their 

payment. 

Financial supports
Parents had differing views about the types of incentives that would encourage them to engage in 
the new voluntary service. 

• Parents saw their children and family as the main reason to participate. This is the inherent 

incentive to create a positive environment and future for their children and families.

• Parents commonly suggested that financial and other supports would be useful incentives to 

help them attend initial and ongoing appointments. These included assistance with childcare 

availability and cost, transport costs (including petrol), rent, groceries and study fees.

• Parents also said a good incentive would be helping to pay costs related to achieving their goals. 

For example, a driver licence (including driving lessons), a laptop, mobile phones and data 

bundles, appropriate clothes for interviews or work, training courses and kids’ school needs.

• Parents proposed incentives for achieving milestones along the way to achieving their goal.

• Parents told us that there is a disincentive to working when small changes in their income from 

paid employment can affect other forms of support. For example, housing, Centrelink payments, 

access to a Health Care Card and more. This can also increase costs like childcare, leading to 

more financial hardship.
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Flexibility
Parents said the service must be flexible. It must allow them to engage when the time is right for 
them and their children. This means being able to opt in and out, or to pause participation to suit 
unpredictable family life.

• Parents pointed out that caring responsibilities and priorities can change quickly. They want to 

be able to communicate about and negotiate changes, like appointment times, in reasonable 

and flexible timeframes.

• The service should meet parents ‘where they are at’. Their ability to participate varies. It can 

also change from day to day, depending on their circumstances and responsibilities.

• Parents said they had difficulty finding employers who are flexible in accommodating certain 

hours for parents, like between 9:00 am and 2:00 pm.

• Parents said they see a need to promote the benefits of hiring parents to employers. This 

includes hiring staff with practical, cultural knowledge relevant to the business’ clients.

• Parents were concerned that employers may see them as unreliable for sometimes having to 

unexpectedly leave work to take care of their children. They want employers to be flexible and 

understanding. This includes supporting cultural needs and responsibilities.

Location of services
Parents need the service, especially in-person services, to consider location-based challenges.

• Parents’ experiences differed depending on their location, whether rural, regional or metro. 

Location-based challenges included limited availability of services and training courses in some 

towns, accessibility issues in busy city areas, and different employment opportunities and public 

transport options depending on locations.

• Many parents said they had difficulties finding meaningful employment, with jobs only 

becoming available when someone leaves. Apart from online study, there were also limited local 

training and education opportunities aligned to their aspirations.

• Parents saw benefits in multiple services provided at the same location, like in a community 

hub. This has the benefit of offering anonymity, so not everyone in town knows what services a 

parent is there for, which can cause embarrassment.

• Parents stressed the importance of the service being able to make intentional, place-based 

connections to ensure referrals to services are accessible and helpful.
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Awareness and promotion of services
Parents want transparency, and clear communication about the services that are available.

• Parents want to know about available supports as early as possible, even if they come back to it 

later.

• Some parents want promotional information in a written format they can refer to, like a 

brochure, while others want to access information online. Promotion via different social media 

platforms was seen to be particularly important to ‘reach’.

• Parents want information to be accessible and available through channels that will reach them. 

This should also consider parents from culturally and linguistically diverse (CALD) backgrounds.

• Parents want to hear about the benefits and expectations of the new service throughout the 

wider community to increase awareness and engagement.

• Before they try the new service, parents want to hear success stories and reviews from other 

parents who have engaged with the service.

• Parents saw an online hub of relevant services and supports as helpful, with help from someone 

to navigate it available where needed.

Contact for more information
Contact the Department of Employment and Workplace Relations to share your views about this 
document.

• Email ParentsConsultation@dewr.gov.au

• Use the online form on our website’s consultation page.

For more information, visit https://www.dewr.gov.au/consultation-new-voluntary-parent-support-
service
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Name of organisation Attendees

Anti-Poverty Network 
SA

• One meeting held.
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Campaigns Coordinator, Antipoverty Network, SA

Brave Foundation • Facilitated ten workshops with young parents.
• Two meetings held.

o First Assistant Secretary, Planning for My Future Taskforce, 
DEWR

o Assistant Secretary, Planning for My Future Taskforce.
o Chief Executive Officer, Brave Foundation.

Brotherhood of St 
Laurence (BSL)

• Two meetings held.
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, BSL.
o Senior Manager, BSL.

Corporate Culcha • Facilitated seven workshops with First Nations parents

Council of Single 
Mothers and their 
Children (CSMC)

• Three meetings held
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, CSMC.

Early Years Advisory 
Panel

• One meeting held
o Secretary, DEWR
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Director, Centre for Community Child Health.
o National Children’s Commissioner.
o Chief Executive Officer, SNAICC.
o Executive Director, Parenthood.
o Founding Director, Telethon Kids Institute.
o Chief Executive Officer, Australian Research Alliance for Children 

and Youth.
o Chief Executive Officer, Plumtree
o  Director of Public Affairs, Minderoo Foundation.
o Director, Western Australian Centre for Aboriginal Medical and 

Dental Health.
o Chief Executive Officer, Families Australia
o Australian Children’s Entertainer
o Chief Executive Officer, Playgroup Australia
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Name of organisation Attendees

Economic Justice 
Australia (EJA)

• One meeting held.
o Law Reform, Policy and Communications Officer, EJA.
o First Assistant Secretary, Planning for My Future Taskforce
o Assistant Secretary, Planning for My Future Taskforce, DEWR

Equality Rights Alliance 
(ERA)

• One meeting held.
o ERA Convenor, Equality Rights Alliance
o First Assistant Secretary, Planning for My Future Taskforce
o Assistant Secretary, Planning for My Future Taskforce, DEWR

FamilyCare Shepparton • Two meetings held.
o First Assistant Secretary, Planning for My Future Taskforce
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Director, Stakeholder Team, Planning for My Future Taskforce, 

DEWR
o Chief Executive Officer, FamilyCare, Shepparton

Global Sisters • One meeting held.
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Director, Self Employment Services, DEWR
o Chief Executive Officer, Global Sisters
o Chief Operating Officer, Global Sisters
o Administration Coordinator, Global Sisters
o Membership Services Officer, Global Sisters

Harmony Alliance • One meeting held.
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Senior Manager – Gender, Harmony Alliance

Jobs Australia • One roundtable 
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Director, Planning for My Future Taskforce, DEWR
o Employment Service Providers

• Two meetings held.
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, Jobs Australia
o Senior Adviser, Government and Policy, Jobs Australia
o Representation and Engagement Coordinator, Jobs Australia

National Aboriginal and 
Torres Strait Islander 
Women’s Alliance

• One meeting held.
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Assistant Director, Stakeholder Team, Planning for My Future 

Taskforce, DEWR
o Administrative Assistant to the leadership team, National 

Aboriginal and Torres Strait Islander Women’s Alliance
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Name of organisation Attendees

National Employment 
Services Association 
(NESA)

• One Roundtable 
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Employment Service Providers

• Two meetings held.
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, NESA
o Senior Policy Advisor/Project Officer, NESA
o Chief Executive Officer, National Self-Employment Association

NESA ParentsNext 
Interest Group

• One roundtable held
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Parents Next providers.

National 
Self-Employment 
Association (NSEA)

• Three meetings held
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, National Self- Employment Association
o Vice Chairperson, National Self- Employment Association
o Chairperson, National Self- Employment Association

National Indigenous 
Employment and 
Training Alliance 
(NIETA)

• One meeting
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Director, Planning for My Future Taskforce, DEWR
o Director, Indigenous and CALD Employment Policy, DEWR
o Senior Policy Advisor, Minderoo Foundation, NIETA

National Women’s 
Alliances

• One meeting
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Assistant Director, Planning for My Future Taskforce, DEWR
o Senior Advisor, Department of Prime Minister and Cabinet
o Chief Executive Officer, National Aboriginal and Torres Strait 

Isander Women’s Alliance
o Director, National Women’s Safety Alliance
o Director of Policy and Advocacy, YWCA

Recruitment, 
Consulting and Staffing 
Association (RCSA)

• One meeting
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Assistant Director, Stakeholder Team, Planning for My Future 

Taskforce, DEWR
o Advocacy and Industry Standards Manager, RCSA
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Name of organisation Attendees

o Head of Advocacy, RCSA

Secretariat of National 
and Islander Child Care 
(SNAICC)

• Facilitated two workshops with First Nations parents.
• Two meetings held.

o First Assistant Secretary, Planning for My Future Taskforce, 
DEWR

o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, SNAICC
o Social Policy and Research Manager, SNAICC

Settlement Council of 
Australia (SCOA)

• Facilitated six workshops with migrant and refugee parents.
• Two meetings held

o First Assistant Secretary, Planning for My Future Taskforce, 
DEWR

o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, SCOA.

Single Mother Families 
Australia (SMFA)

• Conducted seventeen one-on-one consultations with single parents
• Three meetings held

o First Assistant Secretary, Planning for My Future Taskforce, 
DEWR

o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Chief Executive Officer, SMFA
o Researcher, SMFA

Social Economic 
Empowerment 
Department (SEED) 

• One meeting held
o Assistant Secretary, Planning for My Future Taskforce, DEWR
o Social Economic Ambassador, SEED

UN Women Australia • One meeting held
o CEO, UN Women Australia
o Assistant Secretary, Planning for My Future Taskforce, DEWR

Workforce Australia 
National Forum

• One workshop held
o First Assistant Secretary, Planning for My Future Taskforce, 

DEWR
o Providers
o Employment Peak Bodies.
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30 November 2023 

CPSU members vote to endorse APS wide package 
 

Community and Public Sector Union (CPSU) members have today voted 
to endorse the proposed APS wide pay and conditions package.  
After rejecting the government’s revised offer of 11.2% over three years, sharp 
industrial escalation from the union pushed the government to come back to the table 
offering an additional payment to employees that is the equivalent of 0.92% of an 
employee’s salary. 

More than 16,000 CPSU members have voted in the union’s membership poll on the 
APS wide package, with 67.5% supporting it. 

Service-wide bargaining, which the CPSU fought to secure for almost two decades, has 
delivered significant progress on workers’ pay and conditions in one fell swoop, 
including: 

• Genuinely negotiated pay outcomes, instead of service wide caps on pay and the 

previous government’s ban on conditions improvements restrictions. 

• A mechanism that moves Agency pay rates towards pay equity and a significant 

rise in salaries for those at the bottom. 

• Strong and consistent flexible work and working from home rights that apply 

right across the APS. 

• Job security protections, including 25% casual loading and measures to ensure 

ongoing employment is the usual form of employment. 

• Conditions protected, with more generous entitlements maintained where they 

already exceed newly negotiated common conditions, and a “green light” from 

the APSC for agencies to return conditions from policy to the enterprise 

agreement. 

• Strong, clear, and enforceable consultation rights, and for the first time, an APS 

consultative committee so that CPSU members have a say on the big issues 

affecting the APS. 

• Significant improvements to paid parental leave, including 18 weeks’ paid leave 

for the primary carer, and over the life of the agreement, transitioning to 18 

weeks’ paid leave for the secondary carer. 

• Clear representation rights, delegates’ rights, Respect@Work protections, and a 

dispute procedure that will help ensure enterprise agreements are followed in 

practice, with the help of the Fair Work Commission where necessary. 
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• Support for First Nations employees, including ceremonial leave, NAIDOC leave, 

and a definition of family that includes kinship. 

• Uncapped, paid Family and Domestic Violence leave, 3 days’ paid cultural leave, 

emergency services leave, and disaster support. 

• Measures to support integrity in the APS, to ensure Robodebt never happens 

again. 

• Workload reviews, and EL TOIL established across the APS for the first time. 

These common terms will now be included in all APS agency Enterprise Agreements 
along with any agency specific matters negotiated before being put to staff ballots at 
the agency level. 

Quotes attributable to Melissa Donnelly, CPSU National Secretary:  
“The endorsed APS wide package is one that CPSU members can and should be proud 
of. 

“In just one round of service-wide bargaining we have secured industry leading 
conditions, an 11.2% pay rise with back pay, a considerable lump sum payment at sign 
on, no cuts to existing conditions, and no delays. 

“Our members entered this process prepared to fight for improvements to their pay and 
conditions, and that is what they have done. 

“While there have been mixed views on pay throughout the process, we have shifted 
government’s position twice without delaying bargaining outcomes or sacrificing 
conditions. 

“I’d like to acknowledge those CPSU members who took industrial action throughout 
the course of this bargain. From overtime and work bans, through to 1 hour, 2 hour and 
full day strikes - every action played its part in creating an APS wide package that can 
now go on to improve the working lives of APS employees. 

“Service wide bargaining presented CPSU members with a historic opportunity to work 
together across the APS to secure new conditions, achieve greater commonality and 
work towards equity of pay conditions across the APS. 

“This has delivered improvements to a wide range of members’ pay and conditions that 
would never have been achieved had we still been bargaining agency-by-agency. 

“Of particular note, is the progress that has been made on pay equity. A fragmented and 
divided APS has seen pay equity blow out, with Aboriginal and Torres Strait Islander 
employees and those working in our cultural institutions suffering the most. 
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“CPSU members fought not only for their own pay rises, but for those of their 
colleagues in lower paid agencies. As a result, this package will see some of the lowest 
paid APS employees receiving up to 25% pay rises over the next 3 years. 

“There is still much more to be done as we continue rebuilding the APS, but this 
package will form a vital part of the foundation of that work as we move forward. 

Media contact: Tori McGregor 0429 000 620 

 

Source: 

https://www.cpsu.org.au/CPSU/Content/Media releases/CPSU members vote to endorse APS wi

de package.aspx  
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(k) Displays Workforce Australia Services (incl. Broome) Employment Fund wage subsidy commitment amounts. For Youth Bonus and Participation fund data, see Wage Subsidy section.

                          

First Nations people. It is not attributed to individuals and therefore no ‘people assisted’ measure can be reported.  
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-000670

Senator Janet Rice on 30 May 2023, Proof Hansard page 86

Employment Fund | Criteria

Question 

Senator RICE: Going back to my question about the effectiveness of this employment fund and the 
available credits, how well they are being used and whether they are being effective, you say that 
you will be looking at that in the evaluation. Have you set your evaluation criteria? Good evaluation 
sets up criteria at the beginning of the program.
Mr Smyth: We published our criteria only a couple of weeks ago, late March.
Senator RICE: How do your evaluation criteria cover off against how the employment fund is being 
used?
Mr Smyth: I will get our evaluation gurus to the table.
Mr Cunningham: As Mr Smyth was saying, an evaluation strategy has been published for the 
Workforce Australia evaluation which will articulate in a variety of different ways, at a fairly high 
level at this stage, how we are going to look at various components of the Workforce Australia 
program. We will look at things like the effectiveness of different components. The employment 
fund will be part of that.
Senator RICE: On notice, I would like more detail. Perhaps you have more since you published 
your high-level criteria as to how you are going to assess the effectiveness of the employment fund 
and how well it is being used.
Mr Cunningham: We can take that on notice. It is still a work in progress, given that the evaluation 
strategy has been published and the program is relatively new; we are still working through that.
Senator RICE: On notice, are you able to provide the total dollar amount on eligible purchases for 
each of the employment fund categories—accredited training, activity cost, certified interpreters?
Mr Smyth: We track that. We can provide that on notice to you.

Answer

Building on the Evaluation Strategy for Workforce Australia, the methodology for assessing the 
effectiveness of the Employment Fund is yet to be finalised but will look at the types of support 
being provided and expenditure patterns, as well as utilise qualitative and qualitative data. 

Table 1 shows the total committed amounts for each of the Employment Fund categories for 
Workforce Australia Services. 
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-000671

Senator Janet Rice on 30 May 2023, Proof Hansard page 87

Digital Employment Fund | Eligibility 

Question

Senator RICE: Is the digital employment fund subject to the same eligible purchase requirement as 
the employment fund overall?
Ms M Ryan: It has the same principles but a smaller group of categories for which the digital 
employment fund can be used. We can provide that on notice.
Senator RICE: Could you provide them on notice. 

Answer

The Workforce Australia Online Employment Fund is subject to the same principles as the 
Workforce Australia Services Employment Fund. The principles are:

∑ provides eligible participants with the work-related tools, skills and experience that assists 
them in finding and keeping a job in the relevant labour market

∑ provides value for money
∑ complies with any work, health and safety laws that may apply
∑ withstands public scrutiny
∑ will not bring the services, the DSCC or the department into disrepute.

Support under the Workforce Australia Online Employment Fund focuses on items that help 
participants move quickly into secure employment. There are 11 categories of support under the 
Workforce Australia Online Employment Fund:

∑ Accredited Training 
∑ Clothing and Personal Protective Equipment
∑ Driver’s Licence
∑ Petrol vouchers
∑ Phone credit and internet data
∑ Police check
∑ Public transport
∑ Relocation assistance
∑ Work related licensing (for example Forklift Licence)
∑ Work related training (for example Barista training)
∑ Workplace checks (for example National Disability Insurance Scheme Worker Screening 

Checks).
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-000673

Senator Janet Rice on 30 May 2023, Proof Hansard page 87

Digital Employment Fund | Credits Paid

Question 

Senator RICE: Can you tell me the total dollar amount of the digital employment fund credits paid 
by the department to providers since 1 July last year?
Ms Tran: To provide for Workforce Australia online?
Senator RICE: Yes.
Ms Tran: The credits are $25,924,950. That's notional credits.
Senator RICE: Do you know what proportion of eligible credits that is?
Ms Tran: In terms of Workforce Australia online commitments, we have committed $878,788.
Senator RICE: What—$878,788 of the $25 million?
Ms M Ryan: Yes.
Senator RICE: So only a tiny amount?
Ms Tran: Yes.
Senator RICE: Less than a million of the $25 million.
Ms Tran: Yes.
Mr Smyth: Remembering that these are the people that are the most job ready.
Senator RICE: Could you take on notice your understanding of why less than a million of the $25 
million has been claimed.
Ms Tran: Yes.

Answer

Since Workforce Australia commenced on 4 July 2022 there has been a steady increase in
Workforce Australia Online Employment Fund uptake, from 76 participants in July 2022 to 320 
participants in March 2023.

Not all Workforce Australia Online participants may need support from the Employment Fund.
Online Services participants are more job-ready and better able to self-manage their pathway to 
employment. 

The Digital Services Contact Centre (DSCC) administers the Employment Fund for participants in 
Online Services. The DSCC assess and pay for Employment Fund requests based on the 
Employment Fund principles (the principles), operational guidelines and individual circumstances. 
(Refer to SQ23-000671 for further details of the principles and Employment Fund categories.)

Where the DSCC does not approve Employment Fund requests, it has been because the support 
is prohibited in accordance with operational guidelines or does not otherwise meet the principles. 
For example, the Employment Fund could not be used to fund an Accredited Training course if it 
were already fully subsided through Fee Free TAFE.  
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General information about the supports available and eligibility information can be found on the 
Workforce Australia website (workforceaustralia.gov.au). Eligible Workforce Online participants 
need to sign into their Workforce Australia account to view further detailed information about the 
categories of support, information required to submit a request and how to apply for support. 
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House of Representatives Select Committee on Workforce Australia Employment 
Services

QUESTION ON NOTICE

Date of hearing: 17 May 2023

Department of Employment and Workplace Relations Question No. IQ23-000233

Mr Julian Hill MP, on 17 May 2023, Proof Hansard page 21

17 MAY 2023 | jobactive

Question

CHAIR: We spent quite a bit of time with T2W stuff. It gets a pretty good wrap from 
participants and from the evaluations. It is interesting that there are some features of that 
service, as distinct from the rest of the service, where there is no competition. There is one 
provider per region. There are no mutual obligations, except turn up to your first appointment 
or two, and it is better resourced. 

Ms Jensen: It is a different resourcing. They get the upfront fees, and they do not have the 
employment fund and so on. 

CHAIR: There is a question mark about whether it allows people to profiteer. You can figure 
that out with the data. 

Ms Jensen: That's right. 

CHAIR: They are interesting features. The providers have more time. They are not policing 
mutual obligations, and they are able to do an invest in that collective community work. A 
number of providers, who were trying to figure out how they could support Indigenous 
jobseekers, said to us that they figured out that one of the most important things they have to 
do is just have regular community barbecues with the elders. They completely ignore the 
service eligibility questions because if someone wants to bring their friend or their cousin, 
who may or may not be on income support: 'That is fine; that is the way we do things'. But 
they said, 'We are not resourced to do that. It is difficult because we do not have the 
resources.' We used to have some minor additional payments to enable them to do 
collaborative community-based stuff, not just the individual payment structure. Those 
payments disappeared, did they? 

Ms Jensen: That would have been at the beginning of jobactive. Jobactive did not have those 
payments. 

CHAIR: Why were they taken away? Was there an evaluation done of them? Sometimes 
they take things away just for cost savings; they will roll it into a bigger fee. Other times they 
are taken away because someone evaluated it and said it did not achieve anything. 

Ms Jensen: I believe it was the latter. We could take that on notice. I do not have that at my 
fingertips here. 

CHAIR: There is a correlation causation point in those kinds of evaluations, too. 

Ms Jensen: We'll take that on notice. 
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Answer

The Workforce Australia Services provider payment model was developed following the 
I Want to Work report, tested in the New Employment Services Trial and refined based on 
learnings, stakeholder consultation, independent financial analyses and evaluation. 

The payment model has been designed to incentivise personalised support and outcomes for
participants with higher needs, and to support provider viability. 

The Indigenous Mentoring Employment Fund category that was available in jobactive was 
removed from the Workforce Australia Services model. The Employment Fund cannot be 
used for the core services that Workforce Australia Services Providers are required to 
deliver; however, it can still be used for culturally appropriate pre-placement training for 
Aboriginal and Torres Strait Islander participants and their employers (refer SQ22-001190
attached).

A key element of the new payment model, which was not available in jobactive, is upfront 
payments (up to $1200 per participant) which are automatically paid to a provider when they 
commence a participant. This new payment provides an upfront injection of funds to support 
early investment in participants. Providers are free to use this revenue in any way they see 
fit, including for community outreach and collaboration initiatives.

Employment Hot Factsheets - Additional Estimates - Feb 2024 - Employment Fund

68

Document 25

136 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



House of Representatives Select Committee on Workforce Australia Employment 
Services

QUESTION ON NOTICE
Date of hearing: 17 May 2023

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. IQ23-000236

Mr Julian Hill MP, provided in writing.

17 MAY 2023 | Employment Fund

Question

What started as a flexible fund has now narrowed and makes it difficult to tailor assistance to 
each participant due to restrictions and what is and isn’t permitted by the fund. 
1. Can you please outline to the committee why Indigenous mentoring support for 
participants is no longer a permitted expenditure item in the employment fund and if there 
would be any consideration to reinstate it?
2. Can you please outline to the committee why soft-skills training’ (such as 
communication, teamwork, problem solving, decision making, planning, and organising, self-
management and resilience) is no longer a permitted expenditure item in the employment 
fund and if there would be any consideration to reinstate it?

Answer

The Employment Fund remains a flexible pool of funds available to Workforce Australia 
Employment Services Providers to offer support that is tailored to participants, employers 
and the local labour market. There is no set limit to the amount of support that can be 
provided to any participant across a range of non-vocational and vocational assistance, 
including transport costs, food, phone data costs, work clothing, tools, equipment and 
training as well as relocation costs to take up employment. Support can be delivered for up to 
six months after a participant exits the Workforce Australia caseload. 

Details of the Employment Fund categories and requirements are set out in Chapter 6 of the 
Workforce Australia Guidelines Part B: Workforce Australia Services at Workforce Australia 
Guidelines - Part B Workforce Australia Services - Department of Employment and 
Workplace Relations, Australian Government (dewr.gov.au).

