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The ANMF seeks a four-year Agreement based on inclusion of the most beneficial provisions of:  
 

(a) the current BlueCross and Opal Enterprise Agreements (including any BOOT undertakings 
given to FWC in the previous approval) as per Appendix 3; and 

(b) the Nurses Award 2020; and 
(c) the Aged Care Award 2010; and 
(d) the National Employment Standards; and 
(e) this log, unless otherwise agreed.  

 
The agreement is to be a ‘one-stop’ document. All clauses will be comprehensive so that employees 
do not need to seek information in other documents or in employer policy.  
 
Building on current employment entitlements, ANMF seeks improvements to terms and conditions 
of employment as follows: 

 
A. Time to Care – Minimum safe staffing to deliver quality care  

 
1. The employer will provide care minute reporting to ANMF (Vic Branch) monthly that transparently 

identifies how care minutes are calculated and operationalised (including which roles are included 
in the delivery of care minutes and any duties of roles that are not included eg laundry, preparing 
and serving meals). Any gaps will be identified to Employees and the ANMF on care minute 
outcomes and the Employer will consult with Employees and the ANMF to identify and address 
challenges.  
 

2. Each enterprise agreement must contain a clear process for assessing and altering the skill mix in 
accordance with the acuity of residents.  The employer will provide details of the current skill mix 
(or any employer skill mix guidance/documentation) to ANMF (Vic Branch) within 14 days of the 
request.   

 
3. Requirement to appoint adequate EFT of Registered Nurse Grade 5 After Hours Coordinator 

(however titled) to ensure an After-Hours Coordinator (however titled) covers all off-duty or off-
site periods of the Director of Nursing (however titled) per facility. In exceptional circumstances, 
a registered nurse who is not an appointed After-Hours Coordinator (however titled) may be 
required to act in charge during the off-duty or off-site period of the Director of Nursing and will 
be paid as such. 

 
4. In addition to the Registered Nurse Director of Nursing and the After Hours Coordinator there will 

be minimum requirements in each facility (with no reduction in current staffing) as follows, one 
(1) additional nurse on each shift in facilities of 90 or more residents (so at least one RN and one 
other nurse (either RN or EN) on AM, PM and night shift), two (2) additional nurses on each shift 
in facilities of 160 or more residents, three (3) additional nurses on each shift in facilities of 220 or 
more residents, and four (4) additional nurses on each shift in facilities of 250 or more residents.    
Additional minimum staffing for memory support units, palliative care, large infectious disease 
outbreaks and hospital admissions/discharges.  

 
5. A comprehensive Workload Management clause to be included that allows a workload matter to 

be raised by the ANMF on behalf of itself or a group of members. 
 

6. The roster must be posted where it can be readily sighted by employees and/or ANMF and must 
be provided upon request or where change is proposed. Rosters must reflect vacancies (planned 
and unplanned) and replacement staff to fill the roster vacancy.  
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7. Requirement for replacement of planned and unplanned vacancies, first with permanent staff, 
then casual staff, then overtime and then agency staff. Requirement for part time additional shift 
supplementary roster and casual pool at each facility. 

 

8. Part time employees will be employed in accordance with the part time definition in the Aged 
Care Award. 

 
9. The employer will comply with the Department of Health and Aged Care’s Care minutes: Guide 

for registered providers of residential care homes (Responsibility Guide) in calculating and 

implementing care minutes and the Employer will make any rostering changes necessary to 

comply with the Responsibility Guide in consultation with Employees and the ANMF. A proposed 

change to the timing of delivery of care minutes will constitute a “major change” and will be 

subject to agreement consultation obligations.  

B. Respect our Work - Remuneration and Conditions reflective of the responsibility and skill 
of nurses and carers   

 
Pay 
1. Rates of pay to align with aged care nurses and carers private aged care industry rates (see 

Appendix 1) or the Victorian public sector agreement whichever is the higher, provided that: 
a) Agreement starting wage rates must be based on the higher of the BlueCross, Opal or AACG 

rates for each classification. 
b) Wages must increase by at least 5% per annum over the life of the Agreement with 

corresponding initial uplifts to meet industry rates where required; and  
c) Where applicable, there must be additional pay increases over the life of the Agreement to 

transition carer and nurse rates where those rates currently fall below industry rates (as 
above) or 5% above the Modern Award (whichever is higher); and 

d) Increase the casual penalty rates (on weekends and public holidays), overtime rates and 
Saturday and Sunday rates to meet the minimum standard in the applicable Modern Award(s) 
but ensure that the total remuneration on those days is above the Modern Award by at least 
20%.  
 

2. Include a clause in the Agreement that provides for transparency and consultation with respect 
to future additional funding provided by the Commonwealth as a result of Stage 3, Tranche 3 of 
the Aged Care Work Value Case proceedings as well as a commitment to pass on that additional 
funding in the form of higher wages and wage-related allowances/loadings (by varying the wages 
schedules, if necessary, during the life of the Agreement). Any ACWV uplifts must compound on 
the employer funded wage increases in the agreement.  
 

