
1   What is the three-level nurse/midwife 
unit manager structure all about?

Prior to the 2016 EBA campaign, all nurse and midwife 
unit managers were classified at one level, with some 
annual increments. 

Clause 81 of the Nurses and Midwives (Victorian Public 
Sector) (Single Interest Employers) Enterprise Agreement 
2016-2020 provided for the development of a new three-
level classification structure for nurse unit managers and 
midwife unit managers (NUM). The detail of this was left 
to be negotiated as part of the SDPPWG.

2 What is the SDPPWG?
The SDPPWG is the Service Delivery Partnership 

Program Working Group, a committee that comprises 
the ANMF, the Victorian Hospitals’ Industrial Association 
(VHIA) and representation from the Victorian 
Department of Health and Human Services. It was 
tasked with a wide range of reviews during the life of the 
agreement, including the development of the three-level 
NUM/MUM structure.

3  Why doesn’t it apply to nurse unit 
managers in mental health?

The new structure is contained in the Nurses and 
Midwives (Victorian Public Sector) (Single Interest 
Employers) Enterprise Agreement 2016-2020, which does 
not apply to public mental health services.

Nurses employed in public mental health services 
are covered by the Victorian Public Mental Health 
Services Enterprise Agreement 2016-2020, which ANMF 
negotiates with both the VHIA and HACSU. There was not 
agreement for this three-level structure to be contained 
in the Victorian Public Mental Health Services Enterprise 
Agreement 2016-2020, therefore, unfortunately mental 
health NUMs do not have access to the new nurse/
midwife level 4 and pay in April 2019.
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4  How was the NUM/MUM framework 
developed?

The SDPPWG were committed to a transparent process 
structured to engage and be led by the workforce that 
would be directly impacted by the new career structure.

A 14-month process commenced which focused on the 
direct input of public sector nurse and midwife unit 
managers and their directors of nursing and midwifery. A 
representative working group was also established with 
NUM/MUMs and DON/Ms from a diverse range of clinical 
settings and workplaces spanning metro, major regional 
and smaller regional health facilities. 

The process included:

1. Development of a statewide survey, to explore and 
recognise the potential variability in the key elements 
of the role which included:
a. complexity;
b. level of autonomy;
c. access to health service infrastructure and 
support;
d. responsibility; and
e. governance obligations.

This was designed by a working group of 
representative M/NUMs and DON/Ms. The survey 
was distributed to all public sector health facilities 
and completed between 28 May and 11 June 2018 and 
again between 26 June and 10 July 2018, by M/NUMs, 
DON/Ms and AN/MUMs. A total of 650 responses 
were received.

2. Taking into consideration the results of the surveys, a 
draft framework was developed by the working group.

3. Twelve face-to-face sessions and four virtual session 
were held to consult about the content of the draft 
framework with N/MUMs and DON/Ms across the 
state and open to all public sector NUMs, MUMs 
and DON/Ms. More than 340 people attended the 
2½ hour sessions between 13 and 30 August 2018, 
providing very useful feedback and work-shopping 
suggestions for other refinements. The working group 
incorporated the feedback into the draft framework.



4. Shadow testing (which involved NUM/MUMs assessing 
their roles independently of the DON/M assessments 
during the same five-week period) of the revised 
draft framework was completed and submitted 
electronically to the SDPPWG by N/MUMs and DON/
Ms between 24 September and 26 October 2018.

5. The framework was finalised and forwarded to health 
services for completion between 10 December 2018 
and 25 January 2019.

6. The SDPPWG allocated levels i.e. NM2, NM3 and NM4 
to the completed assessments in February 2019.

ANMF acknowledges that the above process would not 
have been possible without the active participation of 
public sector NUM/MUM and DON/M members across 
the state and the productive working group members 
who openly considered the range of results gathered 
from the significant number of peers who participated in 
the diverse range of engagement activities.
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6  What are the three levels of nurse/midwife unit manager?
The public sector nurses and midwives enterprise agreement contains a new manager stream. Nurse/Midwife 

Manager Level 1 is for AN/MUMs. Nurse/Midwife Manager Levels 2, 3 and 4 are to accommodate the new three-level 
NUM/MUM structure.

Around 70% of NUM/MUM positions will translate to Nurse/Midwife Manager Level 3, which results in historic 
increases of between 9.65% and 14.94% in April this year for public sector NUM/MUMs.

Those individuals whose positions translate to Nurse/Midwife Manager Level 2 will also be classified at Nurse/Midwife 
Manager Level 3 for the life of the current Agreement and will therefore achieve the same wage increases this year.