The Department continues to monitor the usage of the Employment Fund, feedback from 
stakeholders and changes to the labour market to ensure the program settings meet the 
needs of participants and employers.

1. Can you please outline to the committee why Indigenous mentoring support for 
participants is no longer a permitted expenditure item in the employment fund and 
if there would be any consideration to reinstate it?

Workforce Australia Services Providers are contracted to deliver culturally appropriate and 
intensive case management, including mentoring, to their participants. In addition to a wide 
range of goods and services, the Employment Fund can still be used for culturally 
appropriate pre-placement training for Aboriginal and Torres Strait Islander participants and 
their employers. Providers can also seek reimbursement from the Employment Fund for 
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initiatives that build the capability of their own staff to deliver mentoring to their Aboriginal 
and Torres Strait Islander participants. 

Providers also receive upfront payments (up to $1,200 per participant) to support early 
investment in participants. Providers are free to use this revenue in any way they see fit, 
including for mentoring. 

The Department also reviewed usage of Indigenous Mentoring as part of jobactive where it 
showed the category was underutilised. 

2. Can you please outline to the committee why soft-skills training’ (such as 
communication, teamwork, problem solving, decision making, planning, and 
organising, self-management and resilience) is no longer a permitted expenditure 
item in the employment fund and if there would be any consideration to reinstate it?

Assisting participants to improve foundation and employability skills is a servicing expectation 
under the Workforce Australia contractual arrangements. The Employment Fund prohibits 
expenditure on services that Providers are contracted to deliver. As noted in the above 
response, Providers receive upfront payments to support early investment in participants 
including, to build ‘soft-skills’ to support their pathway to employment. 

Employability skills and soft skills were only claimable services in limited circumstances 
under the jobactive Employment Fund through the Targeted Pre-Employment Preparation 
category. Providers were required to seek pre-approval for the employability and foundation 
skills course content prior to claiming reimbursement. Support was capped at $330 for 
Stream B participants and Stream A and B Indigenous Participants, and $550 for all Stream 
C participants. There were no limits on the instances of assistance under this category for 
Indigenous participants, however assistance for other cohorts was limited to one instance per 
participant, per period of unemployment. The support that was eligible under the jobactive 
Employment Fund was not widely utilised.

Providers can refer Participants to the Employability Skills Training program on a fee-for-
service basis. 
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Senate Standing Committees on Community Affairs

The Extent and Nature of Poverty in Australia
QUESTION ON NOTICE

Date of hearing: 15 August 2023

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. IQ23-000254

Senator Louise Pratt on 15 August 2023, Proof Hansard page 46-47

15 August 2023 | Employment Fund

Question

Senator PRATT:  In the context of the inquiry in the lower house of the parliament and in the 
context of other information and long-term assessment of your programs, to what extent are 
there issues with job service providers, or Workforce Australia providers as they are now, not 
spending the money that has been put aside for jobseekers to overcome barriers to 
employment that have arisen because of poverty? These issues can include housing, they 
can include getting your car fixed, they can include a whole range of issues where poverty in 
and of itself is a barrier to employment.
Ms Rule:  We might have to take on notice an extensive response from the evidence. I would 
say that we have an employment fund that is provisioned to help jobseekers get into work, 
and that can include addressing barriers such as those that may be caused by poverty—for 
example, if they don't have the funding to travel to a job interview or to purchase clothes to 
present well at an interview.
CHAIR:  Or to fix their washing machines.
Ms Rule:  I was going to say that, yes, there are categories of expense, and I would have to 
check whether or not repairs of a car or the like fall within those categories.
Senator PRATT:  They do, because I've spoken to jobseekers where they have had that 
money made available
to them on some occasions but not others. I'm interested in the extent to which providers 
might be sitting on funds or might not be being consistent when a jobseeker identifies poverty 
as a barrier to employment—that you're able to proactively support them to overcome that.
Ms Rule:  I'm not sure whether we would have evidence, but I will check specifically 
regarding your question. The reason I say that is that, with the Employment Fund, we require 
the provider to make decisions against, for example, the categories in the Employment Fund 
and the guidelines, and value for money. They must make a decision based on the 
circumstances in front of them, so we don't give a prescriptive list to providers about when 
they should and should not spend the Employment Fund. It's up to their discretion and 
judgement based on the individual's circumstances.
Senator PRATT:  Yes, I guess that's my query in terms of an assessment—whether they are 
using that discretion appropriately. I have also certainly heard examples of where people 
have part-time work but not to the extent that it supports them enough to come out of 
poverty, which puts that part-time work in jeopardy because they can't afford transport or car 
repairs, or those kinds of issues.
Ms Rule:  I will take that on notice, and we'll get back to you on the evidence. I think it links 
back to my evidence earlier about the assurance programs that we run across Workforce 
Australia to look systemically at the use of the Employment Fund, in this case.
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Answer

Please refer to IQ23-000255 for additional detail on the Employment Fund. 

At 31 July 2023, $250,360,320 has been committed to assist 230,797 participants in 
Workforce Australia Services. This is 37.3 per cent of the current available credit across all 
Workforce Australia Services Providers (providers), noting that as new participants
commence in Workforce Australia, credits are added to a Provider’s notional credit balance.

Use of the Employment Fund has increased since the start of Workforce Australia. 
Commitments for participants in Provider Services during the month of July 2022 totalled 
$3,689,138 compared to commitments for July 2023 which totalled $23,786,253. It is 
expected that use of the Employment Fund will increase as Provider’s continue to support 
individuals on their caseload. A breakdown by commitment and category is in IQ23-000255. 

Employment Fund credits are notional and must not be represented in a Provider’s financial 
statements. There is no benefit to Providers for holding on to their Employment Fund credits. 

Not all support provided to participants can be seen in Employment Fund data. Providers are 
required to identify and collaborate with other service providers, such as local healthcare, 
private and community organisations. This may include linking participants with other 
community or government funded services that will address their needs. 

The Workforce Australia payment model incentivises Providers to support participants to 
address vocational and non-vocational challenges. Providers can claim Progress Payments 
for demonstrable improvement in a participant’s employment prospects through the provision 
of intensive, tailored services.
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Senate Standing Committees on Community Affairs

The Extent and Nature of Poverty in Australia
QUESTION ON NOTICE

Date of hearing: 15 August 2023

Outcome: | Emp & W | Employment Policy and Analytics

Department of Employment and Workplace Relations Question No. IQ23-000255

Senator Louise Pratt on 15 August 2023, Proof Hansard page 48-49

15 August 2023 | Jobseekers telecommunications

Question

Senator PRATT:  Finally, in the context of people on limited incomes who are paying for 
utilities, housing, transport, food, meeting their basic living needs, to what extent does the 
affordability of telecommunications— phone and data—provide a barrier to jobseekers? For 
example, I know many who don't live close to libraries with free computing services or 
jobseeking services. They can't get regular access to computers to check for notifications et 
cetera, and they can't afford the data services on their phone. It's difficult, for example, to 
apply for a job just using your phone, or you might not have suitable technology. What 
assessments have you done there, and to what extent do you consider that a problem?
Ms Rule:  I'm not aware of direct evidence about how big the issue is, but I can talk to some 
of the policy levers that we have to address it. I'll just check—is that where you were going to 
go to?
Senator PRATT:  Yes.
Ms Rule:  I would have to take it on notice and check if we've got specific evidence with 
regard to your question, but I would say that one of the things that the employment fund can 
be used for is to address issues with the affordability of telecommunications, data, transport 
and the like. I think that's a really key way that the
employment fund can help to ensure that jobseekers can check their notifications and be in 
touch with their provider and more broadly in society to help them with their job search. In 
some small way, providers do have free facilities in their sites as well, although I do
acknowledge that, obviously, travelling to a site may not be possible for people who don't live 
close to a provider site. But, if they do live within close proximity of a provider site, there are 
facilities there as well, as are the other facilities you mentioned, such as libraries.
Senator PRATT:  I would be grateful if you could—and please do finish that extra 
contribution—provide what data you have about what those employment subsidies are used 
for, in terms of spending them on individual jobseekers. And also what data you've got about 
someone's requests and their next set of requests being denied— for example, you can't get 
a phone because you've already had support for your car—and the issues around rationing 
the pools of funds that are available. I do understand they're pools, but they still have some 
limitations in that context. I'm interested to see what the background data reveals about what 
the main issues confronting jobseekers are and how we triage those in the context of 
relationships with state governments, for example, around the payment of fines, getting 
drivers licences and those kinds of things

Answer

The Employment Fund is a flexible pool of funds available to Workforce Australia 
Employment Services Providers (Providers) and the Digital Services Contact Centre to offer 
support that is tailored to participants, employers and the local labour market. 
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It is at the discretion of the Provider and Digital Services Contact Centre to determine what 
support can be provided based on individual circumstances and whether the assistance will 
provide the individual with the support and relevant skills they need for a particular 
role. Other factors that may be considered include previous assistance provided, the 
employment opportunities in the local labour market and the needs of others on their 
caseload. This means participants may not receive the exact assistance they ask for and 
may be connected to other support according to their needs or the needs of employers.

The Online Employment Fund and Provider Employment Fund differ: 
∑ The Online Employment Fund is focused on items that help participants move quickly 

into employment, such as work-related licences, clothing and police checks.
∑ The Provider Employment Fund covers a broader range of vocational and non-

vocational supports, including the Workforce Australia Services Wage Subsidy.

There is no set limit to the amount of support that can be provided to any participant. 
Participants are eligible for assistance from their first day on the Workforce Australia 
caseload and support can be delivered for up to six months after a participant exits the 
caseload. 

Support can be provided flexibly, up to the limit of the available Employment Fund credits. 
The Employment Fund is demand driven, with notional credits allocated to the Provider or 
the Digital Services Contact Centre as new participants commence in Workforce Australia. 

Details of the Employment Fund categories and requirements are set out in Chapter 6 of the 
Workforce Australia Guidelines Part B: Workforce Australia Services at Workforce Australia 
Guidelines - Part B Workforce Australia Services - Department of Employment and 
Workplace Relations, Australian Government (dewr.gov.au).

Employment Fund data only covers the goods and services that Providers have committed to 
purchase or have claimed reimbursement for. The Department does not hold data about 
specific participant requests for support through the Employment Fund that have been 
denied by a Provider. 

Between 1 July 2022 and 31 July 2023, 636 complaints were recorded in the Department’s 
Customer Relationship Management System about the Employment Fund from participants 
in Workforce Australia Provider Services. Of these, 61 per cent were made with the following 
topics recorded: 

∑ Provider refusing request for goods.
∑ Provider refusing request for services.
∑ Provider not honouring commitment for services.

The data does not indicate whether the complaints relate to first or subsequent requests for 
support or whether the support was provided at a later date.

Tables 1 and 2 show the total committed amounts for each of the Employment Fund 
categories for Workforce Australia Services and Workforce Australia Online.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-001227

Senator Janet Rice on 25 October 2023, Proof Hansard page 80

The Employment Fund

Question 

Senator RICE: Are you tracking how different providers are using the employment fund? 
Ms M Ryan: Yes.
Ms Tran: We have looked at the providers who have not drawn down on the employment fund as 
much, and we have reached out to them. We are providing support to those providers in the event 
that they don't know how to access the employment fund or aren't aware of the flexibilities that 
currently exist in the employment fund. We work quite closely with our stakeholders.
Senator RICE: I'm not sure whether what I asked for on notice covered particular funds and how 
much they were using the employment fund. If I haven't, could you take that on notice?
Ms M Ryan: I don't think there was a specific question in there, but we can take that on notice.
Senator RICE: Can you take on notice to break it down for particular employment providers and 
how they are accessing the fund? 

Answer

Attachment A contains a breakdown of Employment Fund commitments by Workforce Australia 
Services Provider and Category. 

Data is for the period 1 July 2022 - 30 September 2023. Committed amounts include reimbursed 
and non-reimbursed commitments and are GST inclusive. Not all commitments result in a claim for 
reimbursement.
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Data as at 1 July 2022 - 30 September 2023
Workforce Australia Services Provider Employment Fund Commitments by Employment Fund Category, including Wage Subsidies.

Workforce Australia Services Provider 
Accredited 
training

Activity costs
Certified 
interpreters

Cohort specific 
training

Communication 
and technology

Non vocational 
support

Professional 
services

Relocation 
assistance

Transport Wage Subsidy
Work related 
items

Work-related 
training and 
licencing

Total 
Commitments

AIMBIG EMPLOYMENT PTY LTD $427,965.16 $0.00 $4,783.30 $0.00 $47,011.80 $18,150.57 $42,666.22 $7,808.00 $185,186.38 $621,000.00 $209,238.97 $167,861.75 $1,731,672.15
AMES AUSTRALIA $466,511.40 $798.60 $126,846.91 $14,850.00 $19,966.10 $20,529.75 $192,031.50 $0.00 $151,519.78 $1,953,269.23 $371,686.01 $307,766.82 $3,625,776.10
APM EMPLOYMENT SERVICES $2,839,100.98 $0.00 $306,580.43 $153,665.52 $1,034,930.36 $607,673.80 $6,530,360.24 $69,283.63 $4,217,538.24 $20,785,101.56 $4,613,983.34 $4,700,560.91 $45,858,779.01
ASURIA PEOPLE SERVICES PTY LIMITED $2,120,230.40 $0.00 $54,697.90 $36,880.00 $332,161.92 $60,987.50 $1,787,543.00 $20,387.00 $524,797.69 $4,639,807.70 $1,258,435.83 $1,100,572.65 $11,936,501.59
ATWORK AUSTRALIA PTY LTD $2,715,199.85 $124.30 $162,002.20 $751,517.50 $327,749.07 $149,954.93 $8,691,946.43 $6,110.72 $960,692.08 $8,131,027.28 $1,865,772.42 $1,967,172.83 $25,729,269.61
BEST EMPLOYMENT $66,028.60 $0.00 $405.90 $0.00 $216,003.22 $49,635.49 $46,561.56 $6,886.02 $352,598.66 $894,000.00 $519,903.90 $298,852.85 $2,450,876.20
CVGT EMPLOYMENT $254,980.36 $0.00 $10,947.12 $15,642.00 $115,396.72 $54,781.01 $500,751.68 $14,047.73 $346,825.90 $1,234,096.11 $508,819.30 $356,640.67 $3,412,928.60
ETC $815,370.60 $1,500.00 $8,746.43 $0.00 $142,160.44 $111,840.25 $401,303.10 $30,485.58 $1,012,858.55 $1,719,571.71 $1,495,954.76 $793,460.71 $6,533,252.13
FAMILY SERVICES AUSTRALIA $60,328.63 $0.00 $373.78 $0.00 $17,204.62 $3,862.68 $221,406.30 $3,378.04 $123,308.21 $180,000.00 $171,728.33 $133,404.72 $914,995.31
GLOBAL SKILLS $685,296.90 $0.00 $24,377.04 $858.00 $50,783.59 $87,749.79 $345,163.50 $1,649.10 $339,840.45 $2,071,712.34 $460,539.03 $639,661.62 $4,707,631.36
IMPACT SERVICES PTY LTD $136,151.80 $1,497.00 $4,133.69 $22,817.00 $15,133.00 $2,717.67 $23,880.00 $0.00 $34,580.12 $157,000.00 $44,768.22 $34,955.63 $477,634.13
INDIVIDUAL EMPOWERMENT NETWORK PTY LTD $1,902.93 $40,103.57 $0.00 $58,932.50 $24,351.55 $8,123.36 $0.00 $674.00 $72,280.07 $288,296.63 $100,589.26 $83,356.16 $678,610.03
INTOJOBS $345,058.39 $0.00 $16,715.08 $102,066.80 $150,978.00 $179,015.59 $939,968.37 $3,543.50 $540,063.05 $1,321,261.94 $773,704.33 $626,219.94 $4,998,594.99
JOB FUTURES $720,025.39 $29,520.00 $36,707.92 $53,114.91 $367,382.94 $275,049.19 $1,760,857.80 $49,087.78 $1,449,764.54 $3,527,711.53 $1,536,519.19 $1,007,800.09 $10,813,541.28
JOBFIND CENTRES $1,445,578.81 $4,229.50 $41,248.79 $8,276.40 $68,571.41 $71,411.88 $5,336,779.01 $15,214.68 $325,917.69 $3,556,346.14 $739,701.09 $1,066,650.09 $12,679,925.49
JOBLINK PLUS LIMITED $14,755.46 $0.00 $44,926.00 $0.00 $147,081.01 $31,172.86 $663,107.72 $0.00 $627,349.81 $423,538.45 $826,739.06 $1,365,626.53 $4,144,296.90
JOBS AUSTRALIA ENTERPRISES $5,007.20 $0.00 $3,039.76 $360.73 $35,005.24 $12,071.65 $0.00 $952.59 $84,209.01 $224,500.00 $148,092.79 $92,258.19 $605,497.16
JOBS STATEWIDE EMPLOYMENT SOLUTIONS $121,166.26 $0.00 $113,798.40 $119,454.95 $88,117.49 $9,871.75 $1,106,184.26 $12,089.84 $595,447.62 $4,860,000.00 $458,061.31 $429,470.13 $7,913,662.01
MADEC AUSTRALIA $133,088.12 $2,115.08 $14,687.71 $65,840.50 $63,179.41 $26,720.10 $738,077.50 $1,976.31 $204,274.18 $361,561.54 $285,056.66 $350,505.36 $2,247,082.47
MAREEBA SHIRE JOB TRAINING ASSOC INC $48,309.61 $100.00 $900.24 $0.00 $31,265.20 $4,439.46 $0.00 $3,862.66 $38,090.80 $552,231.05 $85,590.88 $29,107.46 $793,897.36
MATCHWORKS $2,730,760.43 $225.00 $322,593.38 $61,050.00 $379,515.61 $321,075.25 $2,532,831.55 $14,063.93 $1,492,526.73 $8,040,630.24 $1,720,535.81 $1,516,223.13 $19,132,031.06
MAX EMPLOYMENT $1,678,955.31 $3,696.00 $33,362.10 $17,401.84 $223,819.36 $152,187.40 $2,963,048.70 $21,999.52 $1,117,423.58 $6,003,008.48 $1,602,344.49 $1,272,959.97 $15,090,206.75
MEGT (AUSTRALIA) LTD $223,895.81 $11,093.90 $9,702.56 $0.00 $8,011.98 $16,574.92 $419,311.06 $197.10 $55,816.74 $1,058,538.51 $165,327.48 $203,495.95 $2,171,966.01
MTC AUSTRALIA $22,798.79 $56,340.00 $11,982.57 $0.00 $51,337.96 $14,832.87 $1,548,905.95 $0.00 $162,123.31 $1,694,146.15 $328,377.56 $174,258.58 $4,065,103.74
NIRRUMBUK ABORIGINAL CORPORATION $40,843.54 $0.00 $0.00 $0.00 $26,787.00 $499.95 $0.00 $1,418.60 $20,178.73 $30,000.00 $52,812.42 $7,178.85 $179,719.09
ON-Q HUMAN RESOURCES LIMITED $92,345.85 $0.00 $0.00 $18,983.50 $129,697.12 $169,542.70 $754,246.13 $16,303.10 $348,009.22 $1,503,500.00 $553,796.17 $423,351.46 $4,009,775.25
SARINA RUSSO JOB ACCESS $69,697.82 $6,098.30 $211,947.65 $0.00 $69,272.93 $65,685.49 $2,074,853.82 $2,516.82 $676,539.51 $1,572,550.00 $867,392.44 $464,550.51 $6,081,105.29
SUREWAY EMPLOYMENT AND TRAINING PTY LTD $500,568.21 $0.00 $9,915.33 $10,065.00 $152,414.28 $83,476.30 $1,547,998.20 $25,058.13 $503,734.96 $2,787,423.08 $1,007,768.59 $965,180.11 $7,593,602.19
SYC LTD $1,374,764.55 $1,215.00 $82,572.23 $86,125.03 $244,439.61 $107,259.68 $1,722,585.93 $18,286.08 $623,018.10 $3,490,730.67 $1,228,526.65 $1,182,395.80 $10,161,919.33
THE SALVATION ARMY EMPLOYMENT PLUS $1,963,796.53 $5,717.55 $119,634.28 $4,180.00 $189,394.46 $35,722.26 $2,734,452.13 $15,866.66 $974,310.47 $4,029,000.00 $1,959,520.84 $1,445,800.95 $13,477,396.13
THE TRUSTEE FOR DESIGNER LIFE (QUEENSLAND) TRUST $150,863.32 $488.75 $15,205.08 $57,682.50 $17,512.80 $3,289.00 $1,447,123.20 $20,659.43 $67,016.87 $647,500.00 $119,295.06 $309,162.57 $2,855,798.58
TRAINING ALLIANCE GROUP AUSTRALIA PTY LTD $4,487.81 $0.00 $0.00 $0.00 $4,049.00 $6,866.10 $145,845.83 $0.00 $89,009.75 $58,000.00 $28,132.12 $19,301.04 $355,691.65
TURSA EMPLOYMENT & TRAINING $216,634.57 $0.00 $2,743.73 $229,500.00 $242,547.98 $29,944.26 $12,445.59 $16,090.89 $598,333.19 $7,898,624.10 $907,343.97 $526,228.97 $10,680,437.25
VERTO LTD $10,811.60 $854.45 $1,326.81 $0.00 $122,226.48 $22,794.40 $1,251.07 $30,932.00 $243,875.08 $324,000.00 $463,180.97 $557,479.57 $1,778,732.43
WAALITJ FOUNDATION LIMITED $10,522.99 $0.00 $0.00 $0.00 $139.00 $1,244.40 $27,429.75 $0.00 $63,820.70 $0.00 $22,469.61 $4,288.04 $129,914.49
WCIG $154,893.53 $0.00 $6,088.25 $3,300.00 $47,424.81 $82,452.33 $770,978.13 $3,300.00 $223,647.72 $1,583,391.25 $374,748.19 $496,025.26 $3,746,249.47
WDEA WORKS $30,864.90 $0.00 $1,516.57 $0.00 $26,448.29 $21,277.45 $158,510.42 $1,577.70 $48,695.89 $515,692.31 $108,426.81 $44,609.08 $957,619.42
WES.JOBS $26,029.77 $1,050.00 $0.00 $0.00 $8,415.64 $3,776.87 $8,849.92 $0.00 $47,984.64 $10,000.00 $113,590.21 $26,923.63 $246,620.68
WISE EMPLOYMENT LTD $1,567,475.18 $176,550.40 $187,920.42 $102,140.54 $224,960.62 $70,555.89 $2,969,169.75 $23,819.09 $753,077.64 $6,294,587.62 $1,340,782.37 $1,420,407.20 $15,131,446.72
WORKSKIL AUSTRALIA LTD. $1,509,953.87 $4,850.11 $89,906.60 $21,970.00 $999,352.79 $488,411.56 $1,642,078.71 $24,953.70 $2,665,331.63 $11,188,939.42 $2,965,082.69 $2,712,834.29 $24,313,665.37
WORKSKILLS TASMANIA $82,669.35 $0.00 $464.64 $0.00 $26,871.71 $20,317.55 $109,585.30 $5,744.02 $282,161.89 $924,230.76 $278,831.19 $172,460.45 $1,903,336.86
WORKWAYS AUSTRALIA LIMITED $184,541.51 $1,855.32 $14,187.25 $27.50 $56,307.40 $246,256.01 $616,464.27 $4,535.15 $326,051.55 $635,846.15 $408,720.94 $410,426.41 $2,905,219.46
WUGU NYAMBIL $0.00 $0.00 $0.00 $0.00 $1,081.50 $1,935.00 $220.00 $0.00 $31,671.39 $200,000.00 $52,707.70 $32,985.62 $320,601.21
YILABARA  SOLUTIONS $0.00 $0.00 $0.00 $0.00 $19,371.63 $8,128.85 $104,170.00 $0.00 $34,676.07 $160,000.00 $88,054.25 $86,513.83 $500,914.63
Total $26,070,232.09 $350,022.83 $2,096,988.05 $2,016,702.72 $6,565,833.05 $3,759,865.77 $53,640,943.60 $494,759.10 $23,636,178.19 $118,152,371.95 $33,232,653.21 $30,026,946.38 $300,043,496.94

Committed amounts include reimbursed and non-reimbursed commitments and are GST inclusive. 
Not all commitments eventuate to a claim for reimbursement.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-001229

Senator Janet Rice on 25 October 2023, Proof Hansard page 81

Indigenous mentoring category

Question 

Senator RICE: ..... Perhaps you could take on notice any work that you're doing to encourage 
providers to utilise the service.
Ms Tran: Sure.