3. The Agreement to contain industry conditions as follows:  
a) A new Direct Care Classification Structure (covering PCWs and Leisure and Lifestyle Assistants) 

will be included in the agreement- see Appendix 2.  All Direct Care levels will have 3 paypoints 
at each level for yearly progression. 

b) The EN structure will include a Level 1 enrolled nurse without Notation with 3 years of 
experience which has the 4% medication allowance rolled in and a Level 2 Team Leader which 
incorporates the Team Leader Allowance. The current enrolled nurse Level 1 (non-medication 
endorsed or enrolled nurse with notation) is to be deleted as it is now redundant unless there 
are current enrolled nurse(s) employed at that rate. Each EN level will have 3 paypoints at 
each level for yearly progression. 

c) A Registered Nurse Classification Structure will be included in the agreement as per Appendix 
2. 

d) Annual pay point progression for all staff to be based on a year of service with no hours 
threshold and no education thresholds for ENs. 
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e) The definition of “Experience” for RNs and ENs is to be amended to the ANMF clause and to 
include where nurses are registered in other countries prior to their registration in Australia, 
that prior experience is to be taken into account for the purposes of classification (but only 
after full NMBA registration is obtained). 

f) Provide for Students of Nursing who are working as Carers (with or without a qualification) to 
progress to Level 3 and Level 4 when they have completed a specified percentage of their 
Diploma or Degree modules – current BlueCross condition, see Appendix 3 

g) Provide a clause that all paid leave will reflect any higher duties shifts worked. For example, 
an RN Grade 2 who works 50% of their shifts as an RN Grade 5 After Hours Coordinator must 
be paid 50% of their leave at the Grade 5 rate of pay.  An employee who acts up in a higher 
classification for a fixed period of three months or more in a calendar year will have all leave 
accrued in that higher duties period paid at the higher rate. 

h) The minimum shift length for all nurses and care staff will be four hours. 
i) Inclusion of Right to Request Flexible Work Arrangement clause. 
j) Professional development leave of five days (per annum and pro rata for part time workers 

with no minimum EFT per week required) for all staff, including casuals. 
k) Minimum study/examination/assessment leave of three days for all staff which can also be 

used for clinical placements required as part of a course.  
l) All mandated training will be in paid time and overtime will apply to all hours of training 

required outside rostered hours.  In addition to the standard competencies mandated 
competencies will include the following subject matter: diversity, cultural safety, trauma-
informed service delivery, restrictive practices and the law and escalation, reporting and 
management of occupational violence and aggression, and dementia care.  

m) Sunday penalty rate to be improved to award minimum in addition to current shift allowance 
entitlements. 
 

4. Annual Leave:  
a) Agreement to provide a base 5 weeks’ annual leave for all direct care workers with no overall 

loss of conditions for any employee.  
b) Nurses and personal care workers, whether full or part time, must have access to an additional 

(6th week) week of annual leave where their work includes evening/night shifts and/or 
weekend work.  

c) There must be a common definition of ‘shift worker’ for the purposes of accruing the 
additional week, being a worker who “works regularly on weekends and/or works regularly 
outside the hours of a day worker” [a definition consistent with the Aged Care Award].  

d) Elimination of the 152 -hour cap on payment of annual leave loading for RN day-workers – 
current BlueCross condition, see Appendix 3 

e) Timeframes for approval of annual leave and annual leave not to be unreasonably refused 
within these timeframes – current BlueCross conditions, see Appendix 3 

 
5. Long Service Leave:  

a) Access to accrued Long Service Leave (LSL) on completion of 7 years’ service.   
b) LSL to be paid out in full on termination (for any reason) or death after 7 years’ service.  
c) Casual RNs will be entitled to LSL under the clause. Alternatively, casual RNs who work mixed 

service must have that that mixed permanent and casual service recognised as continuous, 
provided there has not been a break in service. Such mixed service will accrue in accordance 
with the relevant mode of employment (1.7333 weeks for permanent service and 0.8666 
weeks for casual service) – current BlueCross condition, see Appendix 3 

d) Unpaid leave, up to 12 months on each occasion, will count as service for accrual purposes 
(the LSL Act Vic minimum entitlement as the basis for the provision). 

e) There will be a transition to retirement clause which enables employees to preserve their 
weeks of LSL at the EFT fraction they were working prior to a reduction in hours and also to 
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use single days of LSL to supplement income during the T2R period. Such a request will not be 
unreasonably refused by the employer– current BlueCross condition, see Appendix 3. 

f) A clause will be included that requires the employer to preserve the LSL entitlement of 
employees where the Employer initiates a change in rosters that reduces an employee’s 
fortnightly hours, so that employees suffer no detriment through organisational change.  
 

6. Redundancy payments:  
a) The agreement will provide for compensation for partial loss of hours or move to lower 

classification either through a) ‘partial redundancy’ compensation or b) salary maintenance 
for six (6) months where an organisational change has resulted in any loss to the employee 
including hours, penalties or allowances. If the partial loss makes the position unsustainable 
then the employee is entitled to a full redundancy – current BlueCross condition, see Appendix 
3. 

