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METRO ADMINISTRATIVE 

General  

1. No reduction to current conditions or entitlements  

2. Term of the Agreement  

ASU members are seeking a four year agreement.  Contingent on reaching sufficient 
responses in relation to the claims.  

3. Expand the immediate family definition  

Ensure clauses allows for absences for Aboriginal kinship relationships / relevant customs 
and traditions of the employee’s cultural group. 

Definition of Immediate Family should include ‘those to whom an employee can 
demonstrate a similar moral duty'. 

4. Dispute Settlement Procedure 

A robust dispute settlement clause is the best way to resolve workplace disputes on the 
ground. The current clause should be reviewed and enhanced to include for clarity ‘any 
work-related matter’. The status quo should be maintained whilst disputes are being 
resolved; unless a legitimate safety concern exists.  

Status  quo should  be  defined  in  the  agreement  as ‘the  circumstances  that  existed  
prior  to incident/issue which resulted in the dispute being raised.  

The ASU can provide a model clause in other agreements.  

5. Union Delegate Rights  

Union Delegates should be empowered to support members in their workplace. They carry 
out a valuable role in resolving industrial matters at the workplace level.  In doing so, and 
consistent with rights under law, they should be free to undertake their role without 
discrimination. Reasonable paid time should be provided to carry out the role of the 
Delegate in the workplace, including access to facilities such as a notice board and IT such 
as photocopying, printing, telephone etc., and to participate in the affairs of the union, e.g. 
training and conferences.  

A model clause can be provided.  

Employment Security 

6. Casual conversion clause 6 months 

Consistent with changes under Fair Work requirements, Metro should introduce a casual 
conversion clause that obliges Metro to regularly review systematic patterns of work with a 
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demonstrated ongoing need.  Where 6 months of systematic and regular patterns can be 
demonstrated, and where that is likely to be ongoing, Metro should extend an offer of 
conversion to permanency to an employee. An employee maintains there right to elect to 
remain casual. 

The ASU can provide a model clause.  

7. Part-time contract conversion - regular and systematic hours (proposed clause) 

Similar to the casual conversion clause, Metro should review regular patterns of part-time 
employees and where a systematic pattern of excess hours to their contracted hours is 
demonstrated, conversion should be offered.  

8. Improve part-time employees clause  

Employees may elect to accept a request to work additional hours at ordinary hours 
without duress to do so, however in the event that an employee is directed to perform work 
outside of their regular hours, they have a right to overtime at the applicable rates.  

9. Job Security / Labour hire same job, same pay 

Metro should recognise the value in a well-trained efficient and effective staff and therefore 
commits to the principle that the preferred modality of employment shall be direct 
employment.  

Metro should commit to no contracting out or auspicing of existing services for the life of 
this agreement unless there is consultation and mutual agreement between the parties. 

Metro should ensure that in the event of any labour/agency hire short term employment 
that, in aggregate, their pay and conditions shall equal or exceed that of Metro’s 
permanent staff at the same classification level. A copy of the Enterprise Agreement 2021 
will be provided to the Labour Hire or external agency to guide this process.  

If a pattern of work is identified as regular and that the nature of the work is ongoing, 
employment should be converted to direct employment, consistent with the provisions of 
the casual conversion clause.   

ASU can assist with model clauses.  

10. Part -time minimum engagement should be introduced 

Minimum engagements are a requirement in relation to part-time employees. ASU 
recommends Metro introduce a 4 hour minimum engagement.  Minimum engagements 
make sure the work of an employee is financially worthwhile when consideration of travel 
expenses and impost is considered. In practice, it would appear Metro are honouring this 
commitment and therefore we recommend it is reflected in the EA.  

11. Performance review and salary progression 

Many members report frustration with the Mercer classification system that is minimally 
understood, and feel that advancement is nearly impossible.  

The ASU seek a review of the salary advancement clause. This clause should provide clear 
and transparent criteria for advancement between increments and bands/levels.  

The ASU can provide model clauses.  

12. Vacancy Control and Workload 
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Employees would like to see clear commitments in relation to vacancy control and the 
management of workloads.  Regularly positions go unfilled and duties are absorbed.  

13. Working from home  

It is understood that Metro recognises the benefits of providing flexible working 
arrangements that will support their people with balancing the demands of work, with their 
family and/or personal responsibilities. ASU recommends Metro reflect this commitment in 
the EA document and can assist with example clauses.  