Answer

The Provider Indigenous Mentoring Capability Employment Fund category allows Workforce 
Australia Service Providers (Providers) to claim reimbursement to build their organisation’s 
capability through such activities as:

∑ Training for staff who will be providing ongoing mentoring to First Nations individuals
∑ Design or re-design and implementation of a First Nations employment strategy
∑ Hiring a consultant to develop and implement a Reconciliation Action Plan
∑ Professional development in the form of attendance at conferences or workshops.

As at 30 September 2023, the Department has received and approved one proposal for this 
category. No claims for reimbursement have been made against the approved proposal to date. 

The Department includes references to the Provider Indigenous Mentoring Capability category in 
responses to Providers who make enquiries about using the Employment Fund for supporting First 
Nations participants as part of routine program management activities. 

The Provider Indigenous Mentoring Capability category was promoted at the Workforce Australia 
National Forum on 29 August 2023, in the ‘First Nations Servicing’ breakout session. 

The Department continues to monitor the usage of the Employment Fund. This includes feedback 
from stakeholders and changes to the labour market to ensure the program settings meet the 
needs of participants and employers.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Employment and Workforce

Department of Employment and Workplace Relations Question No. SQ23-001234

Senator Janet Rice on 25 October 2023, Proof Hansard page 81

The Employment Fund 

Question 

Senator RICE: The Services Australia website states that participants are eligible for the 
employment fund 'within 183 calendar days after being exited or transferred' from a provider. 
Can you tell me how many participants have accessed the fund after being exited from a provider?
Ms Tran: I'll have to take that on notice.
Senator RICE: Okay. And do you have any reports of participants being denied access to the 
employment fund after being exited?
Ms Tran: I'll take that on notice.
Senator RICE: I've got a few other bits there that I won't go through and that I'll also get you to take 
on notice. The employment fund provider handbook states that paying for short-term living costs 
such as food, bills and rent is an acceptable use of the employment fund. Do you know how well 
this is being used, and do you have reports of claims being denied for short-term living costs?
Ms Tran: I will have to take that on notice.

Answer

All data is for the period 1 July 2022 to 30 September 2023. 

1. 6,712 unique Participants have been supported through the Employment Fund within 183 days 
of Exiting the Workforce Australia caseload. 

2. 757 complaints have been recorded in the Department’s Customer Relationship Management 
System (CRM) from Participants in Workforce Australia Online and Workforce Australia 
Provider Services where Employment Fund was listed as a relevant topic or theme within the 
contact.

Of the 757 complaints about the Employment Fund, 446 complaints were made with the 
following topics recorded:

∑ Provider refusing request for goods.
∑ Provider refusing request for services.
∑ Provider not honouring commitment for services.

Complaints received are categorised by topic and provide an indication of what a complaint 
may relate to. A topic is recorded within a complaint record where it was considered to have 
some relevance to the complaint. One or more topics can be recorded in a single complaint 
record.

Complaint data is not recorded in the same departmental systems where Participant data is 
stored so it is not possible to determine if a complaint relates to support requested after Exit.
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3. The total number and dollar value of commitments for the Non-Vocational Support category, 
broken down by assistance type is at Table 1. 

The Non-Vocational Support category can be used for expenses that are inhibiting an 
individual’s capacity to be engaged to find and keep a job. Use of the Employment Fund is not 
intended to be used for regular and ongoing costs, and Workforce Australia Services Providers 
are expected to address, in a sustainable way, any underlying challenges as part of their 
servicing. 

Table 1 – Employment Fund commitments under the Non-Vocational Support category

Assistance Type Commitments1 Transactions

Food $1,494,301.75 19,421 

Medical expenses $661,107.02 2,688 

Other support2 $757,908.39 3,908 

Rent and crisis accommodation $846,548.61 1,310 
1Committed amounts include reimbursed and non-reimbursed commitments and are GST inclusive. Not all

commitments eventuate to a claim for reimbursement. 
2 Other support covers items such as utility costs and legal expenses that cannot be recorded against another

category.
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OFFICIAL 2

Western Times, The Geraldton 
Guardian, The West Australian

25 October 2023 Capital Community Radio 
101.7FM

Mention of underpayment matter.

25 October 2023 The Canberra Times Senate Estimates live blog coverage.

25 October 2023 The Australian Article, Employment Department 
admits it underpaid 99 staff more 
than $62,000.

26 October 2023 The Liberal Party of Australia 
website

Media release, Complex and 
confusing bill exposed in Senate 
hearing.

26 October 2023 Workplace Express Article, DEWR’s $200k bill to remedy 
its $60k underpayment.

26 October 2023 ABC News Article, Federal department 
responsible for workplace and 
employment conditions admits to 
underpaying staff.

27 October 2023 Breakfast with Danny Kennedy, 
ABC Radio Western Queensland 
Longreach

Mention of underpayment matter.

27 October 2023 Talk Overnight, 2SM Sydney 
Radio

Mention of underpayment matter 
alongside Department of Finance and 
ABC

27 October 2023 RiotACT Article, Department underpays 99 
staff members, costing hundreds of 
thousands of dollars.

28 October 2023 PS News Republication of RiotACT article from 
27 Oct 23

19 December 2023 The West Australian Article, Federal department admits to 
underpaying staff just weeks after the 
wage theft bill passes Parliament.

20 December 2023 The Australian Article, Commonwealth underpaid its 
workers despite IR push.

8 January 2024 The Australian Mention of DEWR in article on 
Business Council of Australia, Burke 
bristles at BCA wage claims.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Budget Estimates 2023 - 2024

Outcome: Cross Portfolio 

Department of Employment and Workplace Relations Question No. SQ23-001131 

Senator Michaelia Cash provided in writing. 

Underpayments of Worker Entitlements 

Question

1.  Are you aware of any underpayments of worker entitlements since 2021-22 Financial year? 
     a.  If yes, please provide how many instances it has occurred, what was the quantum of 
          underpayment, and how many workers were impacted?
          i.  Did you report it to the Fair Work Ombudsman as a self-report?  

Answer 

In June 2023 the department identified that some APS employees directed to work their ordinary 
hours between 7–8am or 6–7pm, Monday to Friday, were not paid overtime in accordance with the 
arrangements put in place under a determination made under s.24(1) of the Public Service Act 
1999 (PS Act). The determination was made as a result of the Machinery of Government change 
that created the department from 1 July 2022. The effect of the requirements of s.24(1) of the PS 
Act is that some arrangements previously applying under enterprise agreements had to be 
adjusted, taking into account the Australian Public Service Award 2015 (APS Award). At 11 August 
2023, the department identified 68 employees are potentially entitled to overtime based on an 
analysis of timesheet and roster data from 7 July 2022 to 21 June 2023. The quantum of any 
potential underpayment has not yet been confirmed. The department self-reported the issue to the 
Fair Work Ombudsman on 9 August 2023.
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Cross Portfolio 

Department of Employment and Workplace Relations Question No. SQ23-001193 

Senator Michaelia Cash on 25 October 2023, Proof Hansard page 18 

When did the department notify Fair Work Ombudsman of the underpayment? 

Question 

Senator CASH: When did you notify the Fair Work Ombudsman of the underpayment?
Ms James: I might ask Ms Jenkins to talk through that.
Ms Jenkins: We self-reported to the Fair Work Ombudsman on 9 August.
Senator CASH: When you self-reported, what did you inform them of?
Ms Jenkins: I will start and then I'll pass over to the team. I let the Fair Work Ombudsman know 
that we were going to be sending a note. I rang acting ombudsman Kristen Hannah at that time 
and then the team took over from there, as is appropriate. I will now pass to the team to let you 
know the details that they provided in that first notification.
Ms Cosgriff: I can advise you that the self-report included a little bit of the background information 
on how the matter arose. It described the actions we had taken to date at that point in time, and it 
outlined the next steps that the department would take in rectifying the situation. 
Senator CASH: Am I able to get a copy of that on notice? 
Ms Cosgriff: Yes. 

Answer 

A copy of the letter to the Fair Work Ombudsman from Deborah Jenkins, Chief Operating Officer 
dated 9 August 2023 and attachments referenced within the letter are at Attachment A.

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

61

Document 26

201 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



1 
 

 
Your Ref 

 

Our Ref  

 

 

 

Corporate Assurance  

Fair Work Ombudsman 

By email: corporateassurance@fwo.gov.au  

Dear Corporate Assurance Team 

Department of Employment and Workplace Relations 

I wish to inform you that the Department of Employment and Workplace Relations (DEWR) has 

identified circumstances where it has not made overtime payments to some employees in the past 14 

months, and of the steps being taken to remedy this.  

Background 

DEWR was established as a new entity on 1 July 2022, through a machinery of government change. As a 

new entity, the Australian Public Service Enterprise Award 2015 (the Award) is the applicable industrial 

instrument, unless it is replaced with an enterprise agreement, or a determination is made under the 

Public Service Act 1999 (PS Act) by the Public Service Minister under s24(3) or an Agency Head under 

s24(1).  

On 7 July 2022, the DEWR Determination 2022/1 (Non-SES employees) was made by the acting 

Secretary under s24(1) of the PS Act. This was followed by a subsequent determination made by the 

Secretary on 17 August 2022 in substantially the same terms – DEWR Determination 2022/2 (Non-SES 

employees) (the Determination) (attached).  

The bandwidth during which ordinary hours may be worked by non-shiftwork employees is set out at 

clause 124 of the Determination as 8am-6pm. This reflects the bandwidth in the Award.  

DEWR has identified operational practices in some rostered environments where employees have been 

directed to work ordinary hours between 7-8am or 6-7pm and have not been paid overtime. These 

operational practices were consistent with overtime rules that applied under the enterprise agreements 

that previously applied to employees joining the new department. However, rules about the bandwidth 

of ordinary hours (previously 7am-7pm) had been altered in the Determination to reflect the bandwidth 
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in the Award. This resulted in operational practices that no longer aligned with the new bandwidth 

established by the Determination. 

I am therefore notifying you that some of our employees have not received all their entitlements to 

overtime, in accordance with the current Determination, during the period 7 July 2022 to the present 

day.  

At this stage, we believe that this impacts a small cohort of APS employees who are directed to work 

between 7-8 am or 6-7 pm on weekdays. 

Most of DEWR’s employees are self-directed in their hours of work and work under flex time or other 

flexible work arrangements. We anticipate some employees who were directed to work their ordinary 

hours through a roster that included time outside of the 8am to 6pm bandwidth and may have been 

impacted. DEWR will also undertake a review of broader overtime practices and payments to ensure 

that all other employees have been paid their correct overtime entitlement.  

Actions taken to date 

DEWR has taken immediate steps since early June 2023, when it first identified a potential issue, to 

understand the nature and scope of the issue and commence actions to address it. In that time, the 

department has: 

1. sought independent legal advice from Ashurst, who drafted the original Determination, on the 

interpretation of the Determination and application of bandwidth and overtime provisions 

2. identified areas of the department with employees who are directed to work ordinary hours 

between 7-8am or 6-7pm on a rostered basis and other scenarios where other employees may 

be affected 

3. engaged an external advisor, Cobalt Consulting, to analyse data and calculate any entitlements 

owing to employees 

4. briefed our Executive Board and Secretary and established a steering committee to oversee the 

implementation of further actions 

5. engaged Kingston Reid to conduct an independent legal review of our Determination against the 

Award identifying areas of risk, to confirm that they agree with the conclusions reached in the 

Ashurst advice, and to conduct a root cause analysis of how the issue arose.  

So far, we have identified 68 employees entitled to overtime based on an analysis of flex sheet and 

roster data between 7 July 2022 and 21 June 2023 – this process of discovery continues. Initial analysis 

of this data indicates the average overtime duration is under one hour per occasion. Our payroll services 

are provided by a government owned third party, Service Delivery Office (SDO) and the reliance on the 

SDO to provide us with historical data we require is an interdependency to further quantifying the 

number of employees and monies owed. 
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We are working to resolve the issue as quickly as possible, while ensuring accuracy, so that current and 

former employees receive all owed entitlements. We are hopeful to have completed our analysis and 

calculations of owed entitlements by late-September 2023 to enable us to make back payments by 

October 2023.  

Next steps 

DEWR will be discussing the issue and the steps being taken with its employees and the Community and 

Public Sector Union commencing on 11 August 2023.  

To ensure employees are paid their full entitlements, we will provide managers and employees with 

information sessions and supplementary information explaining the bandwidth and overtime provisions. 

Further discussion will be held with our workplace consultative committee, which includes employee 

representatives and union delegates.  

Once we have determined amounts owing to employees, DEWR will:  

1. seek advice from the Fair Work Ombudsman (FWO) on the appropriate rate of indexation to be 

applied 

2. communicate with employees to explain the process taken to identify and assess any 

underpayments 

3. write to each employee identified as affected (including former employees), setting out the 

amounts due to be paid to them and engaging with them to ensure we have got this right 

4. make those payments through the payroll system as soon as practicable 

5. keep the FWO appraised of progress and engage as requested, to ensure the FWO is informed 

and comfortable with our approach.  

Further preventative actions and internal audit controls to ensure our employees are paid correctly will 

be informed by the findings of the independent legal review underway.  

Ensuring our employees are legally and appropriately remunerated is of central importance to us. We 

are prioritising the issue both in terms of resources, external and independent advice and senior 

engagement from the Secretary and Executive Board. Our approach is guided by principles agreed by 

our Executive Board (attached) and is a standing agenda item at our Executive Board until the matter is 

resolved.  

While remediating employee entitlements is of paramount importance, so too is ensuring we 

understand how this happened and that we take action to ensure we have the capability, systems and 

resourcing to pay our people correctly irrespective of the source of the terms and conditions of 

employment.  

We have now sought further external legal advice on the operation of s24(1A) of the PS Act and are 

exploring whether we have the option to amend the bandwidth in our Determination to 7am to 7pm. If 

the Executive Board and Secretary are satisfied that we can make this change without a reduction in 
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benefit to our employees consistent with s24(1A) of the PS Act, we will consult with employees and their 

representatives on an amendment. Doing so would restore previously bargained conditions, reduce 

complexity in our conditions and prevent this issue from arising in the future.  

We will keep you informed as key developments occur and fully cooperate with you to ensure we 

resolve this matter appropriately and transparently and put in place systems to ensure we are getting 

this right going forward. Our point of contact for this matter is Ayesha Kaak — Director, HR Policy who 

can be contacted on ayesha.kaak@dewr.gov.au or on 0448 471 562.  

Yours sincerely 

 

 
 

Deborah Jenkins 

Chief Operating Officer 

9 August 2023 

 

 

Attachments 

Attachment A – Department of Employment and Workplace Relations Determination 2022/2 (Non-SES 

employees) 

Attachment B – Principles 

Attachment C – Draft all staff message  
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DEPARTMENT OF EMPLOYMENT AND WORKPLACE RELATIONS 

Public Service Act 1999

DEPARTMENT OF EMPLOYMENT AND WORKPLACE RELATIONS DETERMINATION 2022/2 

(NON-SES EMPLOYEES) PURSUANT TO SECTION 24(1) 

I, Natalie James, Secretary of the Department of Employment and Workplace Relations 

(department), make the following determination under section 24(1) of the Public Service Act 1999

(PS Act). 

1. General  

This Determination may be cited as DEWR Determination 2022/2 (Non-SES Employees). 

2. Application 

This Determination provides terms and conditions of employment for non-SES employees 

of the department (Employees). 

This Determination replaces the DEWR Determination 2022/1 in its entirety. 

3. Period of operation 

This Determination applies to the Employees on and from the date it is signed. 

This Determination will cease to apply to an Employee if: 

(a) it is revoked; 

(b) it is replaced by another Determination that applies to the Employee and is expressed 

to replace this Determination in its entirety; or 

(c) an enterprise agreement that covers the Employee commences operation. 

4. Terms and conditions  

The terms and conditions of employment set out in Annexure A will apply to the Employees' 

employment with the department by force of this Determination.   

This Determination is of no effect to the extent that it reduces the benefit to an Employee 

of any individual term or condition applicable to the Employee under the National 

Employment Standards (NES) or the Australian Public Service Enterprise Award 2015 (APS 

Award). 
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ANNEXURE A  

Table of Contents 
Part A – Consultation Arrangements ...................................................................................... 7
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Major change ................................................................................................................... 7
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Temporary performance loading on leave ....................................................................... 15

Relocation assistance ...................................................................................................... 16

New employees ........................................................................................................... 16

Employer initiated transfers .......................................................................................... 16
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Part A – Consultation Arrangements 

The department is committed to communicating and consulting with employees and, where 

they choose, their representative about the implementation and operation of this 

Determination and issues affecting their entitlements and conditions of employment.  

Consultation 

These provisions apply if the department: 

a. has made a definite decision to introduce a major change to production, programme, 

organisation, structure or technology in relation to its enterprise that is likely to have a 

significant effect on the employees or 

b. proposes to introduce a change to the regular roster or ordinary hours of work of 

employees. 

Major change 

When a major change occurs: 

a. the department must notify the relevant employees of the decision to introduce the 

major change and 

b. clauses 4-10 apply. 

The relevant employees may appoint a representative for the purposes of the procedures in 

these provisions. 

If a relevant employee(s) appoints a representative for the purposes of consultation and the 

employee(s) advise the department of the identity of the representative, the department must 

recognise the representative. 

As soon as practicable after making its decision, the department must: 

a. discuss with the relevant employees: 

 the introduction of the change 

 the effect the change is likely to have on the employees and 

 measures the employer is taking to avert or mitigate the adverse effect of the change 

on the employees; and 

b. for the purposes of the discussion—provide, in writing, to the relevant employees: 

 all relevant information about the change including the nature of the change proposed  

 information about the expected effects of the change on the employees and 

 any other matters likely to affect the employees. 

The department is not required to disclose confidential or commercially sensitive information to 

the relevant employees. 

The department must give prompt and genuine consideration to matters raised about the 

major change by the relevant employees. 

If a provision in this Determination provides for a major change to production, programme, 

organisation, structure or technology in relation to the enterprise of the department, the 

requirements set out in clauses 3(a), 4 and 6 are taken not to apply. 

A major change is likely to have a significant effect on employees if it results in: 

a. the termination of the employment of employees 

b. major change to the composition, operation or size of the department’s workforce or to 

the skills required of employees 
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c. the elimination or diminution of job opportunities (including opportunities for promotion 

or tenure) 

d. the alteration of hours of work 

e. the need to retrain employees 

f. the need to relocate employees to another workplace or 

g. the restructuring of jobs. 

Change to regular roster or ordinary hours of work 

For a change that proposes to introduce a change to the regular roster or ordinary hours of 

work of employees: 

a. the department must notify the relevant employees of the proposed change and 

b. clauses 12-15 apply. 

The relevant employees may appoint a representative for the purposes of the procedures in 

these provisions. 

If a relevant employee(s) appoint(s) a representative for the purposes of consultation and the 

employee(s) advises the department of the identity of the representative, the department 

must recognise the representative. 

As soon as practicable after proposing to introduce the change, the department must: 

a. discuss with the relevant employees the introduction of the change; and 

b. for the purposes of the discussion—provide to the relevant employees: 

 all relevant information about the change, including the nature of the change; 

 information about what the department reasonably believes will be the effects of the 

change on the employees; and 

 information about any other matters that the department reasonably believes are 

likely to affect the employees; and 

c. invite the relevant employees to give their views about the impact of the change 

(including any impact in relation to their family or caring responsibilities). 

The department is not required to disclose confidential or commercially sensitive information to 

the relevant employees. 

The department must give prompt and genuine consideration to matters raised about the 

change by the relevant employees. 

For the purposes of Part B, ‘relevant employees’ means the employees who may be affected by 

a change referred to in clause 2. 

Consultation committees 

The department will establish and maintain a consultative committee for the duration of this 

Determination. The committee will be the key mechanism for general staff consultation 

between the department and employee representatives. 

The roles and composition of the Consultative Committee will be detailed in the Consultative 

Committee Terms of Reference, based on an appropriate representation of the department’s 

workforce. 

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

73

Document 26

213 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



9

Part B – Employment classification structure  

The department’s classification structures and broadbands are detailed in Attachments A, B, C 

and D.  

Department’s Training Broadband 

The department’s Training Broadband at Attachment B is used for those employees required to 

undertake a mandatory training or development programme as a condition of advancement to 

the next classification within the broadband. Salary progression is subject to successful 

completion of that programme. 

The Secretary may assign other classifications to the department’s Training Broadband 

relevant to the training and development programme being undertaken by an employee or to 

ensure consistency with whole of government approaches. 

Graduates 

Graduates will enter the department at the APS 3 classification level within the department’s 

Training Broadband. On successful completion of the Graduate Programme, Graduates will be 

advanced to the APS 4 classification level within the Training Broadband, and then be moved 

at the APS 4 classification level into the department’s Broadband 2.  

Cadets  

Employees recruited as a Cadet will undertake a course of study as determined by the 

Secretary. Cadets will be assigned a classification level within the department’s Training 

Broadband. On successful completion of their course of study and a final 12 week work 

placement, Cadets will be assessed for advancement to the APS 3 classification level within the 

department’s Broadband 1. 

Trainee APS (Administrative) 

Trainee APS (Administrative) employees will be assigned a classification within the 

department’s Training Broadband and undertake a course of study determined by the 

Secretary. On successful completion of their training requirements, the classification of Trainee 

APS (Administrative) will be not less than the APS 3 classification level, subject to work being 

available at the APS 3 level. They will then be integrated into the department’s Broadband 1.  

Ongoing movement within a broadband 

Permanent movement between classification levels within a broadband applies to ongoing 

employees only. 

Movement to a higher APS classification level within a broadband is not automatic and can only 

occur when: 

a. there is work available at the higher level in accordance with the APS work level 

standards for that classification and 

b. the employee’s performance is assessed as meeting the requirements for salary 

advancement for both key business deliverables and observable work behaviours and  

c. the employee demonstrates an ability to undertake the higher level work, and if 

appropriate has the necessary qualifications, skills and/or experience or 

d. an employee is successful in an open merit selection process consistent with the PS Act. 

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

74

Document 26

214 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



10

Part C – Remuneration  

Salary  

The salary rates are detailed in Attachments A, B, C and D of this Determination. 

Employees, whose salary rate is above the rates for their classification in Attachment A on 

commencement of this Determination, will remain on that salary until their salary falls within 

the salary rates for their classification. 