About 15% of N/MUM positions will be classified at Nurse/Midwife Manager Level 4, attracting a weekly rate of 
$2,296.80. This is an additional $78.10 per week above the Nurse/Midwife Manager Level 3 rate.

These rates of pay will be adjusted and move in line with the general adjustments to nursing rates set out in clause 
9.4 of the Agreement.

5  How was my unit’s role assessed to 
determine what level it would be at? 

Each employer undertook a final assessment of 
every NUM/MUM role within their organisation, using 
the finalised Classification Framework. These role 
assessments were completed by employers between 10 
December 2018 and 25 January 2019, with the intent that 
the results would be used to transition employees to 
the new classification structure within their organisation 
before the new wage rates commence in April 2019.

Employers electronically lodged the role assessments. At 
the conclusion, a complex algorithm was applied against 
every response in that assessment, resulting in allocation 
to Nurse/Midwife Manager Level 2, 3 or 4. The SDPPWG 
met on 5 February 2019 to confirm the outcomes, 
including that the methodology applied was consistent 
with the new frame work and clause 81.
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7  I am currently acting as a nurse/midwife 
unit manager – does this apply to me?

Yes it does. Higher duties for an employee acting in the 
NUM or MUM position will be the new minimum rate 
applicable to the substantive position, being NM2, NM3 or 
NM4.

8  When do the new pay rates take effect?
The new three-level NUM/MUM classification takes 

effect from the first full pay period on or after 1 April 
2019.

9  I have been notified by my employer 
that my position is at Nurse/Midwife 
Manager 2 or 3 and I disagree with 
several of the responses on the ‘NUM/
MUM Classification Framework 
Assessment’ that was completed by my 
employer – what can I do?

You can seek to have your employer’s assessment of the 
role reviewed, within 10 working days of your employer 
notifying you of the new classification. This period of 
10 days may be extended if, in the circumstances, it is 
impractical for you to meet that timeline (for example, 
you commence a period of leave after the notice is given).

If you decide to lodge a ‘Request for review’ with your 
employer, you are required to identify reasonable grounds 
relied upon by you to demonstrate that your employer’s 
decision was incorrect.

ANMF encourages members to carefully consider 
the examples below (and associated evidence) as an 
indication of what may be reasonably expected to 
substantiate why the employer’s role assessment may be 
incorrect. It is in your best interests to provide as much 
information that is directly related to the both the role 
assessment questions and specific responses that you 
believe an error has occurred. This should assist your 
employer undertake their review.

NOTE: If you have decided to initiate the ‘review by your 
employer’ process, please ensure there is no delay. It 
must ordinarily be lodged with your employer within 10 
days of receiving the notification of the role assessment 
outcome. ANMF recommends that you do this in writing, 
keeping a copy for your own records.

Before initiating the ‘review by your employer’ process 
ANMF members can seek advice by completing our 
‘Classification determination inquiry’ online form via 
anmfvic.asn.au/unitmanagerinquiry. The ANMF will 
only accept inquiries via this online form – not over the 
phone. We will make every effort to respond to your 

inquiry within two working days.

10  If I identify an error in the answers in 
the framework, will this increase the 
classification of the role?

Probably not, the framework is designed to capture the 
key components of nurse/midwife manager roles across 
the state and all clinical specialties. A change to one 
criterion is unlikely to change the end classification result.

11  What information will I need to 
commence a review of my employer’s 
decision?

Immediately identify the specific questions in each 
section of your employer’s responses (attached to the 
letter you received) which you believe are incorrect.

Then objectively determine what the response should 
have been – remember it is the role being assessed, not 
the individual’s capabilities. Make sure you can outline and 
source specific evidence to substantiate the alleged error. 
For example:

A.   COMPLEXITY

i. At question 14 ‘Interface with others related to 
patient journey’; the employer selected A for the role, 
however, the role is required to interact with internal 
and external as evidenced by the ward meeting 
minutes therefore should have been ‘E’; and

ii.  At question 18 ‘People in learning positions’; 
the employer selected B for the role, however, the 
rosters for the past year demonstrates that the 
unit commonly hosts students on work experience, 
diploma of enrolled nursing students, undergraduate 
students on placement, graduate nurses and post-
graduate students, therefore should have been ‘E’.

B.   LEVEL OF AUTONOMY

i. At question 2 ‘physical presence on campus of 
the DON/M on average’; the employer selected ‘A’, 
however, the DON/M has to attend meetings on 
most days at the main hospital and has also been 
undertaking a course one day a week over the past 18 
months so should have been ‘C’ More than 2 but less 
than 5 days per week.