 
7. Parental leave:  

a) Provide a minimum of 14 weeks of paid parental leave for primary carers and 4 weeks for 
secondary carers (may be phased over the life of the Agreement). No employer to provide less 
than 8/4 weeks for primary/secondary in 2026 and 9/4 in 2027. 

b) Superannuation to apply to both paid and unpaid parental leave (the latter, in addition to any 
Commonwealth SGC payment which may be legislated for the CPPLS weeks).  

c) Include a definition of a ‘week’ of leave – either contracted hours or average ordinary hours 
worked over the last 12 months, whichever is the greater. Where an employee returns to work 
on temporary RTW arrangements, the substantive hours, not the temporary hours will be the 
basis of any subsequent period on parental leave.  

d) Express provision that paid parental leave is in addition to Commonwealth paid leave, that 
any paid leave is available for each birth (irrespective of return to work) and that full paid 
parental leave applies to still birth after 20 weeks gestation or after neo-natal death.  

e) Adoption defined to include permanent placement from foster care / permanent care order 
to the age of 18 years by a Court. 

f) Foster Care: provide for 5 days paid leave on each occasion the child is placed with the 
employee  
 

8. Include a comprehensive Family and Domestic Violence Leave provision which is consistent with 
the NES and provides up to 20 days paid leave per year on the same terms as the NES (as well as 
access to accrued personal leave entitlements).  
 

9. Personal Leave:  
a) Provide that employees have 5 days per annum where no evidence is required.  
b) Provide for 5 occasions in each per annum where a statutory declaration (up to 3 days on each 

occasion) is a suitable form of evidence. 
c) Agreed reasonable process for the notification of personal leave. 
d) Ability to view breakdown of personal leave entitlements including number of days with no 

evidence and number of days with statutory declarations. 
 

10. Reproductive leave: 
a) Provide 10 days paid leave per annum for circumstances related to menstruation, 

peri/menopause and/or reproductive matters that cause an employee to be unfit for work. 
b) A statutory declaration can be used to evidence the circumstances requiring the leave. 

 
11. Public holidays: 

a) Ensure that each agreement provides that shift workers are paid PH penalties on the actual 
day as well as any additional day (e.g. Christmas day on Saturday 25 December and on Monday 
28 December, which is an additional public holiday under the Public Holidays Act Victoria). 
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b) Include a provision that allows for employees with a cultural, religious or political preference 
to swap a traditional public holiday for a day that is not a public holiday by agreement with 
the employer. 
 

12. Meal breaks:  
a) Provide that in the event an employee is unable to take their meal break, is required to be 

contactable or is interrupted during the meal break, such untaken meal break period will be 
paid at time and a half (150 percent)– current BlueCross condition see Appendix 3. 

b) RNs will receive a paid meal interval of 30 minutes during the shift where they are the only 
RN on duty. 
 

13. Ceremonial Leave: Include a Ceremonial leave clause and provide four (4) days paid to attend 
events associated with celebration of culture, ceremonial events or sorry business and remove 
the word “legitimately”. 
 

14. Compassionate leave: for occasions involving the death of a spouse/partner or child 10 paid days. 
For all other occasions attracting compassionate leave 5 days (as opposed to the current 2 days 
as per the NES). In each case provide an additional two (2) days where the leave requires interstate 
or overseas travel.  
 

C. Security of work for meaningful careers for nurses and carers   
 
1. Consultation provision to include: 

a) Written advice to the ANMF (Victorian Branch) and affected employees when a decision has 
been made to make a major change that may have significant effects on personal care workers 
and/or nurses– current BlueCross condition, see Appendix 3.  

b) The provision of all relevant information including existing and proposed rosters, existing care 
minutes and any changes to care minutes delivered and the written assessment of the impact 
of the change (including OHS impacts). This must be provided to all employees (both directly 
affected and indirectly affected) as well as the ANMF (i.e. the employer will provide the ANMF 
with all material at the same time as employees). 

c) Ensure that for the purpose of consultation, ‘major workplace change’ includes any facility or 
network-wide roster change (whether or not it affects every employee directly), the opening 
of new facilities, the proposed sale of a facility and the purchase of an existing facility or 
business and renovation/refurbishment of existing facilities. 

 
2. Include a comprehensive disciplinary clause (that expressly enshrine principles of natural justice 

and procedural fairness) and: 
a) Provides principles relating to investigations that may precede a disciplinary process and 

ensures the two processes are applied separately. 
b) Provide for the provision of any material which forms the basis of the allegations or 

concerns raised at the same time as the allegations or concerns are provided in writing. 
c) Provide that the Employer will ensure that any investigation or disciplinary action relating 

to the professional conduct of a nurse will be informed, managed and led by nursing 
leadership of the organisations. 

d) Any investigation or disciplinary process must require the Employer to apply in their 
considerations reasonable weighting of context (including but not limited to systemic 
failures, systems of work, appropriate and safe staffing) in making a finding of 
inappropriate conduct or performance. Any outcome must be reasonable. 

e) The time a warning is relied upon will be 12 months for a first or second warning or 18 
months for a final warning.  
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3. Amend the Dispute Resolution Procedure to provide: 
a) That the clause allows for collective disputes where individuals have not notified the 

relevant manager at first instance but are represented by the ANMF 
b) That the clause covers all workplace grievances (not just disputes pertaining to the 

Agreement of the NES) and allows for referral for conciliation and arbitration for all 
matters. 