Employees' salary rates set out in Attachments A, B, C and D of this Determination are 

adjusted: 

a. by X% with effect from 9 April 2023, where X is the applicable percentage adjustment in 

salary in line with the most recently published annual June Private Sector WPI% as 

advised by the Australian Public Service Commission; and 

b. by X% with effect from 9 April 2024, where X is the applicable percentage adjustment in 

salary in line with the most recently published annual June Private Sector WPI% as 

advised by the Australian Public Service Commission. 

Departmental Liaison Officer and Workplace Responsibility allowances are adjusted on the 

dates and by the percentages specified in clause 30. 

Each adjustment of an allowance is to be calculated based on the allowance immediately 

before the adjustment in clause 30. 

Any entitlement under the APS Award will be calculated by reference to the employee's 

applicable rate of pay in the APS Award. 

Salary payment  

An employee will be paid fortnightly in arrears by electronic funds transfer into a financial 

institution account of the employee’s choice. 

The fortnightly rate of salary is calculated using the following formula: annual rate of salary, 

multiplied by twelve, and divided by 313. 

Salary on engagement, promotion or movement  

A person who is engaged to the APS by the department, an existing ongoing APS employee 

promoted or moved to the department, or an existing departmental ongoing employee 

promoted or moved within the broadband in the department, will be paid at the minimum 

salary of the relevant classification unless the Secretary approves payment of a higher salary 

within the salary range for that classification. 

An ongoing employee, who immediately before a movement within the broadband or 

promotion, is in receipt of Temporary Performance Loading (TPL) above the base salary due to 

receiving salary advancement at the TPL classification under the salary advancement 

provisions of this EA, will be paid at the higher TPL salary rate from the date of promotion or 

movement. 

Unless the Secretary determines a higher salary, an existing ongoing APS employee moving to 

the department at the same classification level, whose salary immediately prior to transfer is 

below the maximum salary in the department for that APS classification, will have their salary 

rates set within the salary range for that classification at a rate closest to, but no lower than 

the existing salary. 

Unless the Secretary determines otherwise, an existing ongoing APS employee moving to the 

department at the same classification level, whose salary in their previous APS agency exceeds 

the maximum salary in the department for that classification, will be maintained on that salary 
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until such time as the salary differential is absorbed by departmental salary increases at the 

relevant classification level. 

Where an ongoing employee’s salary exceeds the maximum salary range at the relevant 

departmental classification level and is set by an Individual Flexibility Arrangement (IFA) under 

an enterprise agreement or an instrument other than an enterprise agreement, the Secretary 

will determine the salary on movement to the department. 

Clauses 36-40 do not apply to a departmental employee returning to the department following 

a temporary movement with another agency. 

If an employee’s salary is set in error at the time of engagement or promotion, the Secretary 

may subsequently determine that the employee’s salary may be adjusted within the relevant 

classification with effect from the date of their engagement or promotion. 

Salary on reduction 

Where an ongoing employee requests or agrees in writing to perform work at a lower 

classification level for a specified period, salary will be determined by the Secretary at a rate 

applicable to the lower level for the period specified. The rate will normally be the top of the 

range of the lower classification. 

Where an employee permanently reduces to a lower classification level, by consent or direction 

from the Secretary, the Secretary will determine salary within the lower classification level 

having regards to the experience, qualifications and skills of the employee. The rate will 

normally be the top of the range of the lower classification. 

Salary advancement 

On 15 July each year, an ongoing employee (excluding employees under the department’s 

Training Broadband), who is not already on the maximum salary, will be eligible for salary 

advancement to the next pay point in their classification if the employee: 

a. has performed duties: 

i. in the department; or 

ii. in the performance year ending on 15 July 2022, in the former Department of 

Education, Skills and Employment,  

at that classification level or higher for a period of three continuous months or 

more in the performance cycle; and 

b. has received ratings of ‘Meets Expectations’ (or equivalent) for both business 

deliverables and observable work behaviours as part of the end cycle performance 

appraisal ending 30 June each year. 

Salary advancement provisions for Government Lawyers are outlined in Attachment C. 

Salary advancement and Temporary Performance Loading 

Where an ongoing employee is in receipt of TPL on 15 July, they will be eligible for salary 

advancement at both their temporary performance and substantive levels, if they are not 

already on the maximum salary, effective from 15 July, where the employee: 

a. was in receipt of continuous TPL at the same classification or higher and salary level from 

1 April to 15 July that year and 

b. has received ratings of ‘Meets Expectations’ for both business deliverables and 

observable work behaviours at the TPL classification as part of the end cycle performance 

appraisal ending 30 June that year. 

Where there is a break in TPL between 30 June and 15 July of the same calendar year the 

employee is still eligible for salary advancement at both levels. 
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An ongoing employee who is promoted or moved within the broadband between 1 April and 

15 July each year, and was in receipt of continuous TPL at the same classification and salary 

level from 1 April to immediately before the promotion, will be eligible for salary advancement 

subject to meeting the requirements in clause 45. 

Part time employees 

Remuneration and other benefits for part time employees will be calculated on a pro rata basis 

according to hours worked, with the exception of reimbursement benefits and expense-related 

allowances, which will be paid at the same amount as full time employees. 

Casual employees 

Casual employees are entitled to a salary loading of 20 per cent in lieu of public holidays on 

which the employee is not rostered to work and all paid leave entitlements, except long service 

leave. Casual employees are entitled to access unpaid compassionate leave and unpaid carers 

leave of two days per each permissible occasion. 

The employee's salary rate and casual loading under clause 51 includes payment for the casual 

loading the employee is entitled to receive under the APS Award. 

Casual loading is not paid for overtime. 

Supported salary rates 

Supported wage rates as set out in Attachment G will apply to an employee with disability who 

is eligible for consideration under the Supported Wage System. 

Junior rates  

Junior rates of pay are only applicable to the APS 1 classification as detailed in Attachments A 

and B. 

Superannuation 

The department will provide employer superannuation contributions in accordance with the 

relevant legislative requirements. 

The department will provide employer superannuation contributions to members of the PSSap 

of no less than 15.4% fortnightly contribution salary. 

The department will provide employer superannuation contributions to members of a fund 

other than CSS, PSS or PSSap of no less than 15.4% ordinary time earnings. 

For employees who take paid and/or unpaid parental leave (which includes maternity, 

supporting partner, adoption and foster care leave), employer contributions will be made for a 

period equal to a maximum of 52 weeks or as required by applicable legislation and fund 

requirements . Contributions will be based on the employer contribution amount in the full pay 

period immediately prior to commencing leave. 

The Secretary may choose to limit superannuation choice to complying superannuation funds 

that meet the SuperStream standard. 

Any fees applied by a chosen fund associated with the administration of superannuation 

contributions will be borne by the employee. 

Salary packaging 

Employees may access salary packaging and may package up to 100% of salary.  

Where an employee elects to access salary packaging, the employee’s salary for the purposes 

of superannuation, severance and termination payments, and any other purposes, will be 

determined as if the salary packaging arrangement had not occurred. 
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Part D – Capability development  

The department is committed to promoting and supporting workplace diversity and inclusion, 

creating an environment that values the contributions of people with different experiences and 

perspectives regardless of their race, gender identity, sexual orientation, intersex status, age, 

disability, language or cultural and linguistically diverse backgrounds.  

The department is an inclusive organisation that values fairness, equity and diversity, 

consistent with APS values and Code of Conduct. 

Study assistance 

An employee undertaking formal study may be eligible to apply for study assistance, which 

may include reimbursement of costs up to $3000 per year and/or a maximum of eight hours 

per week paid leave (15 hours for Aboriginal and Torres Strait Islander employees), that can 

be used weekly, accumulated and used as a leave bank or both. 

Performance management arrangements 

Employees must participate in the department’s performance management arrangements. The 

performance management cycle runs from July to June each year. 

All employees will be required to have a current performance agreement, except non-ongoing 

employees engaged for less than three months. 

For more information about the performance management processes, including the 

responsibilities, rights and obligations of managers and employees in managing performance, 

employees should consult the Performance Management Policy. 

Managing underperformance 

Where underperformance is identified, the department will work with affected employees and 

their managers to attain and sustain the standards required. 

Underperformance is when a manager makes an assessment that an employee’s performance 

does not meet expectations. 

The underperformance procedures have been developed under the principles of procedural 

fairness, natural justice and provide rights to representation. 

For more information on managing underperformance, employees should consult the 

Underperformance Procedures. 
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Part E – Allowances  

Health allowance 

To assist the promotion of good health, the department will provide each employee with a 

health related allowance to be paid as a lump sum on the first full pay period on or after 

1 September each year as follows: 

a. APS 1–3 employees will receive $500 

b. APS 4–Executive Level 2 employees will receive $200. 

Employees who have commenced a period of LWOP (other than maternity leave without pay) 

for a period of six months or more on or before 1 September each year will not be entitled to 

receive the health related allowance for that year. 

School holiday care allowance 

The department will contribute to the cost of school holiday care for primary school children of 

employees required to work. If more than one carer works for the department, the allowance 

will only be paid when they are both at work. 

On production of a receipt from an approved school holiday programme provider, the 

department will reimburse up to a maximum of $18 per child per day up to $180 per family 

per week. 

Departmental Liaison Officer (DLO) allowance 

An employee who receives the annual DLO allowance is not entitled to claim for flex time or 

any overtime worked while performing the duties of DLO. The rate of DLO allowance is 

$20,789 per annum.  

Workplace responsibility allowance 

An ongoing employee is entitled to a workplace responsibility allowance of $28 per fortnight 

where they are appointed to a workplace responsibility role and have successfully completed 

any training programmes and/or refresher courses required. 

A workplace responsibility role includes a First Aid Officer, Emergency Warden or Health and 

Safety Representative. 

If an employee undertakes more than one of the recognised workplace responsibilities they will 

not be entitled to multiple payment of the workplace responsibility allowance. 

Community and Indigenous Australian languages allowance 

Where the Secretary determines there is a continuing need to utilise an employee's particular 

language skills for communication (in languages other than English including deaf 

communication skills) in providing client or staff services, the employee will be entitled to the 

allowance provided in clause 11.15 of the APS Award. 

Where an employee is accredited to a fluent level in a recognised Community or Indigenous 

Australian language by an appropriate individual or body, and where the employee is required 

to utilise the language in the delivery of the department’s programmes, the employee is 

eligible to receive an allowance of $1,700 per annum instead of the allowance at clause 82, 

which includes payment for any similar entitlement payable under the APS Award. 

Cadet book and equipment 

A cadet employee is entitled to reimbursement for all compulsory fees paid and reasonable 

expenses incurred for books and equipment during the year relating to the approved study 

paid for that year. 
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Remote Localities Assistance (RLA) 

Where an employee is engaged or relocated to a remote locality, assistance will be provided. 

Four categories have been determined for payment of RLA, depending on the level of 

remoteness. The amount payable per annum for the life of the Determination is at 

Attachment F. For further information, employees should consult the RLA Policy. 

Temporary performance loading 

TPL is payable when an employee has performed duties of a higher classification for 10 

continuous working days or more. 

Where the period of temporary performance is expected to be a continuous period of 10 days 

or more (whether or not that expectation is realised), temporary performance loading will be 

payable for the entire period worked at the higher level from the commencement of the 

period. 

A manager may split temporary performance duties between employees for development 

purposes. 

Where TPL is payable, this would normally be at the minimum salary of the higher 

classification. A manager may approve payment of TPL at a salary above the minimum salary 

for that classification. In considering such an approval, a manager will take into account the 

employee’s previous periods of temporary performance, the employee’s performance, and 

relevant experience or skills. 

An employee may decline a manager’s invitation to perform duties temporarily at a higher 

classification level. 

An employee's substantive salary rate includes payment for the higher duties allowance under 

the APS Award in any circumstance where an employee performs duties at a higher 

classification for fewer than 10 days and would not be entitled to TPL under clause 87. 

Temporary performance loading on leave 

Where an employee is absent on paid leave, or observes a public holiday and has been 

directed to perform duties at a higher classification, payment of TPL will continue during the 

absence as if the employee was still at work, to the extent of the continued operation of the 

direction. 
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Relocation assistance 

New employees 

When a new ongoing employee moves from one geographic location to another to join the 

department, relocation assistance for the removal of furniture and effects and travel to the 

new locality may be provided at the discretion of the Secretary. 

Any assistance provided will take into account the business requirements and the monetary 

limits of the relocation provisions for employee initiated moves. 

Employer initiated transfers 

Where the department initiates the transfer, term transfer or temporary transfer of greater 

than 13 weeks from one locality to another, the employee may request a relocation assistance 

package for reimbursement of reasonable expenses. 

Where the transfer is initiated by the department, and the employee is an "eligible employee" 

for the purposes of clause 11.5 of the APS Award, the employee will be entitled to the greater 

of:  

a. the entitlements in clause 96 (which includes payment for any similar entitlements 

payable under the APS Award); or  

b. the entitlements in clause 11.5 of the APS Award (in which case the entitlements in clause 

96 are not payable).   

Employee initiated transfer 

Where an employee of the department applies for promotion or transfer at level which involves 

permanently moving from one geographic locality to another, the employee may request a 

relocation assistance package for reimbursement of reasonable expenses. 

Employees requesting transfer to another locality for personal reasons are generally not 

eligible for relocation assistance. 

Where the transfer or promotion is initiated by the employee, and the employee is an 

"eligible employee" for the purposes of clause 11.5 of the APS Award, the employee will be 

entitled to the greater of:  

a. the entitlements in clause 98 (which includes payment for any similar entitlements 

payable under the APS Award); or  

b. the entitlements in clause 11.5 of the APS Award (in which case the entitlements in clause 

98 are not payable).   

Disturbance allowance 

Where the household effects of an existing employee, to whom the relocation provisions 

apply, have been removed at departmental expense from the employee’s former locality to 

the new locality, the employee is entitled to be paid a one-off disturbance allowance of $810 

for an employee who relocates alone or $1,500 for an employee who relocates with a 

spouse, partner or dependant. 

Where an employee has received disturbance allowance at the new locality and subsequently 

relocates within the new locality, no further disturbance allowance is payable. 

Where an employee is an "eligible employee" for the purposes of clause 11.5 of the APS 

Award, the employee will be entitled to the greater of: 

a. the disturbance allowance under clause 101 (which includes payment for any similar 

entitlements payable under the APS Award); or 

b. the disturbance allowance clause 11.6(a) of the APS Award (in which case the disturbance 

allowance under clause 101 is not payable).
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Part F – Travel  

Travel expenditure 

An employee who undertakes travel on official business and is required to be away from 

home overnight will be entitled to have actual travel expenditure within the indicative daily 

cap paid for or reimbursed by the department. For further information, employees should 

consult the Travel Policy. 

Where the Secretary decides that the accommodation rate is insufficient in specific 

circumstances, a higher rate may be approved. 

Employees whose travel includes an overnight stay may withdraw up to $40 for incidentals 

and meals, from an Automatic Teller Machine without the requirement to provide receipts of 

expenditure. Any cash withdrawal will reduce the daily rates available for accommodation 

and other meals or incidental costs by the amount withdrawn. 

Where an employee chooses to stay in non-commercial accommodation, employees may 

access up to $55 per night to meet expenses associated with staying in non-commercial 

accommodation. 

Part day travel 

Where an employee is required to travel for official business purposes for a period of ten 

hours or more but no overnight stay is required, a part day travel allowance of $40 will be 

payable to employees. 

Reviewed travel allowance 

Payment arrangements and the level of entitlement for travel expenses will be reviewed 

after 21 days away from home (in the one location) and paid on the basis of reasonable 

actual expenses or an alternative package of assistance approved by the Secretary. A trip 

home will not be regarded as a break for the purposes of determining reviewed travel 

allowance. 

Recognition of travel time 

For APS 1–6 (and equivalent) employees, travel on official business undertaken between 

7:00 am to 7:00 pm may be recorded as flex time.  

Travel time will not be paid as overtime. 

Reasonable time off in lieu may be granted where employees are directed to travel outside 

the hours of 7:00 am to 7:00 pm. 

Airline lounge membership 

Where it is anticipated that eight or more business trips will be required to be undertaken in 

a 12 month period, airline lounge membership is available for that period.  

Motor vehicle allowance 

Where the Secretary authorises an employee to use their private vehicle for official business 

purposes, the employee will be paid a motor vehicle allowance in accordance with the Travel 

Policy, as updated from time to time.   
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Emergency situations while travelling on official business 

Assistance may be authorised by the Secretary in situations where, while an employee is 

travelling on official business: 

a. an employee becomes critically or dangerously ill and the employee’s partner or a family 

member travels to visit the employee or 

b. a member of the employee’s family or the employee’s partner’s family dies or becomes 

critically or dangerously ill and the employee travels to visit the critically or dangerously 

ill family member. 

The assistance may comprise: 

a. reimbursement to the employee for the cost of an economy return airfare in respect of 

travel within Australia 

b. where the use of a motor vehicle is approved, or is the most appropriate form of travel, 

motor vehicle allowance consistent with provisions in this Determination. 

Family care expenses when travelling 

When an employee with family caring responsibilities is required to travel away from home 

for official purposes, the department will provide reimbursement on production of receipts 

for the full cost of ‘additional commercial care’ (over normal caring arrangements). 

Where commercial care is not available, the Secretary has the discretion to approve the cost 

of the care provided by other arrangements. This reimbursement will be up to $60 per night 

subject to provision of satisfactory evidence.  
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Part G – Flexible working arrangements  

The department recognises employees have family and personal commitments and is 

committed to providing flexibility in working arrangements that allow the department to be 

responsive and to assist employees to balance their personal and work commitments. 

An employee, including casual employees, may request flexible working arrangements 

consistent with the Fair Work Act 2009 (Cth) (FW Act). 

Working hours 

All employees are required to maintain a record of attendance.  

Non-shiftworker full-time employees are required to work 7 hours and 30 minutes per day, 

being a total of 37.5 hours per week and 150 hours per four week settlement period. This 

time is made up of: 

a. ordinary hours of work of 7 hours and 21 minutes per day, being a total of 36 hours and 

45 minutes per week and 147 hours per four week settlement period; and 

b. an additional 9 minutes per day, being a total of 45 additional minutes per week or 

3 additional hours per settlement period. The employee's salary rate includes payment for 

this additional time, including any overtime payable under the APS Award. The additional 

time is treated as part of an employee's ordinary hours for all purposes under this 

Determination. 

Shiftworker employees are required to work ordinary hours of 7 hours and 30 minutes per 

day averaged over a period of up to 28 days or the employee's roster cycle (whichever is the 

longest). 

For all non-shiftworker employees: 

a. the default span of hours (bandwidth) during which an employee may work their ordinary 

hours is 8:00 am to 6:00 pm, Monday to Friday.  The bandwidth may be varied to an 

alternative 10 hour period between 6:00 am and 6:00 pm by agreement between an 

employee and the Secretary; and 

b. where an employee requests to work ordinary hours during the period: 

i. between 7:00 am and 8:00 am; and/or 

ii. between the end of the bandwidth referred to in clause 124(a) and 7:00 pm, 

the employee's salary rate compensates the employee for performing work in that period, 

including any overtime or shift penalties payable under the APS Award.  The time worked 

in that period will be treated as part of an employee's ordinary hours for all purposes 

under this Determination. 

Employees must take a meal break at least 30 minutes after five continuous hours of work. 

The maximum number of agreed working hours to be worked in a day is 10 hours, unless 

also working overtime. 

Employees should not commence work on any day without having at least eight hours plus 

reasonable travelling time minimum break from the previous day’s work, including any 

overtime worked, without specific approval from the Secretary. 

Where the Secretary requires an employee to resume or continue work without having had a 

minimum break, the employee will be paid at double the hourly rate for the hours worked, 

until they have had an eight hour break plus reasonable travelling time. 

Where all or some of the employee’s minimum break occurs during ordinary hours, the 

employee will not lose pay for the absence. 

Arrangements for shiftworkers are contained in Attachment E of the Determination. 
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Ordinary hours – Full time employees 

An employee’s pattern of ordinary hours should be agreed between the employee and their 

manager. These ordinary hours may need to be varied on occasions by either the employee 

or the manager to accommodate operational or personal requirements. 

Where agreement cannot be reached on the pattern of ordinary hours, the issue should be 

raised with the next level manager. Where agreement cannot be reached on the pattern of 

ordinary hours, the employee will work a standard day.  

Part time employees 

The department may engage an employee on a part time basis. An employee engaged on a 

part time basis does not have an automatic right to vary their part time hours or access full 

time hours. 

A part time employee is an employee whose ordinary hours are less than 150 hours per 

settlement period (being made up of 147 ordinary hours plus the additional time referred to 

at clause 122(b)). Employees are required to work at least three continuous hours on any 

agreed working day. 

Employees who work part time can agree to work outside their agreed ordinary hours and 

pattern of work. In such instances, part time APS employees will be entitled to access flex 

time provisions, and EL employees are entitled to access time off in lieu (TOIL), subject to 

the Executive Level TOIL provisions located in clauses 162-165. Where work is directed 

outside an APS employee’s agreed ordinary hours, overtime rates are applicable. 

An employee may request access to part time employment at any time. Managers will make 

every attempt to accommodate the request having regard to both operational requirements 

of the department and the personal needs of the employee. 

Employees returning from maternity, parental, adoption or foster care leave will be provided 

with access to part time employment, upon application, until the child reaches three years of 

age. Thereafter, an employee may request flexible working arrangements in accordance with 

the FW Act.  

The part time hours and days of work are to be agreed between the manager and employee 

having regard to operational requirements and the employee’s circumstances.  Before part-

time duty commences, the Secretary will issue a notice in writing to the employee which will 

specify: 

a. the prescribed weekly hours of duty; and 

b. the pattern of hours to be worked including starting and finishing times for employees, on 

each or any day of the week, Monday to Friday, within the limits of 7:00 am to 7:00 pm. 

Where a full-time employee is permitted to work part-time for an agreed period, the notice 

in writing under clause 137 will provide for the hours to be varied to full-time hours on a 

specified date. The employee will revert to full-time hours unless a further period of part-

time employment is approved. 

The prescribed weekly hours and the pattern of hours specified under clause 137 will not be 

varied, amended or revoked without the consent of the employee.  Any agreed variation to 

the regular pattern of hours will be recorded in writing. 

Flex time 

Flex time is available to all (non-shiftworker) APS level employees. All hours must be 

recorded on the departmental flex sheet. 

Employees accumulate flex time working between the hours of 7:00 am and 7:00 pm. 
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A flex credit is where an employee accumulates hours in excess of ordinary hours with the 

agreement of their manager.  The additional time referred to in clause 122(b) will not be 

treated as time in excess of ordinary hours, but will be treated as part of an employee's 

ordinary hours, for the purpose of calculating the employee's flex credit.  An employee may 

only carry over a maximum of 37.5 hours flex credit into the next settlement period. In 

exceptional circumstances and where the manager has expressly agreed to the additional 

hours being worked, greater than 37.5 hours may be carried over one settlement period. 

In exceptional circumstances, the Secretary may:  

a. direct the excess flex leave to be taken so that the balance is below 37.5 hours or 

b. offer the employee the option to cash out flex time credits in excess of 37.5 hours at an 

ordinary time rate or 

c. convert the excess credits to annual leave on a one to one basis. 

A flex debit occurs when the employee works less time than their ordinary hours.  The 

additional time referred to in clause 122(b) will be treated as part of an employee's ordinary 

hours, for the purpose of calculating the employee's flex debit.  An employee may only 

accrue a flex debit and carry over a maximum of 15 hours flex debit into the next settlement 

period with the agreement of their manager. 