Remuneration and Allowances 

14. A wage increase of the greater of 3.5% or CPI on 1 July 2021 and each anniversary during 
the life of the EA  

These wage requests are reasonable and should not be seen as an ambit claim from ASU 
members.  The intent of these wage increases is to ensure wages remain comparable and 
competitive and are similar to that afforded in comparable sectors, e.g. State Service, GBE’s 
and Local Government.  

15. Increase base superannuation from SCG minimum (currently 9.5%, moving to 10% from 1 
July) to SGC + 2%, and consider introducing a co-contribution scheme.   

Metros pays the basic legal minimum of superannuation rates. Many employees have a 
partner who has lost employment during the pandemic and households across the country 
have drained superannuation balances and negatively impacted their retirement savings.  
Metro have the opportunity to support their employees and, in return, benefit from the 
attraction and retention of hard-working employees.  

16. TOIL Accrual  

Employees are keen to see the introduction of a new type of TOIL to provide flexibility 
where operationally feasible.  TOIL hours should accrue at penalty rates for any directed 
overtime (as it currently stipulated in the EA) but the addition of time for time for TOIL 
accrued through flexibility arrangements would benefit staff. 

17. Higher Duties Allowance 

Higher Duties should apply for all employees after a maximum of "one day or more" to 
ensure anyone acting in a higher role for a whole day receives payment for such work. 

18. Superannuation paid on period of parental leave and workers compensation  

Metro, in line with its goals of being an employer of choice, should address the following:  

 

• Payment of Super on parental leave 

A number of employers of choice have recognised the value in paying superannuation on 
parental leave as a way of attracting and retaining staff.  This overwhelmingly affects the 
accumulation of superannuation for women, and accentuates the gender savings gap in 
super, which currently sees women retiring with about 30% less superannuation than men. 
Many Councils, public sector agencies, HSBC Australia, big four banks, corporates in media, 
energy and property are offering these benefits, regularly offering up to 12 months super 
paid on periods of parental leave. 
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• Payment of superannuation of workers compensation 

Employees should not be disadvantaged by a decline in retirement income resulting from 
time out of the workplace due to a work-related injury.  

 

19. Review and inclusion in the EA -above Award rates and remote response  

Review the current arrangements for on call and remote response for all areas (e.g. ICT, 
engineering) and ensure above award, fair, reasonable compensation is applicable for work 
occurring out of ordinary hours.  

Ensure the rates for ICT staff are reviewed.  

 

Leave Arrangements  

20. Increase the personal / carers leave entitlements to 15 days 

The pandemic has heightened employer and education and care providers’ responses to the 
onset of symptoms. As such we recommend an increase to the current allocation of leave to 
provide certainty to employees that leave will be available when needed.  

21. Increase the Compassionate Leave entitlements to 5 days for either serious illness or death 
of an immediate family member 

Employees would feel supported by an increase to compassionate leave. Employees who 
have recent experience with such an event have noted the limited time currently available 
and would benefit greatly from an increased entitlement.  

22. ADO’s recognised in the EA.  

ADO’s are provided in policy to employees. For the purposes of ensuring equity in their 
application, employees would like this reflected in the EA.  

23. Introduce Family Violence Leave entitlements of 20 days of paid leave  

Our union negotiated the very first family violence leave in an enforceable industrial 
agreement anywhere in the world in 2010, and we’re pleased to have our model clause 
positively received by Metro during earlier negotiations.  

Our aim is to make sure every worker has access to paid family violence leave if they need 
it.  Paid family violence leave, together with other support at work, provides the time 
needed, without loss of pay, to relocate, seek legal assistance, provide care and support, 
and seek counselling to deal with the challenges that come with family violence.  

The ASU recommends Metro introduces the ASU model clause, which can be provided.  

24. Metro should move to adopt a paid parental leave scheme  

Metro pays on the lower end of paid parental leave schemes.  The ASU recommends Metro 
move quickly to modernise this. The ASU recommends Metro implement a scheme that 
encompasses the below, and can assist with model clauses:  

o Primary Carer should be entitled to 18 weeks of paid parental leave at full pay.  
Families should be free to choose between themselves who takes on the role of 
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primary/ secondary carer and interchangeably share responsibility and therefore 
access primary carer leave based on these personal decisions.  

o Secondary Carers should be entitled to at least six weeks of paid parental leave 
at full pay. Secondary Carer should be able to utilise their leave at any time 
within 12 months of eligibility.  

o Parental Leave clause should encompass paid leave for adoption, still birth, 
miscarriage and foster care. 

o The federal Sex Discrimination Act requires an employer to make reasonable 
attempts to meet an employee’s breastfeeding needs. As such, paid lactation 
breaks and associated benefits should be provided. 