 

D. Safety of nurses, carers and residents guaranteed 
 

1. Consistent with the requirement for a safe workplace, Inclusion of a clause highlighting 
occupational violence and aggression as a key workplace issue and which provides for specific 
measures, including conduct of risk assessment of residents; consultation about measures to 
eliminate or mitigate assessed risk(including behavioural management plans, behavioural 
contracts and impacts of breaches); clear escalation processes where OVA is occurring or 
threatened to occur, and where measures to mitigate have not been implemented / been 
reversed and reporting and investigation of OVA incidents as OHS matters.   

 
2. Include a comprehensive Fitness for Work clause which sets out a process for assessing 

fitness for work concerns and return to work. 
 

3. Introduction of a comprehensive union delegate clause (consistent with the Award template 
clauses except as set out below) and OHS Rep (HSR) clause which provides that: 
a) A Union delegate or OHS committee member/HSR will be entitled five (5) days in the initial 

year of appointment and a minimum of three (3) days per year thereafter to undertake 
accredited training and education at the employee’s choice about industrial relations 
(including dispute resolution and disciplinary processes), attend relevant conferences 
(including union conferences) or deal with OHS issues.  This is additional to a HSR’s 
legislative entitlements. 

b) There will be no cap on the number of union delegates that can be trained in one year at 
any aged care facility. (Alternatively, where there are less than 100 employees and both 
the ANMF and HWU have delegates, the employer will provide paid training leave to at 
least one delegate from each union).  

c) The employer must notify the unions of the names of Health and Safety representatives 
on an annual basis (date to be included in the agreement), and whenever requested by 
ANMF; and  

d) Union delegates and HSRs are to have reasonable paid time release from duty to attend 
to matters relating to industrial, occupational health and safety or other relevant matters 
and have access to reasonable resources in the workplace to undertake their role 
(consistent with the Union Delegates Award provisions and OHS entitlements). 
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Appendix 1 
 
“Industry rates” for carers/PCWs and nurses in the aged care industry are set out below. This is the 
standard that all aged care providers whether stand-alone or network, are expected to reach. Some 
providers will exceed the Industry rates. 

Classification Industry 
rates 
 1/7/25 

Industry 
rates 
1/10/25 
ACWV 
(nurses 
and 
carers) 

Industry 
rates 
1/07/26 
with 3% 

Industry 
rates 
1/08/26 
ACWV 
(nurses 
only) 

Industry 
rates 
1/7/27 
with 3% 

Opal 
rates 
1/11/25 
 

BlueCross 
rates 
1/7/25 - 
*includes 
nauseous 
 

AACG 
rates 
1/11/25 – 
if higher 
than Opal 
*rates 
TBC 

Level 1 top rate 
(unqualified PCW – 
former WSG 3) 
nauseous 
allowance not 
rolled in*  

$1280-
$1305 

$1315-
$1340 

$1355-
$1380 

$1355-
$1380 

$1395-
$1420 

$1279.90 $1278.70 See Opal 
rate - 
$1363.25 

Level 2 top rate 
(Cert III qualified 
PCW – former WSG 
6) nauseous 
allowance not 
rolled in*  

$1310-
$1335 

$1345-
$1370 

$1385-
$1410 

$1385-
$1410 

$1425-
$1450 

$1376.74 $1376.74 See Opal 
rate – 
$1378.25 

Level 4 top rate 
(Cert IV qualified 
PCW – former 
WSG8) nauseous 
allowance not 
rolled in*  

$1360-
$1385 

$1395-
$1420 

$1435-
$1460 

$1435-
$1460 

$1475-
$1500 

$1409.99 $1425.38 See Opal 
rate – 
$1413.89 

Enrolled Nurse top 
rate (4% med 
allowance rolled 
in)* 

$1540-
$1565 

$1600-
$1625 

$1650-
$1685 

$1715-
$1740 

$1765-
$1790 

$1584.88 $1671.24 $1631.72-
1672.51 

Registered Nurse 
Grade 2 top rate 

$1940-
$1970 

$2025-
$2065 

$2085-
$2125 

$2170-
$2210 

$2235-
$2275 

$2035.92 $2083.16 $2106.72-
$2159.39 

Registered Nurse 
Grade 4A Year 2 

$2200-
$2240 

$2285-
$2325 

$2350-
$2390 

$2435-
$2475 

$2505-
$2545 

$2312.46 $2362.84 $2312.46 

Grade 5 (51-200 
beds) 

$2360-
$2400 

$2445-
$2485 

$2515-
$2555 

$2600-
$2640 

$2675-
$2715 

$2444.11 $2518.64 $2454.42-
$2515.78 

* where nauseous allowance has been rolled in to the rate and is not payable separately, the PCW and EN rates 
should be $10-$20 per week higher  
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Appendix 2 
 
Direct Care Classification Structure: 
 