Flex leave is where an employee works less than their ordinary hours on any given day and 

is not on any other form of leave.  The additional time referred to in clause 122(b) will be 

treated as part of an employee's ordinary hours, for the purpose of calculating any flex 

leave.  Flex leave requires prior approval by the employee’s manager, and for periods of one 

day or more reasonable notice is required.   

Where there is insufficient work, a manager may require an employee not to work hours in 

addition to their ordinary hours. 

Where an employee’s manager considers the employee’s attendance is unsatisfactory or that 

the employee is misusing flex, the employee may be required to work ordinary hours for a 

period specified by the manager.  

Overtime 

Where operational requirements make it necessary, a manager may direct an employee to 

work outside and in excess of their ordinary hours on any day.  

An APS level employee directed to perform work outside and in excess of their ordinary 

hours on a given day will be paid overtime, or where agreed, time off in lieu of overtime 

payment at the applicable overtime rates.  

A (non-shiftworker) casual employee will be entitled to overtime, but not casual loading, if 

the casual employee is directed perform work: 

a. on Monday to Friday, outside the hours of 7:00 am to 7:00 pm;  

b. on a Saturday, Sunday or a holiday; or 

c. in excess of 37.5 hours in a week. 

Where a period of overtime is not continuous with ordinary time work, the base period of 

overtime payment for such work will be calculated as if the employee had worked for four 

hours. When determining whether a period is continuous with ordinary time work, meal 

breaks should not be regarded as breaking continuity. 

Overtime payments approved by an employee’s manager will be calculated as follows: 

 Monday to Saturday: one and a half times the hourly rate for the first three hours each 

day and double the hourly rate thereafter 

 Sunday: double the hourly rate 

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

86

Document 26

226 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



22

 Public Holiday: two and a half times the hourly rate (except for duty on a public holiday 

within agreed ordinary time work, which will be paid at one and a half time the hourly 

rate in addition to normal salary payment for the day). 

Time off in lieu of overtime payment may be approved by an employee’s manager under 

certain circumstances. Where time off in lieu of payment has been agreed and the employee 

has not been granted time off within four weeks or another agreed period due to operational 

requirements, payment of the original entitlement or the residual entitlement where the full 

entitlement was not granted will be made. 

Executive Level employees will only be eligible to receive overtime payments in exceptional 

circumstances with the approval of the Secretary. 

Restriction allowance 

Where an employee is required to remain contactable, available and able to perform extra 

duty outside their agreed ordinary hours (i.e. be restricted), they will be paid a restriction 

allowance, subject to approval by the Secretary. 

Restricted employees will receive a restriction allowance at the rate of nine per cent of their 

ordinary hourly rate for each hour or part hour they are restricted outside their ordinary 

hours, subject to: 

a. the employee remaining contactable, fit and available to perform extra duty and 

b. the employee not being in receipt of any other payment for the period for which 

restriction allowance would otherwise be payable, except as provided for in the following 

clause. 

Restriction allowance is payable whether or not the restricted employee is required to 

perform duty outside the agreed ordinary hours. Where a restricted employee entitled to 

overtime payment is required to perform duty, overtime will be payable and subject to: 

a. a one hour base rate of payment when work is performed without the necessity to travel 

to the workplace 

b. a three hour base rate of payment, including travel time, if work is required to be 

performed at the workplace. 

If an employee is required to perform subsequent periods of duty within the one hour 

minimum payment period, only the initial one hour minimum is payable. Where an employee 

is required to undertake a second period of duty that commences after the one hour 

minimum payment period has lapsed for the first period of duty, a second one hour 

minimum payment period commences and a further one hour minimum is payable. 

Restriction allowance will continue to be paid for periods of overtime worked while restricted. 

Emergency duty 

Emergency duty will attract a base payment of two hours (which includes reasonable travel 

time) at double the hourly rate, which will be payable for all emergency duty without prior 

notice. Executive Level employees will only be eligible to receive emergency duty payments 

in exceptional circumstances with the approval of the Secretary. 

Overtime meal allowance 

Where an employee (including a casual employee) who is eligible for overtime payment is 

directed to work overtime for at least three hours outside their ordinary hours, their 

manager will approve a flat rate overtime meal allowance at the applicable rate set by the 

applicable determination made by the Australian Taxation Office as being the reasonable 

amount for overtime meal allowance expenses. Where an employee works a further five 

hours overtime on a Saturday, Sunday or public holiday, they will receive an additional 
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overtime meal allowance of the applicable rate set by the applicable determination made by 

the Australian Taxation Office as being the reasonable amount for overtime meal allowance 

expenses. 

Executive Level employees – flexibility and time off in lieu 

The hours of duty worked by Executive Level employees are not regular and Executive Level 

employees may be required to work additional time beyond ordinary hours. 

Executive Level employees are able to work flexible hours. This means that arrangements 

for managing variations in attendance times and short-term absences, including full days, 

may be agreed in advance with the manager. 

Where substantial additional work is required, TOIL is able to be accessed by agreement 

with the manager. TOIL will not be on an hour for hour basis or replicate a flex time system.  

Reasonable requests for time off under these arrangements will not be refused, except for 

operational reasons. 

Working from home  

Any employee may request approval to work from home, although arrangements must suit 

the type of work performed and operational requirements. 

Christmas Closedown 

All departmental workplaces will be closed from 12:30 pm on the last working day before 

Christmas Day and reopen the first working day following the first day of January. This 

period will be known as the Christmas Closedown. 

Employees are not required to attend for duty during the Christmas Closedown, unless 

otherwise directed by the Secretary, and will be paid in accordance with their ordinary hours 

of work. Where an employee is absent on leave, payment for the Christmas Closedown will 

be in accordance with the entitlement for that form of leave (e.g. if on long service leave at 

half pay, payment is on half pay). There will be no deduction from annual or personal leave 

credits for the Christmas Closedown. 

Where an employee who is eligible for overtime and restriction provisions is directed to 

attend work or be available for work during the Christmas Closedown, the overtime rate 

applicable to Sunday overtime will apply for the days designated as Christmas Closedown. 
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Part H – Leave  

Portability of leave 

Where an employee joins the department on an ongoing or non-ongoing basis from an 

employer staffed under the PS Act, the Parliamentary Service Act 1999 or from the ACT 

Government Service, accrued annual and personal leave (however described) will be 

transferred or recognised, provided there is no break in continuity of service, or payments 

made to the employee in lieu of these entitlements from the previous employer. 

Service with organisations where the employee was previously employed under the PS Act, 

the Parliamentary Service Act 1999, or from the ACT Government Service may be 

recognised for personal leave purposes if the break in service is not more than two calendar 

months.  

Impact of leave without pay on personal and annual leave 

Where an employee takes 30 or more days leave without pay in total in a calendar year, the 

whole period will not count as service for annual and personal leave purposes. 

Where an employee takes 30 or more days leave without pay (including an accumulated 

period) during the calendar year, the whole period will not count as service. 

Cancellation of leave or recall to duty from leave 

Where an employee’s leave is cancelled by their manager without reasonable notice, or they 

are recalled to work from leave, reasonable travel costs, travelling time, incidental costs and 

any other unavoidable costs arising from the recall to duty will be reimbursed where they 

are not recoverable under insurance or from another source. All unused leave will be re-

credited. 

Re-crediting periods of approved leave 

An employee who becomes eligible for personal, carers or compassionate leave, or any non-

discretionary leave under the National Employment Standards (NES), while on annual or 

long service leave may apply to have their annual or long service leave re-credited. Subject 

to the provision of satisfactory evidence, the employee’s annual or long service leave will be 

re-credited to the extent of the leave subsequently granted. 

Workers' compensation 

An employee on workers’ compensation leave under the Safety, Rehabilitation and 

Compensation Act 1988, whose compensation is calculated on the basis of actual hours 

worked, will have their annual and personal leave accrual calculated in the same way. 

Annual leave  

A full time employee is entitled to four weeks paid annual leave for each completed year of 

service, accruing daily. 

A part time employee’s annual leave entitlement will accrue on a pro rata basis. 

Annual leave credits may be taken at any time with the approval of the manager. Any 

unused annual leave accumulates. Annual leave counts as service for all purposes.  

An employee may be granted annual leave at half pay. Where an employee takes annual 

leave at half pay, the employee cannot access purchased leave in the same calendar year. 

Periods of long service leave cannot be broken with annual leave, except as provided for by 

legislation. 
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Purchased leave 

Employees may purchase up to eight weeks additional annual leave once per 12 month 

period by paying for the leave progressively over the course of the relevant period, subject 

to the approval of the Secretary. 

Purchased leave is intended for use in a planned manner. When considering requests 

managers will take into account operational requirements and the reasons for the 

employee’s request. 

Where an employee has purchased leave approved, they cannot take annual leave at half 

pay in the same calendar year. 

Unless otherwise agreed, purchased leave not taken during the nominated 12 month period 

will automatically be reimbursed as salary. 

Purchased leave counts as service for all purposes including superannuation. 

Personal leave 

Ongoing and non-ongoing full time employees are entitled to 18 paid days personal leave 

every 12 months, accrued daily. 

A part time employee’s personal leave entitlement will accrue on a pro rata basis. 

In the first year of employment, ongoing and non-ongoing employees will be given a credit, 

of seven days leave, or part time pro rata equivalent, in advance of accruing the 

entitlement. After the date on which the seven days would normally have accrued, accrual 

will be on a daily basis. 

Existing employees and employees who transfer to the department from another APS 

agency will have their accruals adjusted to align with accrual on a daily basis of 18 days paid 

cumulative personal leave every 12 months. 

Use of personal leave 

Personal leave gives employees access to paid leave to be used when they are absent: 

a. due to personal illness or injury including attendance at medical appointments 

b. to provide care or support for a member of the employee’s family who is ill or injured 

c. to provide care or support for a member of the employee’s family or household who is 

affected by an unexpected emergency or special circumstance 

d. due to domestic or family violence or 

e. as a result of special or exceptional circumstances. 

Personal leave must not be used for the purposes of clauses 191(d) and 191(e) if it would 

be detrimental to an employee in any respect, when compared to the NES or the APS Award. 

A manager may approve personal leave without pay only where paid personal leave credits 

are exhausted. 

Employees may be granted personal leave at half pay instead of full pay where 

extraordinary circumstances exist, as determined by the Secretary. 

Personal leave is cumulative but will not be paid out on separation. 

Where an employee has exhausted their paid personal leave entitlements they are entitled 

to take two days unpaid leave for each occasion where a member of their family or 

household requires care because of illness, injury or unexpected emergency. The employee 

must provide medical or appropriate documentary evidence to their manager in support of 

their leave application. 

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

90

Document 26

230 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



26

Provision of medical certificates or other evidence 

No more than three consecutive days of personal leave may be taken without medical or 

other evidence and no more than 12 days in total in a calendar year, unless the Secretary 

informs the employee that such evidence will not be required. 

Medical certificates from registered medical practitioners will be accepted for the purpose of 

personal illness, injury or caring responsibilities. Where it is not reasonably practicable to 

provide a medical certificate a statutory declaration made by the employee may be 

accepted. 

Statutory declarations used as evidence must set out why the employee is or was unable to 

attend work, and why it was not reasonably practicable for them to obtain a medical 

certificate for the purpose of personal illness, injury or caring responsibilities.  

A manager may request that medical or other evidence is provided by the employee for any 

period of personal leave. This request should be made at the time the leave is notified or 

within a reasonable period of time after the leave is notified. 

Where an employee does not provide satisfactory medical or other evidence any personal 

leave will be without pay and treated as unauthorised absence. 

Where paid personal leave credits are exhausted, the employee must provide medical or 

other evidence for any period of unpaid personal leave. 

The opinion of a medical practitioner nominated by the department will be accepted over 

that of a medical practitioner nominated by an employee, to the extent that their opinions 

differ. For further information, employees should consult the Rehabilitation and Return to 

Work Policy. 

Compassionate leave 

An employee is entitled to a period of three days of paid compassionate leave for each 

occasion when a member of the employee’s family or household contracts or develops a 

personal illness or sustains a personal injury that poses a serious threat to their life, or dies. 

An employee may be required to provide reasonable evidence to the Secretary in support of 

an application for compassionate leave. 

Compassionate leave will count for service for all purposes. 

Long service leave 

An employee will be eligible for long service leave (LSL) in accordance with the Long Service 

Leave (Commonwealth Employees) Act 1976. 

The minimum period for which LSL will be granted is seven calendar days at full pay or 14 

calendar days at half pay. A period of LSL cannot be broken by other periods of leave, a 

weekend or a public holiday, except as otherwise provided by legislation. 

Long service leave credits may be taken at any time, subject to operational requirements 

and the approval of the employee’s manager. 

Community service leave 

An employee is entitled to leave for the purposes of engaging in community service activities 

including jury service and emergency management activities as defined in the FW Act. 

Participation in voluntary emergency management duties includes training, emergency 

service responses, reasonable recovery time and ceremonial duties. The Secretary may 

determine whether any or all of the leave taken for participation in voluntary emergency 

management activities will be with pay. 

Leave with pay will be granted for any period of jury service.  
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An employee will be required to provide the department notice of the absence as soon as 

practicable and the period or expected period of absence. 

An employee (other than a casual employee) will be reimbursed reasonable expenses 

incurred by the employee in excess of the NES entitlement while attending court to serve as 

a juror. 

Despite clauses 172 and 173, a leave of absence granted under clause 210 will count as 

service for all purposes. 

Community volunteer leave 

Employees may be granted up to two days paid leave each calendar year to volunteer with a 

registered community organisation. Employees covered by the Government Lawyer 

Broadband may request to use the leave to volunteer legal services. 

Paid leave will not be available to attend ceremonial functions unless the organisation 

certifies in writing that the employee is required to attend as part of their duties. 

Defence reserve leave 

An employee may be granted leave (with or without pay) to enable the employee to fulfil 

Australian Defence Force (ADF) Reserve and Continuous Full Time Service (CFTS) or Cadet 

Force obligations. 

An employee is entitled to leave with pay, of up to four weeks during each financial year, 

and an additional two weeks paid leave in the first year of ADF Reserve Service, for the 

purpose of fulfilling service in the ADF Reserve.  

With the exception of the additional two weeks in the first year of service, leave can be 

accumulated and taken over a period of two years. 

Employees are not required to pay their tax free ADF Reserve salary to the department in 

any circumstances. 

Defence Reserve leave counts as service for all purposes, except for unpaid leave to 

undertake CFTS. Unpaid leave for the purposes of CFTS counts for all purposes except 

annual leave accrual. 

Eligible employees may also apply for annual leave, long service leave, leave without pay, 

top-up pay or they may use flex time or make up time for the purpose of fulfilling ADF 

Reserve, CFTS or Cadet Force obligations. 

War service sick leave 

The Secretary will grant war service sick leave to employees who are unfit for duty because 

of a war-caused or defence-caused condition as determined in accordance with relevant 

legislation. 

Employees who are eligible war veterans will accrue two separate credits of paid war service 

sick leave: 

a. Special credit – nine weeks war service sick leave credited on commencement with the 

APS following eligible military service. 

b. Annual credit – three weeks annual credit on commencement and again following each 12 

months of service. Unused credits accumulate up to a maximum credit balance of nine 

weeks. This credit cannot be accessed until the special credit has been exhausted. 

Employees who re-join the APS following an earlier period of APS employment in which they 

had been credited with war service sick leave will be credited with: 

a. any special credit that remained unused at the final day of the prior APS employment and 

b. any annual credit held on the final day of the prior APS employment. 
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Miscellaneous leave 

Miscellaneous leave provides flexibility to managers and employees. Miscellaneous leave 

may be granted for circumstances not provided for elsewhere in this Determination, either 

with or without pay, for a purpose that the Secretary considers to be in the interests of the 

department and having regard to operational requirements.  

The leave granted may be for the period requested or for another period, and to count as 

service or not to count as service. Where miscellaneous leave is refused the manager will 

advise the employee (if requested) in writing of the reason for the decision to refuse leave. 

Employees will be granted miscellaneous leave without pay where, due to an increase in 

their working hours, they have not accrued the equivalent of four weeks annual leave based 

on their current working hours. The maximum amount of leave provided will be the 

difference between the amount of leave accrued over the year and 20 days at their current 

working hours. This will count as service for all purposes except long service leave, unless 

the Secretary determines otherwise. 

Employees may be granted up to two days paid cultural leave in a calendar year for religious 

or cultural activities associated with their culture or ethnicity.   

Employees may access one additional day paid cultural leave to participate in NAIDOC.  

Ceremonial leave 

Managers may grant up to 20 days in any two calendar years of leave without pay to 

Aboriginal and Torres Strait Islander employees for ceremonial purposes arising from the 

death of a family member or other ceremonial obligations. Leave for a ceremonial obligation 

is without pay and does not count as service. 

Ceremonial leave is in addition to compassionate leave. 

Parental leave 

For the purpose of this Determination, parental leave includes: maternity and maternal 

leave, primary carer leave, adoption leave, long term foster care and permanent care 

orders, supporting partner leave and unpaid parental leave. 

All parental leave types must be taken in a single, unbroken period, unless otherwise 

provided for under legislation or this Determination. 

All paid parental leave types will count as service for all purposes. For employees without 

the qualifying service period for paid maternity leave under the Maternity Leave 

(Commonwealth Employees) Act 1973 (Maternity Leave Act), up to 12 weeks of unpaid 

maternity, adoption or long term foster care and permanent care orders leave will count for 

service. Unpaid parental leave types will not count as service unless otherwise provided for 

under legislation. Unpaid parental leave will not be taken to have broken service. 

To provide for flexible administration, employees have the option to spread the payment for 

all paid parental leave types up to double the number of weeks at a rate of one-half of the 

normal salary for the employee. When payment is spread at half pay, only the full pay 

equivalent period will count as service (except to the extent this clause contradicts clause 

236). 

Maternity and maternal leave 

Eligible employees can access maternity leave in accordance with the Maternity Leave Act. 

An employee who is entitled to paid leave under the Maternity Leave Act is also entitled to 

two weeks of paid maternal leave, to be taken immediately following the paid component of 

maternity leave. 

An employee is unable to access personal leave while on paid maternity/maternal leave. 
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A period of maternity/maternal leave is not broken or extended by public holidays or 

Christmas Closedown. 

Adoption leave 

An employee who has a period of service equal to that required for employees covered by 

the Maternity Leave Act to receive paid maternity leave, and will be the primary carer of the 

child they are adopting, is entitled to 14 weeks of paid adoption leave from the day of 

placement of a child where the child: 

a. is under school age on the day of placement 

b. did not previously live with the employee for a period of six months or more as at the day 

of placement and 

c. is not a child or step child of the employee or the employee’s partner. 

Long term foster care and permanent care orders 

An employee who has a period of service equal to that required for employees covered by 

the Maternity Leave Act to receive paid maternity leave, and will be the primary carer of the 

child they are adopting, is entitled to 14 weeks paid foster care leave from the day of the 

placement of a child where: 

a. the employee becomes the primary care giver of a long term foster child or 

b. is granted custody and guardianship of a child up to the age of 18 years as a result of a 

permanent care order and 

c. the child did not previously live with the employee for a period of six months or more as 

at the day of placement. 

In exceptional circumstances, the Secretary may approve paid and/or unpaid foster care 

leave under these provisions for short term fostering arrangements or kinship care. This will 

only be considered where legal reasons or circumstances beyond the employee’s control 

mean the arrangements cannot be considered long term fostering, however are likely to 

become long term or permanent.  

Primary carer leave 

An ongoing employee, other than the mother, who becomes the primary care giver for a 

newborn baby will be entitled to a period of six weeks paid primary carer leave. 

Supporting partner leave 

An employee, who has 12 continuous months of APS service and is not otherwise entitled to 

paid maternity or parental leave under the Maternity Leave Act or this Determination, will be 

entitled to two weeks of paid supporting partner leave to commence within one month of the 

birth, adoption or permanent foster placement of a child or their partner’s child. 

Unpaid parental leave 

An eligible employee is entitled to take a period of unpaid parental leave of up to 52 weeks, 

less any period of paid foster care leave or maternity and parental leave types taken in 

accordance with the FW Act. 

An employee is not entitled to take paid personal or compassionate leave while they are 

taking unpaid parental leave. 

On ending the initial 52 weeks of maternity or parental leave, employees are entitled on 

request to an extension of unpaid parental leave for a further period of up to 52 weeks. The 

second period of unpaid leave is to commence immediately following the initial 52 week 

leave period.  
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Returning from any type of parental leave 

Employees returning to work after a period of parental leave will be assigned to the duties 

previously performed where available or to alternative duties where appropriate to the 

employee’s skills and classification. 

An employee returning to duty from parental leave will have the right to access part time 

work in accordance with the part time provisions in this Determination. 

Unauthorised absences 

Where an employee is absent from duty without approval, all pay and other benefits 

provided under this Determination cease to be available until the employee resumes duty, or 

is granted leave or ceases employment. Such absences will not count as service for any 

purpose. For further information on unauthorised absences, please refer to the Working 

Hours Policy. 
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Part I – Management of excess employees 

The following provisions apply to all employees covered by this Determination, excluding an 

employee serving a probationary period and a non-ongoing employee. 

The department will, as far as possible, avoid involuntary redundancies. Reasonable steps 

will be taken to facilitate redeployment opportunities at level across the department and the 

APS for excess or potentially excess employees. 

An offer of voluntary redundancy to an employee who is not fit for and not at work may be 

made to an employee who is excess in accordance with the paragraph below only where the 

Secretary, having regard to the Commonwealth’s liability, decides it is appropriate.  

Discussion and consideration period 

Where an excess employee situation is identified, the Secretary will: 

a. advise the employee(s) directly affected of the situation, the reasons and scope and 

invite the employee(s) to nominate a representative 

b. discuss the voluntary redundancy and reassignment processes with affected employees 

c. hold discussions with the employee(s) and their nominated representatives and 

d. offer the affected employee(s) voluntary redundancy. 

The employee(s) will have two months in which to consider the offer of voluntary 

redundancy. An employee who has received an offer of voluntary redundancy must advise 

the Secretary, in writing, before the end of the discussion and consideration period whether 

they wish to be considered for re-assignment or voluntary redundancy. 

Employees will become excess one month after being made an offer of voluntary 

redundancy, unless during this time their employment has been terminated, they have been 

redeployed or the Secretary decides they are no longer in an excess situation. 

If the employee does not respond, the employee will be taken to have a preference to be 

considered for reassignment, and their retention period will commence in accordance with 

clause 279. 

Voluntary redundancy offer 

The offer must state when the Secretary proposes to issue the termination notice if the offer 

is accepted. 

The offer should include the following information to assist the employee in their 

considerations: 

 amount payable as redundancy pay, pay in lieu of notice and accrued annual and long 

service leave credits 

 superannuation entitlements upon voluntary redundancy 

 superannuation options 

 taxation rules applicable to the various payments 

 the availability of financial assistance, on a reimbursement basis, towards obtaining 

independent financial advice up to the value of $1,200. 

Should the employee request and receive an earlier termination date that falls within the 

discussion and consideration period, the employee will be entitled to receive payment for the 

unexpired portion of the discussion and consideration period. 
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Career transition assistance 

At the time the employee is offered a voluntary redundancy or as soon as possible thereafter 

but no later than two weeks after the voluntary redundancy offer, potentially excess 

employee(s) will be offered career transition assistance which will include: 

a. advice on the re-assignment and redundancy process 

b. a point of contact for individual queries 

c. assistance with identifying re-assignment opportunities and/or 

d. training/redeployment assistance. 

Employees may also access the department’s Employee Assistance Program for free 

personal counselling. 

Voluntary redundancy process  

If an employee accepts an offer of voluntary redundancy, and the Secretary agrees to the 

redundancy, the Secretary will issue a ‘notice of termination’ under section 29 of the PS Act. 