C.    ACCESS TO HEALTH SERVICE INFRASTRUCTURE  
AND SUPPORT

i.  At question 1 ‘recruitment contributions’; the 
employer selected ‘A’, however, the NUM role in this 
service has always participated in everything except 
the advert so should have been ‘E’ involved in 5 
components;

https://www.anmfvic.asn.au/unitmanagerinquiry
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ii.  At question 3 ‘PIP’; the employer selected ‘C’ 
shared process, however they are located on the 
main campus and every PIP undertaken in this ward 
since I have been here has been done by the NUM 
independently e.g. HR not directly involved (may use 
template supplied by HR) so should have been ‘F’;

iii.  At question 5 ‘return to work’; the employer 
selected ‘C’ NUM is involved but led by others, 
however, records will indicate that there have been 
two staff with return to work arrangements on this 
unit, and the M/NUM has managed the return to work 
process with advice from another (e.g. RTW officer/
OHS staff/HR/employee relations) so should have 
been ‘F’; and

iv.  At question 8 ‘Involvement in coordinating your 
ward/unit/program/service education/CPD events’; the 
employer selected ‘C’ which reflects that it is shared 
between the NUM and one other, however, for the 
past three years we have not been able to access the 
CNE and copies of the ward education calendars for 
the past two years indicates all ward based education 
has been arranged by the midwife unit manager with 
every third session being provided directly by the 
MUM so should have been ‘F’.

D.   RESPONSIBILITY

i.  At question 2 ‘Emergency responses’; the employer 
selected ‘A’ responding to local emergencies (own 
unit), however, the campus roster shows the ICU 
NUM is also part of the code response to all other 
wards therefore is a member of the site wide code 
team so should have been ‘C’; and

ii.  At question 6 ‘equipment and products’; the 
employer selected ‘A’ indicating another person 
sources new equipment, however, my operations 
manager has confirm via email that I have to 
meet with sales reps to understand and make 
recommendations on new products so the response 
should have been ‘C’.

E.   GOVERNANCE

i.  At question 1 ‘Board or Board Sub-Committees’ 
and question 2 ‘executive’; the employer selected 
A which is ‘no interaction’, however, I have copies 
of presentations I prepared and provided to the 
operations manager/DON who was reporting to 
board and executive so should have been ‘C’; and

ii.  At question 7 ‘complaints and feedback’; the 
employer selected ‘C’ the process is shared, however, 
after attending the Complaints Management 
education I have independently managed the 
entire process including listening to and resolving 
complaints from families and patients as well as 

amongst the staff and can substantiate this from both 
the medical records entries and notes kept on the 
NUM computer.

Within 10 working days of your request for review, your 
employer must respond in writing to you advising:

1. whether your employer agrees or disagrees with your 
request;

2. your employer’s reasons for that decision; and

3. your right to appeal that decision to the Statewide 
Classification Committee.

12  What does an appeal to the Statewide 
Classification Committee (SCC) 
involve?

Your appeal application must demonstrate that there are 
reasonable grounds to challenge your employer’s decision 
under review.

The appeal application must be in a prescribed form 
(which will be provided on request by either your 
employer or, if you are a member, ANMF) that includes 
a declaration by you that you agree to be bound by the 
SCC’s determination of the appeal.

Before the SCC will hear and determine your appeal 
application, representatives of the VHIA and ANMF must 
meet to discuss your application.

If the discussions between representatives of the VHIA 
and ANMF do not resolve the matter, your appeal 
application will be heard by the SCC.

13  I haven’t been given a letter from my 
employer with the notification that my  
N/MUM role has been assessed OR a 
copy of the NUM/MUM Classification 
Assessment Framework as completed 
by the employer – what happens now?

Write to your employer (DON/M) advising you haven’t 
received notification and seek an explanation within seven 
days. Please notify ANMF of the outcome by completing 
a general inquiry via the ANMF member online form via 
anmfvic.asn.au/unitmanagerinquiry.

The SDPPWG has determined that a default Nurse 
Manager 3 classification applies for NUM/MUMs where a 
role assessment wasn’t lodged. Please complete a general 
inquiry via the ANMF member online form via  
anmfvic.asn.au/unitmanagerinquiry.

https://www.anmfvic.asn.au/unitmanagerinquiry
https://www.anmfvic.asn.au/unitmanagerinquiry