Level 1 (former WSG3) Unqualified 

Level 2 (former WSG6 year 1-4) Cert III qualified and Cert IV (first 2 years 
only) 

Level 3 (former WSG6 year 5-6) Cert III Senior (after 4 years at Level 2) to 
operate from 1/1/27 

Level 4 (former WSG8) Cert IV automatic (PCWs and Lifestyle 
Assistants holding Certificate IV 
qualifications will be automatically 
appointed to, or progress to, WSG 8, 
regardless of when they acquired their 
qualification. All PCW and Lifestyle 
employees who currently hold a 
Certificate IV and are at WSG 6 will 
automatically move to the relevant year 
of experience in WSG 8 upon 
commencement of the Agreement 

Level 5  Cert IV Specialist (appointed position for 
specific tasks) 

Level 6 (former WSG 11) Cert IV PCW or L&L Coordinator 

 
Registered Nurse Classification Structure: 
 

RN Grade 1 (to be paid no less than RN G2Y2 rates) A Registered Nurse in their first year of 
experience following registration as a 
Nurse with the Nursing and Midwifery 
Board of Australia (NMBA) 

RN Grade 2 PP 1 – 3 (representing years of 
experience)  

A Registered Nurse in the second or 
subsequent years of experience as a 
Registered Nurse and who: 
(1) On AM shift is the second or 
subsequent Registered Nurse rostered 
on the shift (in addition to the Director 
of Nursing and/or Clinical Care 
Coordinator however titled) i.e. there is 
at least one other RN classified at Grade 
4 or Grade 5 nurse rostered on the floor, 
in addition to the DoN and/or Clinical 
Care Coordinator; and 
(2) On PM, night and weekend shifts 
works under the direct supervision of a 
more experienced Registered Nurse 
who is in charge of the same section or 
unit within which the RN Grade 2 is 
working (i.e. the RN Grade 2 is not in 
charge of or responsible for a section or 
unit of the facility but works under direct 
supervision). 



 

10 
 

RN Grade 3A A Registered Nurse appointed as an 
Associate Nurse Unit Manager 
(however titled). 

RN Grade 4A A Registered Nurse appointed as the 
After Hours Coordinator, In-Charge of a 
facility of less than 61 beds in the out of 
hours of the Director of Nursing on PM, 
night and all weekend shifts and paid as 
such. 

RN Grade 5 A Registered Nurse appointed as the 
After Hours Coordinator (however 
titled) for a Facility of 61 beds or more 
on PM, night and all weekend shifts and 
paid as such.  
 
A Registered Nurse appointed as a 
Clinical Care Coordinator in a 
Residential Aged Care Facility. 

RN Grade 6 A Registered Nurse appointed as a 
Deputy Director of Nursing (however 
titled) and paid as such.  

RN Grade 7 A Registered Nurse appointed a 
Director of Nursing (however titled) and 
paid as such. 

Nurse Practitioner, PP1 – 2 (representing years of 
experience) 
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Appendix 3 
 
BlueCross conditions to continue in the Opal Agreement  
 
As stated in the log of claims, ANMF seeks for the most beneficial provision of the Opal and BlueCross 
Agreements to apply. The BlueCross Agreement has significant conditions that have been negotiated 
and agreed to by members and these conditions should not be diminished by the purchase of 
BlueCross by Opal. These conditions include but are not limited to: 
 

Condition Blue Cross superior condition Opal condition 

Wages for RN, 
EN and WSG6 
and WSG8, 
allowances for 
RN and EN 

RN and EN wages and allowances are 
higher in the BlueCross Agreement. 
WSG6 (PCW2) and WSG8 (PCW 3 Cert 
IV) wages are also higher. 

Lower wages  
Lower allowances for RN and EN 

Personal leave Accrual per year of service: 
- 1st and 2nd year of service 12 days 
- 3rd and 4th year of service 14 days 
- 5th and 6th year of service 17 days 
- 7th and subsequent years 21 days 
 
Annual certification for chronic health 
conditions 

Accrual per year of service: 
- 1st year of service 10 days 
- 2nd, 3rd and 4th year of service 12 days 
- 5th and subsequent years 16 days 
 
No provision for annual certification for 
chronic health conditions 

Annual leave 
shiftworker/6th 
week 
entitlement for 
RNs 

Applies to both full time and part time 
RNs 

Only applies to full time RNs 

Annual leave 
timeframes  

4 weeks notice for application and the 
employer to provide responses within 
14 days except where covered by the 
high demand holiday period 

2 weeks notice for application – no 
timeframe for response by employer 

Long Service 
Leave 

- Access at 7 years at rate of 0.8667 
weeks per year of service 
- Payment of long service leave on 
termination for any reason from 7 
years 
- Continuous service counting towards 
long service leave includes all forms of 
paid leave count, absence on 
community service leave, 12 months 
of unpaid parental leave on each 
occasion plus another 12 months 
where parental leave extended, 
unpaid illness or injury, and the first 
12 months of any other time of unpaid 
leave. 