The period of notice will be four weeks, or five weeks for an employee over 45 years of age 

with at least five years of continuous, current APS service at the time of the offer. Where an 

employee elects to terminate their employment before the expiration of the notice period, 

payment in lieu for the unexpired portion of the notice period will be made. 

Notice of termination will not be given before the end of the discussion and consideration 

period without the agreement of the employee. 

Only one offer of voluntary redundancy will be made to an employee. 

Job exchanges will be available until the end of the discussion and consideration periods. A 

job exchange is where a departmental employee who has been offered voluntary 

redundancy but does not want one, swaps jobs with an employee from within the 

Department or from another agency who is not excess but who wants voluntary redundancy. 

Job exchanges are subject to the Secretary’s approval on a case by case basis. 

An employee will not be made involuntarily redundant if the employee has not been offered 

a voluntary redundancy, or has requested, but not received an offer of voluntary 

redundancy.  

Severance pay 

An employee who accepts voluntary redundancy and whose employment is terminated 

under section 29 of the PS Act on the grounds that they are excess to requirements will be 

entitled to the following severance pay, subject to any minimum amount the employee is 

entitled to under the NES: 

a. two weeks of salary for each completed continuous year of service and 

b. a pro rata payment for completed continuous months of service since the last completed 

year of service. 

The minimum amount of severance pay is an amount equal to four weeks’ salary and the 

maximum amount payable is an amount equal to 48 weeks’ salary. 

Severance pay is calculated on a pro rata basis for any period of service when the employee 

worked part time, subject to any minimum amount the employee is entitled to under the 

NES. 

For an excess employee, salary includes: 

a. the employee’s substantive salary on the date of termination and 
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b. temporary performance loading where the employee has received the loading for a 

continuous period of at least 12 months immediately preceding the date on which the 

employee is given a formal offer of a voluntary redundancy and 

c. allowances in the nature of salary which are paid during periods of annual leave and on a 

regular basis, excluding allowances which are a reimbursement for expenses incurred, or 

a payment for disabilities associated with the performance of duty. 

Service for severance pay purposes 

Service for severance pay purposes means: 

a. service in the department 

b. Government service as defined in section 10 of the Long Service Leave (Commonwealth 

Employees) Act 1976

c. service with a Commonwealth body (other than service with a Joint Commonwealth-State 

body corporate in which the Commonwealth does not have a controlling interest) which is 

recognised for long service leave purposes 

d. service with the Australian Defence Forces 

e. APS service immediately preceding deemed resignation under repealed section 49 of the 

Public Service Act 1922, if the service has not previously been recognised for severance 

pay purposes 

f. service in another organisation where an employee was transferred from that 

organisation with a transfer of function; or an employee engaged by that organisation on 

work within a function is appointed as a result of the transfer of that function to the APS 

and such service is recognised for long service leave purposes. 

For earlier periods of service to count, there must be no breaks between the periods of 

service, except where: 

a. the break in service is less than one month and occurs where an offer of employment 

with the new employer was made and accepted by the employee before ceasing 

employment with the preceding employer or 

b. the earlier period of service was with the APS and ceased because the employee was 

deemed to have resigned from the APS under the repealed section 49 of the Public 

Service Act 1922. 

Service not to count for severance pay purposes 

Periods of service that will not count as service for redundancy pay purposes are previous 

periods of service that ceased by way of: 

a. termination under section 29 of the PS Act or 

b. prior to the commencement of the PS Act, by way of redundancy; forfeiture of office, 

retirement on the grounds of invalidity, inefficiency or loss of qualifications; dismissal or 

termination of probationary appointment for reasons of unsatisfactory service or 

c. voluntary retirement at or above the minimum retiring age applicable to the employee 

or 

d. payment of a redundancy benefit or a similar payment or an employer-financed 

retirement benefit. 

Absences from duty which do not count as service for long service leave purposes will not 

count for severance pay purposes. 
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Retention period 

Should an employee not accept the formal offer of voluntary redundancy, the employee will 

commence their retention period one month after the offer of voluntary redundancy. The 

notice period will be concurrent with the retention period. 

The purpose of the retention period is to enable excess employees to be reassigned within 

the APS or to find other suitable employment. Consistent with this, during the retention 

period: 

a. the department will continue to provide and resource reasonable career transition 

services and support, and take all reasonable steps to move an excess employee to a 

suitable vacancy, to another agency or to pursue placements outside the APS consistent 

with this Determination and 

b. employees will take all reasonable steps to secure permanent re-assignment or 

placement. 

The retention period is: 

a. 13 months where an employee has 20 or more years of continuous, current service with 

the APS or is over 45 years of age 

b. seven months for other employees. 

If an employee is entitled to a redundancy payment under the NES, their retention period is 

reduced by the employee’s redundancy pay entitlement under the NES on termination, 

calculated as at the expiration of the retention period (as adjusted by this clause). 

Redeployment 

The following provisions will apply to employees during their retention period: 

a. The employee can access up to $1,200 for payment for outplacement services or training 

opportunities that would be expected to enhance the employment prospects of 

employees. 

b. Excess employees of the department will be considered first and in isolation from, and 

not in competition with, other applicants who are not excess for an advertised vacancy to 

which the employee seeks transfer but only at or below the employee’s level. In placing 

excess employees, consideration will be given to the employee’s current skills and 

experience or the employee’s ability to acquire the relevant skills for the advertised 

vacancy in a short period of time. 

c. Suitable trial placements in other organisations, including private sector organisations, 

will be funded for up to three months where there is an identifiable opportunity for 

permanent placement and no job swap arrangement is involved. An individual employee 

may undertake more than one trial placement.  

d. The employee will be entitled to reasonable paid leave for the purpose of attending 

employment interviews and may request assistance in meeting reasonable travel costs 

and incidental expenses incurred by the employee in seeking alternative employment, 

where these are not met by the prospective employer. 

e. The employee may, after being given four weeks of notice (or five weeks for employees 

over 45 years old who have completed at least five years of continuous, current APS 

service), be reduced in classification as a means of securing alternative employment. If 

reduction occurs after the offer of voluntary redundancy and before the end of the 

retention period the employee will receive payments to maintain the employee’s salary 

level for the balance of the retention period.  
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Extension of the retention period 

Retention periods will only be extended by periods of approved leave due to the employee’s 

illness or injury (supported by medical evidence) taken during the retention period. The 

period will not be extended on these grounds beyond an additional eight weeks. 

Involuntary redundancy 

If an excess employee is unsuccessful in obtaining permanent reassignment at the end of 

the retention period, the employee’s employment will be terminated under section 29 of the 

PS Act. An employee may be entitled to a redundancy payment under the NES. 

Where an excess employee’s employment is to be terminated the employee will be given 

four weeks’ notice of termination (or five weeks for an employee over 45 years of age with 

at least five years of continuous, current APS service). This period of notice will be served, 

as far as practicable, concurrently with the retention period. 
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Part J – Separation 

Resignation 

An employee, where practicable, is requested to give the Secretary at least two weeks’ 

notice in writing of their intention to resign or retire (except where the employee has less 

than one year of continuous service, in which case the employee is required to give one 

weeks' notice). Where an employee submits a resignation which takes effect on a public 

holiday, the resignation will be deemed effective from close of business on the working day 

immediately prior to the public holiday. All resignations will be deemed to take effect at 

close of business of the resignation date. 

Any outstanding payments for purchased leave or any flex debt will be deducted from a 

person’s final monies if they cease to work for the department. 

Payment on death 

Where an employee dies, or the Secretary directs that an employee will be presumed to 

have died on a particular date, the Secretary may authorise the payment of an amount that 

would have been paid if the employee had otherwise ceased employment either by 

resignation or age retirement on that day. 

Payment will be made to dependants or the partner of the former employee or the former 

employee’s legal personal representative. 
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Part K – Dispute resolution 

These provisions set out the procedures to settle disputes relating to: 

a. a matter arising under this Determination; or  

b. the NES. 

An employee who is a party to the dispute may appoint a representative for the purposes of 

the procedures of these provisions. 

In the first instance, the parties to the dispute must try to resolve the dispute at the 

workplace level, by discussions between the employee or employees and the relevant 

supervisors and/or management.  

If discussions at the workplace level do not resolve the dispute, a party to the dispute may 

refer the matter to the Fair Work Commission (FWC). 

The FWC may deal with the dispute in two stages: 

a. the FWC will first attempt to resolve the dispute as it considers appropriate, including by 

mediation, conciliation, expressing an opinion or making a recommendation and 

b. if the FWC is unable to resolve the dispute at the first stage, the FWC may then: 

 arbitrate the dispute and 

 make a determination that is binding on the parties. 

Note: If the FWC arbitrates the dispute, it may also use the powers that are available to it 

under the FW Act. A decision that the FWC makes when arbitrating a dispute is a decision for 

the purpose of Div 3 of Part 5.1 of the FW Act. Therefore, an appeal may be made against 

the decision. 

While the parties are trying to resolve the dispute using the procedures in this term:  

a. an employee must continue to perform their work as they would normally unless they 

have a reasonable concern about an imminent risk to their health or safety 

b. an employee must comply with a direction given by the Secretary to perform other 

available work at the same workplace, or at another workplace, unless: 

 the work is not safe or  

 applicable work health and safety legislation would not permit the work to be 

performed or  

 the work is not appropriate for the employee to perform or  

 there are other reasonable grounds for the employee to refuse to comply with the 

direction. 

The parties to the dispute agree to be bound by a decision made by the FWC in accordance 

with these provisions. 
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Where the employee’s salary is above the maximum salary rate of the relevant classification 

within the broadband, the employee will retain their current salary until such time as their 

salary falls within the salary range of the relevant classification within the broadband. 

An employee who transfers at level or is promoted to a higher classification and is no longer 

required to provide legal services, will have their salary set in accordance with the salaries 

for the relevant classification in Attachment A of this Determination. The rate will normally 

be the top of the range where the transfer is at level. 

Salary maintenance at the Government Lawyer Broadband salary will not be provided on 

transfer out of the Government Lawyer Broadband. 

Government Lawyer advancement provisions 

An employee may be eligible for advancement through the APS 3–EL 1 Government Lawyer 

broadband if the Secretary has determined that sufficient work is available at the relevant 

classification and the employee has: 

a. been admitted as a legal practitioner, however described, of the High Court or Supreme 

Court of an Australian State or Territory and 

b. demonstrated skills and capability at the higher classification and 

c. met probation requirements and 

d. is eligible for salary advancement as set out in Part C of this Determination and  

e. received a performance rating of ‘Meets Expectations’ in the most recent performance 

cycle. 

Where an employee is advanced to the Senior Government Lawyer level, an employee will 

only be advanced to the first salary point in the Senior Government lawyer scale and must 

remain at that level for at least 12 months before being eligible for further advancement 

within the Senior Government Lawyer scale.  

Accelerated advancement 

Subject to Secretary approval, if eligible for advancement in accordance with clauses 305 

and 306, an employee on the Government Lawyer broadband may be advanced two pay 

points within the broadband. The decision to advance an employee more than one point in 

the broadband will take into account performance outcomes. 
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Attachment E – Shiftworkers 

Shiftworkers are those employees whose rostered ordinary hours fall outside the period 

7:00 am–7:00 pm Monday to Friday and/or include Saturdays, Sundays or public holidays 

for an ongoing or fixed period. 

Shift penalty payments will not be taken into account in the computation of overtime or in 

the calculation of any allowance based upon salary, nor will they be paid with respect to any 

shift for which any other form of penalty payment is made under this Determination.  An 

employee's ordinary rate will include any Temporary Performance Loading for the shift.  

Shiftworkers will receive the following rate: 

Rostered time of work Rate

Work performed on a shift, any part of which falls 

between 7:00 pm and 7:00 am. 

115% of ordinary 

hourly rate 

Work performed continuously for a period 

exceeding 4 weeks on a shift falling wholly 

between 7:00 pm and 7:00 am 

130% of ordinary 

hourly rate 

Work performed anytime on a Saturday 150% of ordinary 

hourly rate 

Work performed anytime on a Sunday 200% of ordinary 

hourly rate 

Work performed anytime on a public holiday 250% of ordinary 

hourly rate 

For casual shiftworker employees, the ordinary hourly rate referred to in the table above 

does not include casual loading.

Rates for working Saturdays, Sundays or public holidays 

Penalty rates for shift work performed on a Saturday, Sunday or public holiday will be 

payable for any time worked after midnight on those days, including where the shift 

commenced the day before. 

The Saturday, Sunday, and Public Holiday penalty rates are in substitution for and not 

cumulative upon the other penalty rates. 

Overtime 

Shiftworkers directed to work overtime are entitled to the overtime payments calculated as 

follows: 

For overtime worked Overtime rate

Monday to Saturday – first three hours 150% of ordinary hourly rate

Monday to Saturday – after three hours 200% of ordinary hourly rate

Sunday – all day 200% of ordinary hourly rate

Public holidays or additional holiday – all day 250% of ordinary hourly rate

Crib time 

Where an employee working a shift pattern is required to be on standby during meal breaks, 

they will be paid crib time of single time for the period they are required to be on standby. 
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Operation of shifts 

Managers will allocate shifts equitably among employees undertaking shift work, with shift 

rosters specifying the standard hours of work for each shift. 

A shift worker can be moved from one shift team to another by agreement at any time or 

with seven days’ notice. If seven days’ notice has not been given, except where this is not 

possible due to the illness or unanticipated absence of another employee, overtime will apply 

as per the overtime provisions of this Determination for work outside the employee’s 

previously rostered hours of duty until the employee has received seven days’ notice of the 

shift change. 

Shiftworkers can exchange shifts or rostered days off by mutual agreement and with the 

approval of the relevant manager provided that the arrangement does not give rise to an 

employee working overtime. 

Leave 

Shiftworkers will accrue an additional half day of paid annual leave for each Sunday or public 

holiday worked, up to a maximum of five days for each calendar year in addition to penalty 

rates. 

If the employee is rostered off on a public holiday, they will if practicable, within one month 

of that public holiday, be granted a day’s paid leave in lieu of that holiday. Where it is 

impractical to grant a day’s leave in lieu, the employee will be paid one day’s pay at ordinary 

time. 

Where a shiftworker takes annual leave, they will be paid shift penalty payments in respect 

of any duty which the shiftworker would have performed had they not been on approved 

annual leave. 

Where a shiftworker takes a period of leave other than annual leave, shift penalties are not 

payable for the period of the absence. 
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Attachment F – Remote localities assistance  

Remote localities assistance (RLA) is to recognise the climatic condition and lack of access to 

services in remote localities due to the geographical location. 

Four categories have been determined for payment of RLA, depending on the level of 

remoteness. The amounts payable for the categories are: 

Category 1 Category 2 Category 3 Category 4 

With dependents $5,974 $11,950 $16,729 $20,911 

Without dependents $4,182 $8,365 $11,710 $14,638 

Remote localities assistance for those employees, who, on commencement of this 

Determination, are in receipt of payments under the Transitional Arrangements in clause 

498 of the DEEWR Enterprise Agreement 2012–2014 or clause 102 of the One Innovation 

Enterprise Agreement 2011, will have these payments grandfathered over the life of this 

Determination. 

Darwin Townsville 

With dependants $  12,000.00 $    4,200.00 

Without dependants $   7,200.00 $    3,000.00 

Payment of RLA 

Employees eligible for RLA will receive payment of the allowance as follows: 

a. 40% of the relevant amount paid fortnightly (pro rata for part time employees) from the 

date of commencement of service at the location and 

b. An annual payment of 60% of the relevant amount following completion of 12 months 

continuous service and after each completed 12 months service thereafter (pro rata basis 

for employees ceasing work at that location). 

Accumulated periods of miscellaneous leave without pay not to count as service that exceed 

30 calendar days or more will defer the annual 60% payment where the accumulated period 

of miscellaneous leave without pay exceeds 30 calendar days, the entire period will affect 

the annual payment. 

The amount of RLA will be regarded as salary for taxation purposes.
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Attachment G – Supported wage system  

Eligibility criteria  

Employees covered by this attachment will be those who are unable to perform the range of 

duties to the competence level required within the class for which the employee is engaged 

under this Determination because of the effects of a disability on their productive capacity 

and who meet the impairment criteria for receipt of a disability support pension.  

The attachment does not apply to any existing employee who has a claim against the 

employer which is subject to the provisions of workers compensation legislation or any 

provision of this Determination relating to the rehabilitation of employees who are injured in 

the course of their employment. 

Supported wage rates  

Employees to whom this attachment applies shall be paid the applicable percentage of the 

relevant minimum wage according to the following schedule:  

Assessed capacity % of prescribed salary rate

10% 10%

20% 20%

30% 30%

40% 40%

50% 50%

60% 60%

70% 70%

80% 80%

90% 90%

Provided that the minimum amount payable must be not less than $95 per week. The 

minimum amount payable is reviewed every year in July. 

Where an employee’s assessed capacity is 10 per cent; they must receive a high degree of 

assistance and support.  

Assessment of capacity  

For the purposes of establishing the percentage of the relevant minimum wage, the 

productive capacity of the employee will be assessed in accordance with the Supported 

Wage System (SWS) by an approved assessor, having consulted the employer and the 

employee, and if the employee so desires, a union which the employee is eligible to join.  

Assessment made under this schedule must be documented in a SWS wage assessment 

agreement, and retained by the employer as a time and wages record in accordance with 

the FW Act.  

Review of assessment  

The assessment of the applicable percentage should be subject to annual review or more 

frequent review on the basis of a reasonable request for such a review. The process of 
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review must be in accordance with the procedures for assessing capacity under the support 

wage system.  

Other terms and conditions of employment  

Where an assessment has been made, the applicable percentage will apply to the relevant 

wage rate only. Employees covered by the provisions of this attachment will be entitled to 

the same terms and conditions of employment as all other workers covered by this 

Determination paid on a pro rata basis. 

Trial period 

In order for an adequate assessment of the employee’s capacity to be made, an employer 

may employee a person under the provisions of this schedule for a Trial Period not 

exceeding 12 weeks, except that in some cases additional work adjustment time (not 

exceeding four weeks) may be needed. 
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Definitions 

Agency a department as defined in the Public Service Act 1999

APS the Australian Public Service 

APS Award Australian Public Service Enterprise Award 2015 

Casual employee An employee who works on an irregular or intermittent basis 

Discussion and 

consideration period 

a period of two months commencing from the date the Secretary 

makes an employee a formal offer of voluntary redundancy 

Delegate a person to whom the Secretary of the Department of 

Employment and Workplace Relations has delegated a power or 

function under this Determination 

Department the Department of Employment and Workplace Relations 

Dependant the spouse of the employee; and/or a child or parent of the 

employee, or of the spouse of the employee, being a child or 

parent who ordinarily resides with the employee and who is wholly 

or substantially dependent upon the employee 

Determination the DEWR Determination 2022/2 (Non-SES Employees). 

Employee an employee, other than a casual employee, of the Department of 

Employment and Workplace Relations, whether ongoing, non-

ongoing, full time or part time within the meaning of the Public 

Service Act 1999

Excess employee An employee will be considered an excess employee where: 

a) the employee is part of a class of employees that is larger in 

size than is necessary for the efficient and economical working 

of the department or 

b) the services of an employee cannot be effectively used 

because of technological or other changes in the work 

methods of the department, or structural or other changes in 

the nature, extent or organisation of functions of the 

department or 

c) the duties usually performed by the employee are to be 

performed in a different locality, the employee is not willing to 

perform the duties at the other locality and the Secretary has 

determined that these provisions will apply to that employee. 

Extended absence due to 

illness or injury 

an absence of at least four continuous weeks or a combined total 

absence of four weeks within a 13 week period because of illness 

or injury 
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Family a person who is related by blood, marriage (including a former 

spouse), adoption, fostering or traditional kinship; a de facto 

partner (including a former de facto partner); a person who has a 

strong affinity with the employee; or a parent, child, grandparent, 

grandchild or sibling of the employee‘s spouse or de facto partner  

Manager the person to whom an employee is responsible and who is 

authorised by the Secretary to exercise the powers and 

responsibilities of a manager in relation to that employee 

Partner where a person is a member of a couple, this refers to the other 

member of the couple 

Purchased Leave Additional annual leave that has been purchased through 

deductions from pay 

Senior Executive Service 

(SES) 

a Senior Executive Level employee as defined under the Public 

Service Act 1999

Secretary the Agency Head of the Department of Employment and 

Workplace Relations 

Settlement period is the four week period beginning on a pay Thursday for the 

purposes of determining flex debit / credit carryover 

Shiftworker an employee who is rostered to work ordinary hours outside of the 

period 7:00 am to 7:00 pm Monday to Friday and/or Saturdays, 

Sundays or public holidays for an ongoing or fixed period, and 

does not include an employee who does not work in accordance 

with a roster or an employee who chooses to work their ordinary 

hours between the hours of 6:00 pm and 7:00 pm 

Standard day is 8:30 am to 12:30 pm and 1:30 pm to 5:00 pm (or 8:00 am to 

12:00 pm and 1:00 pm to 4:30 pm in the Northern Territory) 

Monday to Friday, except where a public holiday occurs 
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Attachment B – Principles 

 

Principles 
The principles guiding DEWR in its efforts to identify and remediate identified overtime underpayments 

are: 

1. We are committed to ensuring all employees receive their correct entitlements.  

2. We will work to resolve the issue as quickly as possible, while ensuring accuracy and 

completeness.  

3. We will act with integrity and be honest, accountable and transparent about what has happened 

and how we’re going to fix it.  

4. We will engage with people openly to understand their views and obtain information not stored 

in our systems.  

5. We will use resources with the skills and capacity required to ensure a full resolution of the 

project.  

6. We will learn and apply lessons from our experience. 

These principles aim to reflect our APS Values, to hold ourselves to a high standard as a model 

employer, maintain the trust and good will of our employees, and ameliorate risk.  

 

 

1
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Attachment C – Draft all staff message to be sent on 11 August 2023 

DRAFT All staff email - COO 
Good morning 

We have recently identified that in certain circumstances some of our employees may not have been 

paid their overtime entitlement under the DEWR Determination 2022/2 (Non-SES employees) (the 

Determination).    

We are taking this very seriously and, while aspects of the matter are complex, we are working quickly 

to resolve it and pay our employees all their entitlements as soon as possible.  

When the department was established in July 2022 the Determination was created to provide terms and 

conditions for non-SES employees, aiming to preserve the conditions that were bargained for under the 

agreements that operated prior to the Machinery of Government change, including a bandwidth of 

7am-7pm (for most employees transferring to the department).  

The Determination contains a bandwidth of hours from 8am to 6pm in alignment with the Australian 

Public Service Enterprise Award 2015 (the Award), while still enabling employees to choose flexible work 

hours between 7am and 7pm.  

These were always intended to be interim measures until we could negotiate an enterprise agreement 

for the department – a process we have commenced through Part A APS-wide bargaining.  

I want to reassure everyone that employees have been paid consistently with how they would have 

been paid under their previously applying enterprise agreements, and this particular issue relates to 

cases where APS employees have been directed to work their hours between 7-8am or 6-7pm from 7 

July 2022 and have not received overtime.  

What we know 
The Determination was drafted to preserve contemporary, flexible ways of working – employees could 

continue to choose to work their hours flexibly between 7am to 7pm since 7 July 2022 as they had done 

previously.  

The situation is different under the Determination for APS employees who are directed to work their 

hours between 7-8am or 6-7pm. In this situation, overtime applies for those hours outside the 8am to 

6pm bandwidth.  

Who does this impact? 
At this stage, we believe that this impacts a small cohort of employees who are directed to work 

between 7-8 am or 6-7pm (weekdays). We know this includes some of our contact centres and service 

desk employees who are rostered to work those hours and who were not paid overtime.  
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For everyone else, if you have worked overtime on a weekday in the last year, please be assured we will 

also be checking to see if you have been paid correctly.  

If we identify that you are impacted, we will be contacting you directly within the coming week. 

As the review progresses, if you haven’t heard from us and think you are affected, have questions, or 

have information you want to tell us, please email us at OvertimeReview@dewr.gov.au  

Steps we have taken 
When the issue was identified in June, we immediately took steps to better understand the nature and 

scope of the issue. These steps include: 

 Seeking legal advice to ensure we understood the situation. 

 Gathering roster and overtime pay data. 

 Engaging an external advisor to conduct analysis and calculate entitlements owing to 

employees.  

 Commencing an independent legal review of our determination to ensure there are no other 

areas of concern.  

 Proactively notifying the Fair Work Ombudsman of the matter and how we’re resolving it.  

These steps are enabling us to identify employees who may not have received the correct overtime 

entitlements.  

What we don’t know yet 
We don’t have all the answers yet, including exactly how many people are affected and the amount of 

money they will be back paid.  

We are committed to ensuring that all employees receive the pay and conditions they are entitled to 

and are working through this as quickly as possible, while making sure we get it right. 

Bandwidth 
An option that may be open to the department is to restore a broader, more contemporary 7am to 7pm 

bandwidth, consistent with what was bargained for under previous enterprise agreements that applied 

to DEWR employees before the Machinery of Government change.  

We are continuing to explore this option and it is of utmost importance to us that we do this right. We 

will be talking to the Australian Public Service Commission, the Community and Public Sector Union, and 

seeking further legal advice before we do it to ensure there is no reduction in benefits for employees. If 

we confirm this is an option, we will also consult with you and the union before any change is made. 

Next steps  
We are committed to open and transparent communication throughout the process and will provide 

updates as new information becomes available.  

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

117

Document 26

257 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



3 
 

We will be connecting with rostered employees to clarify your situation and directly impacted 

employees will be invited to information sessions for more information.  

A broader review of overtime practices in the department and targeted audits informed by our legal 

advice will also occur to ensure we are getting it right.  

We are prioritising this work in terms of resources, external and independent advice and senior 

engagement from the Secretary and Executive Board. This will continue to be a standing item on the 

Executive Board agenda until resolved.  

The Executive Board approved principles for how we manage this. You can find these principles and 

more detailed information about this matter on the intranet {link}.  

We will be providing progress updates as we work through this and communicate openly with you. If 

you have questions or concerns about this matter, I encourage you to have a discussion with your 

manager or reach out to us directly by email to OvertimeReview@dewr.gov.au.  

 

Regards 

 

Deborah Jenkins 
Deputy Secretary, Corporate and Enabling Services 
Chief Operating Officer 
 

 

 

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

118

Document 26

258 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Cross Portfolio 

Department of Employment and Workplace Relations Question No. SQ23-001194 

Senator Michaelia Cash on 25 October 2023, Proof Hansard page 19-20 

Internal payroll audit 

Question

Ms Strangio: It's through our usual internal audit program that a payroll audit will be undertaken in 
general terms to determine that we don't have any other issues.
Senator CASH: When did that commence?
Ms Strangio: I don't have that information at hand.
Senator CASH: That's okay. When is it due to be completed?
Ms Strangio: I'll take that on notice as well.
Senator CASH: Is there a cost involved in the internal audit?
Ms Strangio: I'll have to take that one on notice. 

Answer 

An internal audit of the department’s pay and conditions has been included in the department’s 
internal audit program for 2023-24. This activity has commenced and is scheduled to be completed 
in March 2024. 

The budget allocated to the audit is $89,100 (GST inclusive). 
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Standing Committees on Education and Employment

QUESTION ON NOTICE
Supplementary Budget Estimates 2023 - 2024

Outcome: Cross Portfolio 

Department of Employment and Workplace Relations Question No. SQ23-001245 

Senator Michaelia Cash on 02 November 2023, Proof Hansard page 20 

Underpayment staff communication 

Question 

Senator CASH: have you personally apologised to the staff of the department for the 
underpayment?
Ms James: I haven't personally apologised—well, actually, I think I might have, in that video.
Senator CASH: Could we get a copy of the video then, please.
Ms James: Yes.
Senator CASH: When did that apology take place?
Ms James: Very close to the staff communication. 

Answer 

A video message from Secretary Natalie James to all staff on 11 August 2023 discussed the 
underpayment of overtime entitlements. The message was an expression of regret and 
acknowledged the issue was something the department had got wrong and should have got right. 
It further provided assurance that the department was actively rectifying the situation. 

An excerpt of the transcript of that video relevant to the underpayment matter has been provided. 

“…by now you would know that we’ve sent communication out this morning about something that 
we got wrong. And so, Deb Jenkins has sent an email out to let you all know that, due to a range of 
reasons – some of which we’re still trying to understand – we haven’t paid overtime to some 
people who were eligible for it under the new arrangements put in place after the Machinery of 
Government change.” 

“Now this is something we should have got right, but in trying to get to the bottom of what’s gone 
on here one of the observations I make are Machinery of Government changes are absolutely 
chaotic and you get a lot of complex things to do and a lot of people in and out. And, of all of the 
areas, the Corporate area is often the one most impacted by a Machinery of Government change.

“And so, we are working through to fix this issue and to make sure we understand what’s gone on 
and learn from it.”

Corporate Hot Factsheets - Additional Estimates - Feb 2024 - Overtime entitlements review

120

Document 26

260 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971











Employment Hot Factsheets - Additional Estimates - Feb 2024 - New Voluntary Program for Parents

25

Document 27

265 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971

















Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

98

Document 29

273 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

99

Document 29

274 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

100

Document 29

275 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

101

Document 29

276 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

102

Document 29

277 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

103

Document 29

278 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

104

Document 29

279 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

105

Document 29

280 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

106

Document 29

281 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

107

Document 29

282 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

108

Document 29

283 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

110

Document 29

285 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

112

Document 29

287 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

113

Document 29

288 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

114

Document 29

289 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

115

Document 29

290 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

117

Document 29

292 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

118

Document 29

293 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

120

Document 29

295 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

121

Document 29

296 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

122

Document 29

297 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

123

Document 29

298 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

124

Document 29

299 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

125

Document 29

300 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971











Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

130

Document 29

305 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

132

Document 29

307 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

133

Document 29

308 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



























Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

146

Document 29

321 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

147

Document 29

322 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

148

Document 29

323 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

149

Document 29

324 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

150

Document 29

325 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

152

Document 29

327 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971



Employment Hot Factsheets - Additional Estimates - Feb 2024 - Mutual Obligations Policy Factsheet

153

Document 29

328 of 369 Department of Employment and Workplace Relations Documents released under FOI - LEX 971





The Guardian 
Stephanie Convery 
23 January 2024 
 

Welfare recipients subject to ‘system error’ receiving back 
pay 
 
An error in the Department of Employment’s systems has incorrectly penalised 
some 1200 welfare recipients by classifying them as in breach of their mutual 
obligations when they weren’t. 
 
The error involved what’s called the “penalty zone” – a classification that’s triggered 
when a jobseeker accrues a certain number of demerit points by failing to meet the 
mutual obligations requirements of welfare payments (applying for a certain number 
of jobs, or participating in training programs, for example). 

Failing to perform a mutual obligation requirement while in the penalty zone can 
result in welfare payments being docked – and that’s what happened to these 1200 
people. 

The error left participants in that “penalty zone” when they should have been 
removed from it, cutting their payments. 

The Department of Employment identified the error in August last year, which they 
say dates back to 2018. 

A government spokesperson told Guardian Australia all the people who were affected 
had been identified and are being notified about how much money they are owed. 

Back payments have also commenced, with 87 people so far receiving a total of 
$79,000. More than 700 people are expected to be repaid in the coming weeks. 

 
Minister for employment and workplace relations Tony Burke. Photograph: Toby Zerna/AAP 

 
Tony Burke, minister for employment and workplace relations, blamed the error on 
the previous Coalition government. He said: 
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As soon as my department informed me about this system failure I instructed them to start 
repaying people. That process is now well underway. 
Labor supports the concept of mutual obligations but it is critical people are not penalised 
unfairly. 
We know there’s more work to do to fix employment services. 
That’s why this Government established a Select Committee to examine the system. We’re 
working through the Committee’s recommendations to ensure we have a system focused 
on helping people get into work. 

*A previous version of this article incorrectly said there had been a Services Australia 
system error. This has been amended – it was a Department of Employment system 
error. 
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Senator the Hon Murray WaƩ – Statements on Mutual ObligaƟons

Official CommiƩee Hansard 

SENATE EDUCATION AND EMPLOYMENT LEGISLATION COMMITTEE

WEDNESDAY, 25 OCTOBER 2023

Senator RICE: Minister, I asked you a quesƟon in quesƟon Ɵme last week about mutual obligaƟons. 

Senator WaƩ: Yes, I remember that. 

Senator RICE: You answered that those in receipt of public support benefits should have some 
obligaƟon on them, but you don't think it should be puniƟve. The Punishment for profit report found 
that 40 per cent of respondents said they had experienced bullying or abuse of power from their 
provider and 93 per cent of respondents said that mutual obligaƟons had harmed their physical or 
mental health. We've just heard evidence that 70 per cent of people with Workforce Australia 
providers have had their payments suspended, and the most that they will get in response, even if 
outrageous things have been done to them, is an apology. Can you explain to me how mutual 
obligaƟons do not punish people? 

Senator WaƩ: In the end it comes down to how they are designed. As I said to you, the government 
on the whole supports mutual obligaƟons, and we think the community does expect that those in 
receipt of public support have a responsibility to seek work. But we have very strong objecƟons to 
the way the mutual obligaƟon scheme that currently exists is designed. We think it is puniƟve, we 
think it is degrading and we think it isn't about assisƟng people into work.

Senator RICE: Is that how it's currently being operated under your government's watch? 

Senator WaƩ: That is the system that we inherited and that is the system that is being reviewed 
through the commiƩee that Julian Hill is chairing. There have been some preƩy clear signals from the 
government that we intend that to change, but we need to do it in a considered way, and that's what 
that inquiry is doing. We support the concept of mutual obligaƟon, but we want it to be about 
assisƟng people to find work, rather than it having puniƟve, degrading, one-size-fits-all compliance 
acƟviƟes. 

Senator RICE: Is there anything more that you can do right now, in the light of the evidence we have 
received about the people with Workforce Australia providers, where 70 per cent of people had their 
payments suspended. Isn't there acƟon you could take to stop the system from harming people right 
now? 

Senator WaƩ: We want that to be done in a considered way, based on the recommendaƟons that are 
received from that inquiry, so we get it right. We don't want to have a knee-jerk reacƟon that we 
then have to amend in three months Ɵme. We want to get it right from the beginning, and we want 
to get it done as quickly as we can.

SENATE EDUCATION AND EMPLOYMENT LEGISLATION COMMITTEE

TUESDAY, 30 MAY 2023

Senator CASH: Minister, does the government support the concept of Work for the Dole? 

Senator WaƩ: As the minister has made clear, we support mutual obligaƟons. We want to make sure 
that the programs that surround that actually support people in jobs. As you know, the Work for the 
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Dole scheme, along with a number of other what we would call employment programs, are being 
considered through that select commiƩee inquiry. Once that commiƩee inquiry is completed, I will 
be able to give you a posiƟon from the government on the future of those programs. 

Senator CASH: You're not ruling out geƫng rid of Work for the Dole? 

Senator WaƩ: I'm saying—

Senator CASH: If we were in government I could rule it out; there would be no geƫng rid of Work for 
the Dole because of what it actually is and what it actually enables a person to do. 

Senator WaƩ: There are quesƟons about what it has enabled. There are quesƟons about its 
effecƟveness in terms of geƫng people into work; as there have been quesƟons about a range of so-
called employment programs that the former government ran. That's exactly what the inquiry is 
looking at at the moment. 

Senator CASH: This is a program, though. It wasn't just the former government. It has been in place 
since approximately—I am happy to be corrected on this—1997. One might argue that successive 
governments have actually endorsed Work for the Dole as a program. 

Senator WaƩ: One might argue that, but I would also argue that this government is serious about 
making sure that employment programs actually help get people into work. I think it's Ɵmely to have 
a look at all of these programs and see how they are working. 

Senator CASH: We'll get on to ParentsNext, obviously, as a point of quesƟoning. In your budget 
papers you're funding it over the next few years, but you are sƟll not ruling out geƫng rid of it. Are 
you able to commit over the next three years to the retenƟon of Work for the Dole, because you 
actually have funded it in the budget?

Senator WaƩ: The officials are in a beƩer posiƟon than me to explain the raƟonale for providing 
funding in the budget papers. As I say, the government's posiƟon is that we support mutual 
obligaƟons where they are effecƟve, where they actually help people into work, and specific 
programs that are being claimed or designed to do that are being reviewed at the moment.

Senator CASH: If the commiƩee was to recommend abolishing Work for the Dole, would you 
therefore abolish it? 

Senator WaƩ: Again, that's a hypotheƟcal quesƟon. I don't know what the commiƩee is going to 
recommend. 

Senator CASH: In terms of mutual obligaƟon, the government does support mutual obligaƟon as it is 
currently in place? 

Senator WaƩ: We support mutual obligaƟons. A criƟcal part of that is ensuring that programs which 
are said to help people find employment actually do so. There's not much point pouring taxpayers' 
money into programs that are ineffecƟve. If there are opportuniƟes to make programs more effecƟve 
then our government is keen to do that. 

Senator CASH: Is mutual obligaƟon currently the subject of the review that's being undertaken? 

Mr Smyth: Yes, it is. 

Senator CASH: It is; thank you. Are you able to guarantee, based on your comments, that mutual 
obligaƟon will be part of the new employment services system? 
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Senator WaƩ: Again, you've heard me explain our policy posiƟon on mutual obligaƟons. 

Senator CASH: I don't want to put words into your mouth. 'We support mutual obligaƟon, but' is 
what I heard. 

Senator WaƩ: We support mutual obligaƟons, I guess I would say and—rather than 'but'—we want 
to make sure that the programs that are supposed to deliver mutual obligaƟons are effecƟve and 
help get people into work. 

Senator CASH: One might say you support a mutual obligaƟon system that is a 'mutual obligaƟon
light' system compared to what—

Senator WaƩ: I don't know why you would take that from what I have said.
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Working Future: The Australian Government’s White Paper on Jobs and 
OpportuniƟes

Balancing mutual obligaƟons to drive parƟcipaƟon (p.160)

“Current social security policy seƫngs link eligibility to requirements to aƩend appointments with 
employment services providers and engage in acƟviƟes. This can include applying for jobs, 
parƟcipaƟng in educaƟon or training, and going to job interviews. For working age payments, these 
obligaƟons mean people can have payments suspended if they do not meet requirements. Well-
designed acƟvity requirements improve labour market outcomes. However, if requirements are too 
onerous or are not accompanied by genuine quality support to find suitable employment, they can 
have harmful effects. Overly strong obligaƟons can push people to become ‘the hidden unemployed’ 
as they stop searching for work and move on to payments with less onerous condiƟons or leave 
payment without finding work.

The type of acƟvity requirements also maƩer. Poorly-designed obligaƟons can Ɵe up job seekers in 
low quality programs that exhaust both Ɵme and financial resources to aƩend, reducing capacity to 
search for suitable work. They can have consequences for employers too, such as high administraƟve 
burden from large volumes of low-quality or unsuitable applicaƟon submiƩed for the purpose of 
meeƟng obligaƟons rather than genuine applicaƟons for work. Well-designed obligaƟons can 
support beƩer outcomes for both job seekers and employers.”
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OFFICIAL  SB24-000074

OFFICIAL  Page 1 of 6

Alice Springs / Central Australia plan

What does the package entail?
The Better, Safer Future for Central Australia package

The Better, Safer Future for Central Australia package, announced by the Prime Minister on 
6 February 2023, is being developed to respond to the Central Australian Regional Controller’s 
Report into Alcohol Related Harm in Central Australian Communities.

The Australian Government has committed $250 million through the plan, focusing on:

∑ Improved community safety and cohesion
∑ Job creation – particularly in the communities that surround Alice Springs – including urgent 

changes as part of replacing the Community Development Program (CDP)
∑ Better services – including improving health services in surrounding communities
∑ Preventing and addressing the issues caused by Foetal Alcohol Spectrum Disorders
∑ Investing in families – including by better supporting elders and parents, boosting domestic 

violence services
∑ On country learning – improving school attendance and completion through caring for 

culture and country.

Current status of the policy 

What measures is DEWR implementing as part of the Better, Safer Future for Central Australia?

DEWR is implementing the Remote Training Hubs (Hubs) measure as part of Better, Safer Future for 
Central Australia (Central Australia Plan). 

∑ This measure was announced on 13 February 2024 and allocates $30.2 million under Phase 
Two of the $250 million of the Central Australia Plan.

∑ The Hubs intend to generate opportunities for young people, supporting ‘Job Creation' and 
enhancing 'On-Country learning' as identified by the Prime Minister under the Central 
Australia Plan.

∑ Funding will be used to design and establish a network of up to seven remote training hubs 
to connect and enable communities to access training in the skills they need, on-Country. 
Mentors and local solution brokers will be engaged to work directly with the Hubs and local 
community members to support learners and align training offerings with job opportunities.

∑ This measure was informed by community consultations undertaken by the Office of the 
Central Australia Regional Controller and endorsed by the Central Australia Plan Aboriginal 
Leadership Group and will involve DEWR, NIAA and the Northern Territory Government 
working in partnership with Central Australian communities to establish the Hubs.
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What are the proposed changes to the Community Development Program? 

Any questions relating to the Community Development Program (CDP), New Jobs Trials, the 
Indigenous Advancement Strategy (IAS), Tailored Assistance Employment Grants (TAEG), or the 
Indigenous Skills and Employment Program (ISEP) should be directed to the NIAA. 

Stakeholders consulted
What have communities in Central Australia been saying they need?

The National Indigenous Australians Agency has been coordinating consultations, which have taken 
place in almost every remote community in Central Australia. Common themes include lack of basic 
services such as infrastructure (water, service delivery and overcrowded housing), disempowerment 
and voices being unheard.

∑ Communities acknowledge the role that jobs (employment) plays in making communities 
stronger. 

∑ They would like more say over activities and how they are delivered.
∑ There is some frustration with the cultural competency of service providers, indicating a desire 

to be serviced directly by governments.
∑ They also want real jobs with real wages, with training delivered in community and clear 

employment pathways for young people (school leavers).
∑ There are jobs that could be done in community, by local people, if people had the right skills 

and/or equipment (tools).

Overwhelmingly, the Government has heard that communities want First Nations ownership of the 
solutions to these challenges, as well as shared governance and decision making.

DEWR Engagement

The department is conscious of the need to listen to community and ensure any response meets the 
needs and aspirations of the local people and organisations on the ground. Designing and delivering 
services in partnership with Aboriginal and Torres Strait Islander peoples is core to the National 
Agreement on Closing the Gap.

It is important that we balance expectations around the need to develop the package and ensuring 
community engagement. DEWR staff members have actively engaged with and listened to the 
requests from those with authority in their community. Out of the 19 communities consulted, DEWR 
visited the following 14 communities plus a number of outstations connected with each community:

∑ Alice Springs (Mparntwe)
∑ Areyonga
∑ Atitjere
∑ Haasts Bluff (Ikuntji)
∑ Kintore
∑ Laramba
∑ Santa Teresa

∑ Ntaria (Hermannsburg)
∑ Mount Liebig
∑ Papunya
∑ Ti Tree (6 Mile)
∑ Willowra
∑ Yuelamu
∑ Yuendumu.
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To date, departmental officials have actively engaged through a range of governing and consultative 
forums, including:

∑ The Central Australia Plan Aboriginal Leadership Group
∑ Interdepartmental committees
∑ The Social Order Response Implementation Council (which includes the Central Australia 

Regional Controller and the Alice Springs Mayor)
∑ Central Land Council Executive
∑ Bilateral discussions with each of the NT Government departments and the NIAA.

Any detailed questions around the Commonwealth’s program of engagement or governance 
arrangements should be directed to the National Indigenous Australians Agency.

Does DEWR have a presence in Alice Springs?

The DEWR Northern Territory (NT) State Office has a presence in the NT – operating from Darwin. 
It services Alice Springs on a fly-in fly-out basis. 

Under the Local Jobs Program we have an Employment Facilitator (EF) based in Darwin and their 
Support Officer is based in Alice Springs. These roles help collect local labour market intelligence and 
identify potential labour market interventions, looking to help employers meet their labour 
shortages and address barriers for job seekers to take up work – (set out in the Local Jobs and Skills 
Plan which is developed with local stakeholders who meet monthly).
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How many individuals are supported by DEWR in Central Australia?

In Central Australia, the Alice Springs Local Government Area (LGA) is the only location where 
Workforce Australia services are delivered. Those living in communities, outstations and the Alice 
Springs town camps are supported by the Community Development Program administered by the 
National Indigenous Australians Agency. 

Number of individuals (% of total caseload) in the Alice Springs LGA (as at 31 December 2023).

Cohort Workforce Australia 
Services

Workforce Australia 
Online

Transition to 
Work ParentsNext

Number % Number % Number % Number %
Total caseload 960 100.0% 110 100.0% 120 100.0% 160 100.0%
Indigenous 825 85.9% 60 54.5% 115 95.8% 145 90.6%
Under 25 
years

160 16.7% 25 22.7% 120 100.0% 40 25.0%

Age 25 - 34 260 27.1% 30 27.3% N/A N/A 80 50.0%
Female 480 50.0% 50 45.5% 60 50.0% 160 100.0%
Male 480 50.0% 60 54.5% 60 50.0% 5 3.1%
CALD 40 4.2% 15 13.6% 5 4.2% 5 3.1%
PWD 190 19.8% 15 13.6% 5 4.2% 15 9.4%
Homeless 215 22.4% 5 4.5% 20 16.7% 20 12.5%
Ex-offender 270 28.1% 5 4.5% 25 20.8% 10 6.3%
Parent 160 16.7% 10 9.1% 5 4.2% 160 100.0%
Mental 
Health*

460 47.9% 5 4.5% - - 5 3.1%

Drug & 
Alcohol*

45 4.7% 5 4.5% 5 4.2% 5 3.1%

*Individuals identified as having mental health conditions or drug/alcohol issues are only those who
have had diagnosed conditions confirmed through an Employment Services Assessment (known as an 
ESAt) conducted by Services Australia. 

Next steps, including consideration by Government where expected
DEWR is implementing the Remote Training Hubs measure in consultation with the Central Australia 
Plan Aboriginal Leadership Group, local communities, the OCARC, NT and federal governments. 

Last Cleared By
Date Last Cleared 13 February 2024
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BACKGROUND

Central Australian Regional Controller’s Report into Alcohol Related Harm in Central Australian 
Communities

On 24 January 2023, the Prime Minister and the Chief Minister of the NT met with a number of 
stakeholders in Alice Springs regarding alcohol related harm and crime occurring in the town. As a 
result, immediate alcohol restrictions were implemented for three months, and the office of the 
Central Australia Regional Controller (OCARC) was established.

This report from the OCARC sets out alarming statistics for domestic violence and alcohol related 
harm. It is clear that action must be taken to address the unacceptable levels of harm being faced by 
residents in town camps and nearby remote communities, including the harm being suffered by 
visitors from outlying remote communities and including other states. 