- Access at 9 years at rate of 0.8667 
weeks per year of service 
- Payment of long service leave on 
termination can be withheld if 
terminated for serious and wilful 
misconduct before 15 years 
- Continuous service counting towards 
long service leave is limited compared 
to BlueCross inclusions – doesn’t 
include long periods of personal leave, 
unpaid parental leave or other unpaid 
leave 
 

Change of 
roster 
allowance 

- Applies when the employer changes 
the employee’s roster by direction or 
request without 7 days notice. 
- Is only not payable in an emergency 
situation which is clearly defined as 

- Applies when the employer requires 
the employee to change roster without 
7 days notice. 
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Condition Blue Cross superior condition Opal condition 

outside of the employer’s control and 
does not include usual fluctuations in 
staffing eg personal or annual leave. 

- Is not payable if the employee agrees 
to the change or in an emergency 
situation which is not defined. 

Meal break 
payments 

- Employees are entitled to leave the 
ward/unit and Residence or client 
premises during their meal break. 
- Payment for being unable to take 
meal break due to not being able to 
leave the Residence or client premises 
for that period of a meal break or is on 
call, the mealtime is to be paid at 
overtime rates. 
-  

- No statement regarding being able to 
leave. 
- Payment for being unable to take meal 
break due to not being relieved from 
duty at ordinary rates or if relevant 
Saturday, Sunday or PH rates 
 

Where 
regularly not 
able to take 
meal break 

- Where an Employee is regularly 
unable to take their meal break then a 
paid meal break or "crib time" 
arrangement should operate for all 
meal breaks. In such cases the 
Employee is granted a paid meal 
interval of not less than twenty 
minutes to be commenced after 
completing three hours and not more 
than five hours of duty. Where they 
are interrupted during that paid meal 
break they will be paid the overtime 
rate for the work performed during 
that interruption (which must be 
documented). 

- Enrolled Nurse and Aged Care 
Employee on night duty and not 
relieved from duty (and on call) during 
the rostered meal break: Such 
employee shall be granted a paid meal 
break of at least 20 minutes 

Paid Tea Breaks 
if less than 7.6 
hours 

1 x 10-minute tea break per 4 hours 
worked or part thereof great than 1 
hour 

 1 x 10-minute tea break per 4 hours 
worked 

Transfer to 
lower paid 
duties or 
reduced 
hours/penalties 

Applies where through organisational 
change an employee is transferred to 
lower paid duties or has their 
hours/penalties reduced.  
Obligation to investigate 
redeployment to maintain for the 
same position/hours/income.  
Where redeployment at the same 
position hours or penalties is not 
possible employees pre-
redeployment wages will be 
maintained for 3 months including 
base wages and penalties. This 
increases to a total of 6 months 
maintenance if the employee has 
more than 5 years continuous service 

Transfer to lower paid duties only - 
Entitled to the same period of notice as 
if employment had been terminated, or 
payment in lieu of the difference 
between the former ordinary rate of pay 
and the new lower ordinary rate of pay 
for the number of weeks of notice still 
owing. 

Personal Care 
Worker 
Medication 
Awareness 
Allowance 

4% of individual Employees' Hourly 

WSG base rate for all hours of the 

rostered shift - in additional to leader 

allowance - will only occur in clinically 

No allowance 
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Condition Blue Cross superior condition Opal condition 

appropriate circumstances and where 

the PCW agrees 

Buddy 
Allowance for 
Aged Care or 
Home Care 
Employee 

Buddy allowance for an aged care or 
HomeCare Employee who is assigned 
to work as a buddy for the purposes of 
orientating or supporting another 
employee 

No allowance 

Public Holiday 
penalties 

Casual RN and EN higher weekend 
public holiday penalties at 275% 

Lower casual RN and EN weekend public 
holiday penalties at 239% EN and 250% 
RN 

Higher duties Paid for the whole shift at the higher 
rate if engaged in the higher duties for 
more than 2 hours. 
If 2 hours or less then paid for the time 
worked 

Paid for the whole shift at the higher 
rate if engaged in the higher duties for 
more than 4 hours. 
If worked 1 hour but less than 4 paid for 
the time worked. 

Overtime paid 
past set full-
time rostered 
shift length if 
asked on the 
same day 

Overtime paid if employee asked and 
agrees to work beyond published shift 
time on the same day if beyond the 
set full time rostered shift length 
(usually 7.6 hours for day and PM and 
9 hours for night shift). 
Aged Care Employees and HomeCare 
Employees (other than EN and RN) 
paid overtime from end of rostered 
shift if asked on the same day. 

Overtime not paid if employee agrees to 
work additional hours – up to 10 
ordinary hours. 

Casual 
Overtime rates 

Overtime rates are better for casual 
RNs, casual EN and Monday to Friday 
overtime for casual Aged 
Care/HomeCare Employees 

Overtime rates are worse for casual 
RNs, casual ENs and Monday to Friday 
overtime for casual Aged Care.  

Authorisation 
of overtime 

Only authorised overtime will be paid, 
except in urgent situations. Overtime 
must usually be authorised by a 
nominated representative of the 
Employer in accordance with the 
designated process, except in cases 
where the matter is urgent and it is 
impracticable to obtain such 
authorisation. 

Overtime by approval only 

Provision of 
transport after 
finishing 
overtime 

In the event of any Employee finishing 
any period of incidental overtime at a 
time when a reasonable means of 
transport is not available for the 
Employee to return to their home, the 
Employer will provide adequate 
transport free of cost to the 
Employee. 

No provision 

HomeCare and 
coverage 

The BlueCross Agreement includes all 
Victorian staff in the classifications 
including Home Care 

The Opal Agreement only applies to 
residential aged care 
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Condition Blue Cross superior condition Opal condition 

HomeCare 
specific 
conditions 

The BlueCross Agreement has specific 
conditions for home care including 
travelling allowance, sleepover 
allowance, client cancellation 
provisions, broken shift allowance, 
HomeCare shiftwork allowances 

No provisions or allowances for 
HomeCare – not covered under the 
current Opal Agreement 

Students of 
Nursing 
working as 
Personal Care 
Workers 

Progression from WSG3 to WSG 6 
after 33% of diploma or 17% of 
degree, and progression from WSG8 
after 66% of diploma or 33% of 
degree.  
Progression from WSG6 to WSG8 after 
33% of diploma or 17% of degree, and 
progression from WSG8 PP1 to PP6 
after 66% of diploma or 33% of 
degree.   

Progression from WSG3 to WSG6 after 
12 months of study in Diploma or 
Degree. 

Study leave / 
examination / 
conference / 
professional 
development 
leave 

- 5 days paid leave – pro-rata for part 
time and casual employees who work 
at least 4 shifts per fortnight 
mentioned. 
- Costs for professional development 
clause with provision of training and 
regard to be had to needs of staff who 
work night duty and staff with family 
responsibilities 

- 3 days paid leave – pro-rata for part 
time employees who work at least 4 
shifts per fortnight. No leave for casual 
mentioned. 
- No provision for costs for professional 
development 

Parental Leave 
– Primary Carer 
Paid Leave 

6 weeks 5 weeks with additional payment if 
return to work after unpaid parental 
leave and completes a continuous 
period of 3 months or more of 5 weeks 

Parental leave 
superannuation 

BlueCross Agreement has a one off 
payment of 3 months superannuation 
when primary carer has returned to 
work for 6 months based on the hours 
working at 6 months. 
 

Opal Agreement pays superannuation 
only on the paid component of parental 
leave. 

Paid Special 
Parental Leave 

6 weeks paid where the pregnancy 
has either terminated at or after 20 
weeks of the expected date of birth 
resulting in a stillborn birth or there 
has been a neo-natal death 

4 weeks paid where the employee has 
been pregnant and the pregnancy has 
either terminated within 20 weeks of 
the expected date of birth resulting in a 
stillborn birth or there has been a neo-
natal death 

Police/NDIS 
checks 

Employer to pay for initial checks and 
renewals through reimbursement 
where employees are required by the 
Employer to complete a NDIS check or 
police check 

All new employees shall meet the costs 
and make necessary arrangements for 
police checks as required by legislation. 
The employer will pay police check 
renewal fees for permanent employees 
with a minimum of 2.5 years’ 
employment. 

Disciplinary 
Procedure 

- BlueCross Agreement has statement 
that if appropriate disciplinary 

- No such informal statement in Opal 
Agreement 
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Condition Blue Cross superior condition Opal condition 

matters will be dealt with in an 
informal manner in the first instance. 
- Provision that where disciplinary 
action may be necessary employer to 
notify employee of issues in writing 
with sufficient clarity for the 
employee to understand the 
allegations 

- Opal Agreement requires the 
notification of issues in writing 

After Hours 
Nursing 
Coordinator 

- RN in charge to be paid at that rate 
for the whole shift even where 
DON/CCC is on site for part of the 
shift. AHC rate not payable on AM 
shift where commencement of AM 
and arrival of DON/CCC is less than 2 
hours. 
 

-No specification regarding RN in charge 
where DON/CCC is on site for part of the 
shift 

Accident Pay -Top up payments to Pre-Injury 
Average Earnings (PIAWE) including 
normal hours and duties, shift 
penalties, allowances and overtime 
payments. 
 
-Dayworker 39 weeks of 100% PIAWE 
 
-Shiftworker  
100% of PIAWE for 13 weeks 
95% of PIAWE for weeks 14-20 
90% of PIAWE for weeks 21-39 

Top up payments based on ordinary pay 
(not including shift penalties, overtime 
payments, special rates or other similar 
payments) for a maximum of 39 weeks  

Full time 
employee 
minimum 
engagement 

4 hours No minimum engagement for full time 
employees 

Minimum 
breaks 
between 
ordinary shifts 

10 hours – can be reduced to 8 hours 
by mutual agreement 

8 hours 

Minimum 
payment for 
attendance at 
mandatory 
training 

2 hours minimum – if virtual and not 
required to attend then 1 hour. 
Mandatory annual online training 
module which can be done at work or 
home - 2 hours. 
Overtime rates where training is 
above 8 hours per year 

1 hour. 
Overtime rates where training or 
attendance at mandatory meetings is 
above 12 hours per year 

Additional 
Shifts 

The Employer is committed to 
maximising its permanent workforce 
in line with its occupancy levels. The 
Employer will always offer additional 
shifts in the first instance to its 
permanent part-time staff where 
practicable. It will then offer 
additional shifts to its casual or bank 
staff, where applicable.  