Many of these issues are not new to Central Australia, nor the NT more broadly. All are closely 
related to the disproportionate disadvantage that Aboriginal people face at every level in our society 
and are visible on essentially every social index, including but not limited to: 

∑ overrepresentation in the criminal justice system and in detention
∑ poorer health outcomes, including life expectancy, child mortality rates, suicide rates, and 

child development
∑ higher rates of alcohol and other drug (AOD) addiction and misuse
∑ poorer education and training outcomes, and fewer employment opportunities

Alcohol prohibitions

The objective of the Stronger Futures in the Northern Territory Act 2012 (Cth) (the Stronger Futures 
Act) was to continue alcohol prohibitions introduced through the Northern Territory Emergency 
Response in prescribed areas and gave the Commonwealth Government powers to amend Northern 
Territory legislation applying to Community Living Areas and Town Camp Living Areas. 

The Stronger Futures Act automatically expired in 2022. Communities that had a General Restricted 
Areas (GRA) in place prior to the Commonwealth Government’s statutory interference continued to 
have alcohol restrictions (noting that these were not all uniform). Communities that did not have a 
previous GRA ceased to have alcohol restrictions unless they opted in to maintain restrictions 
through an interim alcohol protected area under the Liquor Act 2019.

Data and operational intelligence obtained through NT Government operations and regular statistical 
reporting has indicated that there has been an increase in alcohol-related harm from November 2022 
to present that warrants consideration of urgent action, particularly as it relates to the consumption 
of takeaway alcohol.

Alcohol consumption is believed to have had a devastating impact on assaults, domestic violence, 
emergency department presentations and property offences. 
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Report recommendations 

1. The NT Government make urgent amendments to the Liquor Act 2019 that will see town camps 

and nearby remote communities return to alcohol free areas, with a clear path forward if the 

community wishes to introduce responsible drinking options, upon the development of a 

Community Alcohol Management Plan. 

2. The NT and Commonwealth Governments continue to work together to deliver needs-based 

funding to the relevant service providers in the Northern Territory as a matter of priority, so that 

the cycle of intergenerational trauma and disadvantage can truly begin to be broken.
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1 Totals may not add up due to rounding. 
2 Departmental expenses include expenses not requiring appropriations. 
3 Treasury Payments (S&T) refers to payments for skills programs made to the State and Territories through Treasury.
4 Skills and Training Total consists of: DEWR O2 Skills and Training, Australian Skills Quality Authority and Treasury payments to States and Territories.
5 Workplace Relations Total consists of: DEWR O3 Workplace Relations, Asbestos and Silica Safety and Eradication Agency, Comcare, Fair Work Commission, Office of the Fair Work Ombudsman and Safe Work Australia.

UNDER EMBARGO UNTIL THE 2023-24 PAES IS TABLED IN THE PARLIAMENT

UNDER EMBARGO UNTIL THE 2023-24 PAES IS TABLED IN THE PARLIAMENT

MYEFO/PAES A3

ASL
2023-34 Net change

O1 Employment and Workforce 1,918 74
O2 Skills and Training 1,374 64

 O3 Workplace Relations 422 19
 DEWR Total 3,714 157

Note: Corporate ASL is allocated to Outcomes for PAES reporting.
Net change is calculated as ASL in the 2023-24 PAES less ASL in the 2023-

24 PBS.

Refer to PAES Table, 2.1.1 (p.33) for O1, 2.2.1 (p.36) for O2 and 2.3.1 
(p.42) for O3.

EXPENSES ACROSS FEs (2023-24 to 2026-27)
Admin ($m)1

(Net change)
Dept ($m)1,2 
(Net change)

Total ($m)1

(Net change)

DEWR 18,081.9
(+541.8) 

3,502.9
(+251.9)  

21,584.8
(+793.6)  

O1 Employment 
and Workforce

7,623.1
(-592.9)  

1,925.3
(+108.3)  

9,548.5
(-484.6)  

O2 Skills and 
Training

7,961.7
(+760.5)  

1,225.6
(+118.9)  

9,187.3
(+879.5)  

O3 Workplace 
Relations

2,497.1
(+374.1)  

 352.0
(+24.7)  

2,849.1
(+398.8)  

Portfolio 
Agencies

0.4
(-1.6)  

2,961.0 
(+352.5)

2,961.4
(+350.9)  

Treasury 
Payments3

10,046.7
(+2,502.9)  

- 
(nil change)      

10,046.7
(+2, 502.9)  

Skills and 
Training Total4

 18,008.4
(3,263.4)  

1225.6
(+98.2) 

  19,234.0
(+3,361.6) 

Workplace 
Relations Total5

2,497.5
(+878.9)  

3,061.0
(+436.3)  

5,558.5
(+1,315.2)  

Refer to PAES Table 2.1.1 (p.32) for O1, 2.2.1 (p.34) for O2 
and 2.3.1 (p.42) for O3

.

KEY MESSAGES
• The 2023-24 Portfolio Additional Estimates Statements (PAES) includes measures announced since the 2023-24 

Budget, including through the 2023-24 MYEFO. 

• These measures build on the Government’s investment in employment, workplace relations, and skills and 
training included in the 2023-24 Budget that also support key priorities, including the Employment White Paper, 
the release of the Migration Strategy and Closing Loopholes Reform.

• Key measures include: Turbocharging TAFE Centres of Excellence, implementation of a new voluntary pre-
employment service for parents, employment services trials, and funding to support Closing Loopholes reforms 
and workplace safety measures, including a prohibition on engineered stone. 

• The National Skills Agreement has been agreed with the states and territories, where the Government is
providing up to $12.6bn. Of this, DEWR will manage $3.7bn for payment to States through Treasury, including 
$217m in DEWR retained funding.

• DEWR total expenses of $ 6.3bn in 2023-24 (↑$744.4m since 2023-24 Budget PBS)
o Departmental expenses of $930.3m in 2023-24 (↑$92.2m since 2023-24 PBS)
o Administered expenses of $5.3bn in 2023-24 (↑$652.2m since 2023-24 PBS), not including Treasury 

• DEWR ASL of 3,714 in 2023-24 (↑157 since 2023-24 PBS) driven by additional ASL for the new voluntary pre-
employment service for parents, employment services trials, National Skills Agreement, and migration reforms.

• Key changes in program expenses since 2023-24 Budget include: an increase of $660m in 2023-24 for Boosting 
Apprenticeship Commencements; a reduction in employment services spending of $312.4m over 
4 years as a result of the Better Targeting Employment Services measure (which will be redirected to other 
priorities in the portfolio; and an increase of $241.8m over 4 years to the Coal LSL special appropriation. 

POINT-TO-POINT ACROSS FEs (2023-24 to 2026-27)
Admin ($m)1 Dept ($m)1,2 Total ($m)1

DEWR Expenses as at 
2023-24 Budget 17,540.1 3,251.1 20,791.2 

Measures -390.5 156.1* -234.4 

Movement of Funds 31.3 10.9 42.1 
Changes in 

Parameters 67.7 7.0 74.7 
Other Variations (e.g. 
estimates variations) 833.3 77.9 911.2 

Net Change 541.8 251.8 793.6 
DEWR Expenses as at 
2023-24 PAES 18,081.9 3,502.9 21,584.8 

* Including capital

EXPENSES 2023-24
Admin ($m)1

(Net change)
Dept ($m)1,2 
(Net change)

Total ($m)1

(Net change)

DEWR 5,348.9 
(+652.2) 

930.3
(+92.2) 

6,279.2
(+744.4)

O1 Employment 
and Workforce

1,857.3
(-62.8) 

494.4
(+41) 

2,351.7
(-21.9) 

O2 Skills and 
Training

     2,855.1
(+648.8) 

343.4
(+41.8) 

 3,198.5
(+690.6) 

O3 Workplace 
Relations

636.5
(+66.3) 

92.5
(+9.4) 

729.0
(+75.7) 

Portfolio 
Agencies

             0.1
(-0.4) 

737.8
(+78.8) 

  737.9
(+78.4) 

Treasury 
Payments (S&T)3

2,367.9
(+467.8) 

-
(nil change)   

2,367.9
(+467.8)

Skills and 
Training Total4

5,223.0
(+1,116.6) 

 343.4
(+44.6) 

5,566.4
(+1,161.2) 

Workplace 
Relations Total5

    636.6
(+65.8) 

830.4
(+88.3) 

1,466.9
(+154.1) 

Note: Net change is calculated as expenses for 2023-24 in the 2023-24 PAES 
less expenses for 2023-24 Budget. 

Refer to PAES Table 2.1.1 (p.32) for O1, 2.2.1 (p.34) for O2 
and 2.3.1 (p.42) for O3

POINT-TO-POINT 2023-24
Admin ($m)1 Dept ($m)1,2 Total ($m)1

DEWR Expenses as at 
2023-24 Budget 4,696.6 838.1 5,534.8

Measures -40.0      52.9*      12.8 
Movement of Funds       29.0        6.0      35.0 

Changes in 
Parameters       12.9           -           12.9 

Other Variations (e.g. 
estimates variations)    650.3      33.3       683.7 

Net Change    652.2      92.2       744.4 
DEWR Expenses as at 
2023-24 PAES        5,348.9    930.3    6,279.2 

* Including capital

KEY MEASURES
 $ in millions across FEs (2023-24 to 2026-27) including DEWR and portfolio entity impacts.

Refer to PAES Table 1.2 (p. 19-21) and MYEFO 2023-24 (p. 237-243)

   Spending Measures led by EWR Portfolio
• Employment Services Trials: enhancing support for digital participants ($37.2m)
• New Voluntary Pre-Employment Service for Parents (total of $20.9m; inc DEWR savings of $15.2m)
• Programme for the International Assessment of Adult Competencies Survey ($11.2m)
• Review of Australian Apprenticeships and Incentives ($5.4m)
• Closing Loopholes (total of $94.6m; inc $14.7m for DEWR. Govt will also collect $85.8m in non-tax revenue)
• Future of the Seacare Scheme (total of $1.4m; inc $0.5m for DEWR and $0.9m for Seacare)
• Prohibition on the Use of Engineered Stone – communications strategy ($9.3m)
• Review of the Safety, Rehabilitation and Compensation Act 1988 ($4.3m)

   Savings Measures led by EWR Portfolio
• Better Targeting Employment Services (total savings of $266.1m; inc DEWR savings of $312.4m)
• Employment and Workplace Relations – reprioritisation (savings of $16.2m)

   Other Measures with EWR Portfolio impacts (DEWR / portfolio entity impact only)
• Employment White Paper ($9.4m)
• Home Affairs-led measures 

o Australia's Humanitarian Program ($5.2m)
o Migration System Integrity ($4.5m for DEWR; $33.3m for ASQA)
o Migration System Reforms ($7.8m for DEWR; $3.9m for FWO)

• Restart Wage Subsidy for Disability Employment Service Participants – extension ($0.03m)
• Funding for Territories ($0.3m)
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Over two thirds of casual employees (around 1.8 million employees) have irregular working 
arrangements where minimum hours are not guaranteed, and either hours or earnings/income can 
vary from one pay period to the next.

Around a quarter (24.5%) of casual part-time workers reported underemployment in August 2022.

Independent contractors

There are around 1.0 million independent contractors (or 7.5% of all employed persons) (ABS, 
Characteristics of Employment, August 2023). The proportion of Australian workers who are 
independent contractors has remained relatively stable over the last decade at around 8-9% of all 
employed persons.

Most independent contractors do not have paid leave entitlements – they are people who operate 
their own business and contract to perform services for others without having the legal status of an 
employee.

In August 2023:
• over two thirds (69.4% or 727,600) of independent contractors were men; 30.6% (321,300) 

were women
• men had a higher incidence of working as independent contractors: 9.9% of men were 

employed as independent contractors compared with 4.8% of women
• the main industries of employment for independent contractors were Construction (26.5%), 

Professional, scientific and technical services (14.0%) and Health care and social assistance 
(13.0%). 

As at August 2022 (most recent available data), most independent contractors worked full-time in 
their main job (59.8% or 669,200 persons).

Fixed term contracts

345,400 employees (2.9% of all employees) are working on fixed term contracts (ABS, 
Characteristics of Employment, August 2023). Until 2023, the proportion of Australian employees 
who worked on fixed-term contracts had remained relatively stable over the last decade at 3-4%.

In August 2023:
• 30.3% of all employees on fixed term contracts (104,600) had been with their employer for 

over two years.
• More than half (58.9%) of employees engaged on fixed term contracts were women.

• 71.7% of fixed term contractors were employed full-time.

• 20.2% of employees engaged on fixed term contracts were casual employees.

• The bulk of employees engaged on fixed-term contracts worked in Education and training 
(25.8%), Public administration and safety (20.5%) or in Health care and social assistance 
(19.3%).

Rolling fixed term contracts

• As of August 2022, 18.8% of fixed term contractors (73,000) were long-term workers on 
rolling fixed-term contracts (had been with their employer for over 2 years and contract 
length was 2 years or less). (ABS, Characteristics of Employment, August 2022, unpublished 
Tablebuilder data)
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Employees paid by a labour hire firm

There were 327,100 workers (or 2.3% of all employed people) employed in the Labour supply 
services industry (ABS, Labour Hire Workers, June 2023, using Labour Account, June 2023). The 
incidence of labour hire employees has increased over the past two decades but has declined from 
its peak of 2.7% in March 2020.

• Most labour hire workers (61.4%) were men (ABS, Labour Hire Workers, June 2023, using 
Jobs in Australia, 2019-20).

• Most labour hire workers (81.2%) were full-time (ABS, Labour Hire Workers, June 2023, using 
Characteristics of Employment, August 2022).

• Most labour hire workers (83.6%) were casual employees (ABS, Labour Hire Workers, June 
2023, using Characteristics of Employment, August 2022).

• Labour hire employment is often short-term – most labour hire workers (62.6%) had been 
with their current employer for less than one year (compared to 26.0% for all employees) 
(ABS, Labour Hire Workers, June 2023, using Characteristics of Employment, August 2022).

• Median hourly earnings for labour hire workers were $34.90, compared with $37.30 for all 
employees (ABS, Labour Hire Workers, June 2023, using Characteristics of Employment, 
August 2022).

Digital platform workers

Data on the Australian digital platform economy is only emerging and estimates have historically 
varied.

In its first release of experimental data on digital platform workers, the ABS has estimated that in 
2022-23, 0.96 % of the employed population reported undertaking digital platform work in the last 
four weeks. The Department  estimates this to be roughly 135,000 digital platform workers as at June 
2023.

Digital platform workers were more likely to be:

• Men (66% of digital platform workers compared to 52 per cent of all employed).

• Younger workers (48.1% of digital platform workers were aged under 35, compared with 
38.5% of all employed).

• Multiple job holders (11% of digital platform workers reported they were multiple job 
holders in the Labour Force Survey, compared with 6.7% of all employed).

• Undertaking part-time or full-time study (around 21% of digital platform workers were 
undertaking part-time or full-time study, compared with 11% of the broader population).

• The majority of digital platform workers (53%) undertook less than 10 hours of paid per task 
work.

• The most popular digital platform tasks undertaken included food delivery (35%) and personal 
transport (27%).

• The motivation of the majority (54%) of digital platform workers is to supplement income.
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Earlier estimates of the size of the digital platform economy (published before the onset of the 
COVID-19 pandemic) ranged from 0.8 % of the workforce, or approximately 100,000 workers 
(HILDA2), to 7.1 % of the workforce, or 909,500 workers (Victorian National Survey).3 

In 2023, Uber indicated that more than 150,000 rideshare and food delivery workers used the Uber 
platform to work each month.4 

Multiple job holders

In September 2023, the rate of multiple job-holding was 6.6% (or 955,600 people) of all employed 
people, down from a series high of 6.7% (962,900) in June 2023 and 6.7% (953,600) in March 2023 
(ABS, Multiple job-holders, September 2023).5  Until September 2021, the rate of multiple job holding 
had been roughly stable between 5% and 6% for the past two decades.

• Women were more likely to be multiple job holders: 7.9% of employed women held multiple 
jobs, compared with 5.6% of employed men.

• Multiple job-holders worked an average of 29.9 hours per week in their main job and 9.4 
hours in their secondary jobs (or 39.3 hours per week total). Single job-holders tended to 
work 35.1 hours per week in their job.

• Young workers (ages 15-24) were the most likely to be multiple-job holders, with 7.2% of the 
age group holding multiple jobs, the highest incidence across all age groups.

2 R Wilkins et al., ‘The Household, Income and Labour Dynamics in Australia Survey: Selected Findings from 
Waves 1 to 20’, Melbourne Institute: Applied Economic & Social Research, University of Melbourne, 2022, p. 
89.
3 P McDonald. et al, ‘Digital Platform Work in Australia: Prevalence, Nature and Impact (Digital platform work in 
Australia)’, commissioned by the Victorian Department of Premier and Cabinet, 2019.
4 Uber, ‘Flexibility works’, https://www.uber.com/au/en/u/gig-reform/, accessed 28 June 2023. 
5 The Australian Bureau of Statistics defines multiple job-holders as people who work for more than one 
employer during the same period. A multiple job-holder can be actively employed by different employers in the 
same industry or across multiple different industries. The rate of multiple job-holding is calculated as the 
proportion of workers having more than one job over all workers.   
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Attachment B: Fixed term contracts

OFFICIAL

OFFICIAL

The Secure Jobs, Better Pay Act introduced a limitation on the use of fixed term 
contracts, which commenced on 6 December 2023.

• Limitations on the use of fixed term contracts (including maximum-term 
contracts) beyond two years or two consecutive contracts (whichever is 
shorter), including renewals. 

• If the limit is breached, contract considered a contract of permanent 
employment (section 333G).

• The limitations improve job security by placing new limits on rolling fixed 
term contracts for jobs that would otherwise be permanent.

• The Fair Work Amendment (Fixed Term Contracts) Regulations 2023 also 
commenced on 6 December 2023 and include time limited exceptions for 
some roles. 

• The changes only apply to new contracts entered into after 6 December 
2023. However, any contract that was in place prior to the 
commencement will be counted towards the limits (section 333E(4)).  

Limited exceptions in legislation to allow fixed term contracts beyond the 
limits where genuinely necessary and appropriate (section 333F):

• Performing a discrete task for a fixed period involving specialist skills
• Performing work in relation to a training arrangement (Apprentices and 

trainees)
• Undertaking essential work during a peak demand period (such as a 

harvest)
• Undertaking work during an emergency or temporarily replacing another 

employee on long leave (such as workers compensation leave)
• Earning above the high-income threshold (including pro rata for part time 

employees). Threshold $167,500 since 1 July 2023
• Where the work is funded in whole or in part by government for a period 

greater than 2 years and there are no reasonable prospects of renewal
• A time-limited governance position
• Where permitted under a modern award

Regulations provide for additional exceptions for contracts made between 
6 December 2023 and 30 June 2024 in certain roles:

• Organised sport – roles in particular organised sporting bodies to perform 
work as certain types of athletes, coaches, performance support 
professionals or match officials.  Employees for international events for 
high performance sport. 

• Organisations funded (in whole or part) by a philanthropic entity or 
testamentary gift or contribution

• Employees covered by the Higher Education Industry – Academic Staff 
Award 2020 or the Higher Education – General Staff Award 2020

• Employees covered by the Live Performance Award 2020 who enter a 
contract for 12 months or less.

• The intent of the time limit of 30 June 2024 is to allow parties to progress 
discussions regarding the ongoing use of fixed term contracts within their 
sectors. 

Stakeholders have sought guidance on legislated exceptions

Stakeholders have sought guidance about how the exceptions will operate.
• The impact on service providers that may be funded whole or in part 

through government funding exception (333F(1)(f)). 
o For example, not-for-profit sector have sought guidance on the 

use of grant funding to employ staff on fixed term contracts where 
there is a requirement that there be no reasonable prospects of 
renewal, arguing it is too high a threshold to meet due to short-
term government funding. 

o ‘No reasonable prospects’ is a deliberately high threshold and not 
intended to cover all government funding. Some employers may 
need to review their employment practices to better support 
ongoing employment arrangements for their workforce.

• A definition of ‘specialist skills’ is not included to allow industries to 
identify genuine specialisation without risk of creating a narrow exclusion 
which may have unintended consequences (333F(1)(a)).

The Fair Work Act prevents use of fixed term contracts where substantial 
reason is to avoid redundancy and payment in lieu of notice 

• The charities and not-for-profit sector argue the uncertainty around 
government and non-government funding arrangements restricts their 
ability to provide ongoing employment, and they are unable to fund 
redundancy costs. 

• Redundancy payments would only be required where there is a genuine 
redundancy in that the work is no longer needed to be performed by 
anyone. Where there is recurrent funding, the practical reality of 
redundancy may never eventuate. Provisions in the Fair Work Act allowing 
for termination of employment remain. 

• There are existing restrictions in the Fair Work Act (s123(2)) which prevent 
the use of fixed term contracts if the substantial reason for employing the 
employee in that way is to avoid obligations to redundancy payments and 
payment in lieu of notice.

Interaction between fixed term limitations and modern awards

• The exception at 333F(1)(h) recognises the Fair Work Act framework 
allows modern awards to include provisions related to the use of fixed 
term employment for specific sectors and industries.

• An employer or employee can apply to the Fair Work Commission for a 
determination to vary a modern award to resolve any difficulty relating to 
the interaction between the modern award and the fixed term limitations.

Fixed term Contract Information Sheet

• The Fair Work Ombudsman has published a Fixed Term Contract 
Information Statement, with employers required to give the statements to 
employees when they are offered a new contract of employment that is 
for a fixed term.  

• The statement will assist employers and employees understand the 
limitations on the use of fixed term contracts, and any obligations or rights 
that arise because of the improper use of fixed term contracts.

Dispute resolution is available

• If a dispute cannot be resolved at the workplace level, one party may refer 
the dispute to the FWC. 

• The FWC must deal with the dispute, which could include consent 
arbitration (section 333L(3)).  

• The Federal Circuit and Family Court of Australia, and Magistrates Courts 
can deal with disputes under the small claims procedure, including 
disputes about whether an exception applies and whether that employee 
should instead be permanent (section 548).   

• Contravening the fixed term limitations is a civil remedy provision. 

The department has consulted widely and stakeholders continue to seek 
further exceptions 

• As of 1 January 2024, there have been 62 confidential consultations in 
developing the Regulations.  

• Following the commencement of the Regulations in December 2023, the 
department wrote to sector employer and employee representatives 
seeking an update on discussions for ongoing arrangements by 1 March 
2024. 

Employer groups continue to seek further exceptions via regulation following 
the implementation of the regulations. For example:

• The Australian Higher Education Industrial Association and Association 
of Australian Medical Research Institutes seeking exception for 
research and development roles.

• The charities and not for profit sector for government and/or 
philanthropic funded roles. 

 Recent Media coverage on fixed term contracts

Research: 
• “imposing unworkable restrictions on this form of employment could 

have huge impact on viability of the nation’s research effort”. 
Australia the loser with new workplace laws (AHEIA, media release, 11 
August 2023)

• “Australian medical research institutes could lose the ability to 
conduct “high-quality, lifesaving research” because of Labor’s 
industrial relation changes, with the sector warning some may fail 
while other could be saddled with extra costs of up to $3m a year.” IR 
threat to lifesaving research (The Australian, 19 January 2024)

Charities: 

• “The independent peak body representing charities has raised the 
prospect of increased costs for community organisations and broken 
budgets as a result of the introduction of new fixed-term contract 
changes.” Charities warn IR change will be costly (The Weekend 
Australian, 20 January 2024)
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