No provision 
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Condition Blue Cross superior condition Opal condition 

Agreement also has Nurse bank 
provision. 

Workload 
management, 
staff 
replacement 
and rostering 
practices 

-Provision for workload concerns has 
process for where employees do not 
feel comfortable raising with 
manager, can progress to the Fair 
Work Commission 
- replacement of staff on a like 
classification and experience -
exception where there is a sudden 
drop in occupancy- no restriction on 
bringing dispute to the Fair Work 
Commission 
-Maintenance of an availability roster 
for each facility 

-No process for workload concerns for 
where not comfortable raising with 
manager, can progress to the Fair Work 
Commission 
-Standard roster provisions – if repeated 
non replacement of staff or standard 
roster not providing for safe staffing can 
raise dispute but cannot take dispute to 
the Fair Work Commission on standard 
roster or non-replacement of staff. 
- No availability roster 

Additional 
Nurse 

Employer will make every practical 
effort to ensure that an additional 
Registered Nurse is employed to work 
on each shift in each Residence.  

Employer will make every practical 
effort to ensure that a Registered Nurse 
is employed to work on each shift in 
each Residence. 

Working at 
other facilities 

Clause that provides conditions 
regarding working at other facilities 
including a Deployment Allowance 

No provision 

Broken shifts Limited to only HomeCare Can apply to part time and casual Aged 
Care  

Change/wash 
time 

Where necessary an Enrolled Nurse or 
Aged Care Employee shall be entitled 
to cease work ten minutes before 
their rostered finishing time to enable 
him/her to wash or to change their 
clothes 

No provision 

Representative 
leave to attend 
union training 
or conferences 

Up to 3 days paid in each calendar 
year 

Up to 3 days unpaid per calendar year 

Noticeboard Specific noticeboard clause for 
information relating to the 
observance application and operation 
of the Agreement 

Clause in representation of staff limited 
to posting authorised materials 

Dispute 
Resolution 
Clause 

Includes employee grievances 
Status quo – custom or practice 
before the change or omission 

No mention of employee grievance  
Status quo – custom and practice at the 
workplace 

Special Disaster 
Leave 

Up to 5 days paid leave per calendar 
year and includes regular casuals as 
well as full time and part time. 

Up to 3 days paid leave per calendar 
year – full time and part time only 

Emergency 
Services Leave 

Maximum of 5 days paid per year Maximum of 3 days paid per year 

Ceremonial 
Leave – 
Aboriginal or 
Torres Strait 
Islander 

2 days paid and 8 days unpaid in any 
one year where required to be absent 
for Aboriginal or Torres Strait Islander 
ceremonial purposes 

10 days unpaid in any one year where 
required to be absent for Aboriginal or 
Torres Strait Islander ceremonial 
purposes 
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Gender 
Affirmation 
Leave 

Full time and part time employees 
access to up to 15 days of paid gender 
affirmation leave and up to 49 weeks 
of unpaid. Casual employees access to 
up to 52 weeks of unpaid gender 
affirmation leave 
 

No provision 

Correction of 
underpayment 
involving 2.5% 
or more of 
weekly wage 

24 hours 5 days 

Telephone 
allowance 

Where an employer requires to install 
or maintain a telephone for the 
purposes of being on call - refund 
installation costs and subsequent 3-
monthly rental charges 

No allowance 

Salary sacrifice 
of 
superannuation 

Not limited to permanent employees Permanent employees only 

EN Team 
Leader 
Allowance 

10% of employees base wage Set amount -less than 10% 

Consultation Requirement to provide information 
to the ANMF at the same time as 
employees. 
Requirement to provide information 
in writing as soon as practicable after 
making its decision and in sufficient 
time before any discussion or meeting 
to allow proper consideration by the 
employees and their representative 
without unnecessary delay 

-Requirement to provide information to 
employees only 
-Requirement to provide information as 
soon as practicable 

Occupational 
Violence and 
Aggression 

Comprehensive clause including 
action plan and requirements 
including union consultation,  
committee and details of actions. 
Occupational health and safety also in 
workload clause 

Opal Agreement has a commitment by 
the employer to continuous 
improvement in health and safety 
standards and has established 
consultative arrangements which are in 
accordance with the relevant 
occupational health and safety act and 
regulations. 

Fitness to Work Comprehensive clause outlining 
reasonable process for employer to go 
through where there are fitness to 
work concerns including providing an 
opportunity to respond to concerns, 
having a representative at any time 
when meeting with the employer, 
report from treating practitioner, 
referral to IME only after providing an 
opportunity to consult with the 

No provision 
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employee and their representative, 
employer to pay for the IME. 

Payslips Provision for payslips at the time of 
payment. 
Commitment that subject to the 
implementation of a new payroll 
system, which will occur during the 
life of this Agreement, Employee’s 
personal leave balances and long 
service leave balances (once eligible) 
will be included on Employee’s 
payslips. 
 

No provision 

 
 
 


