
 
 

WHAT DO UNION MEMBERS WANT IN OUR 
NEXT ENTERPRISE AGREEMENT? 

ABOVE INFLATION PAY RISES | GENDER EQUITY 
FLEXIBLE WORKING ARRANGEMENTS | DISABILITY AND INDIGENOUS JUSTICE 

 
The Brotherhood of St Lawrence (BSL) and the Australian Services Union (ASU) are negotiating our next enterprise 
agreement (EA). Our EA sets the pay, conditions and other entitlements for employees in BSL’s community 
services, including NDIS, aged care, early childhood, research and policy, administrative staff, employment and 
multicultural programs.  
 

We need pay rises of inflation + 2% 

The ASU believes that staff deserve better. Cost of living is rising sharply, inflation is 5.1% per year and the Reserve 
Bank predicts inflation to rise to 6% by the end of the year. Petrol prices will spike when the fuel excise cut ends in 
October, and mortgage repayments are increasing as banks raise interest rates. 
 
The only way to ensure that real wages keep up with the cost of living is to link pay rises to inflation. That’s why the 
ASU is fighting for pay rises of inflation plus 2% – because we can’t afford a pay cut.  
 

Gender equity 

Women, on average, earn 22.8% less than men. Staff covered by this agreement – in aged care, disability and early 
childhood services – are overwhelmingly female. We need above inflation pay rises to reduce the gender pay gap. 
But closing the gender pay gap is about more than just pay rises. It requires employers to address other factors 
that contribute to the gender pay gap. 
 
ASU members are seeking 14 weeks’ paid parental leave for both parents, removing references to “primary” and 
“secondary” care-givers. The current agreement provides 12 weeks’ paid parental leave for “primary care-givers” 
and 2 weeks for “secondary care-givers”. 
 
In Australia 88% of primary carer leave is taken by women. This sets women on a path of being the unpaid carer 
when paid parental leave ends. Women retire with on average 47% less superannuation than men, and 34% of 
single women retire in poverty. A big reason for this is that lots of women take time out of the workforce for caring 
responsibilities, and are not getting paid super. BSL currently pays super on the employer portion of paid parental 
leave. ASU members want super paid on all parental leave (paid and unpaid) up to 52 weeks. 
 

Flexible working arrangements 

ASU members want staff to have more choice over their place of work, whether it be at home or in the office. We 
should have access to part-time work and job sharing. This is particularly important for workers with a disability 
and those with caring responsibilities. 
 
The ASU proposes that staff returning from parental leave have the right to part-time work until their child reaches 
school age. Staff on parental leave shouldn’t have to worry about whether they will be able to balance work and 
caring commitments when they return to work. 
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Gender affirmation leave 

Gender affirmation leave is leave a transgender person can take for reasons of their ongoing transition. This can 
include time for surgery, other medical needs, time needed for legal processes, or other reasons. Transition is an 
ongoing process which is not limited to hormonal or medical forms of transition. 
 
Transition is a stressful period when trans people often lose their job, quit, or need to take time out of work just to 
cope. No worker should be forced out of work just because they need to transition. The time needed for one 
procedure, bottom surgery, is at least 6 weeks for operation and recovery. Trans people may undergo many 
procedures in their lifetime. That’s why the ASU wants trans staff to have access to up to 30 days’ gender 
affirmation leave per year.  

 
Workload 
An ASU survey of BSL union members revealed that staff are doing hours of unpaid overtime every week. We need 
action to ensure staff have reasonable workloads, such as capping coordinator caseload at 80 participants in the 
NDIS division. 
 

Disability employment 
The NDIS contract that BSL is tendering for requires the organisation to “use reasonable endeavours” to reach a 
target of at least 20% of staff in the NDIS division identifying as a person with a disability by the middle of 2024. 
ASU members would like to support BSL to achieve this target, and believes it should apply across all BSL 
community services. 
 
In order to achieve this target the ASU proposes that a Disability Consultative Committee (DCC) be set up within 3 
months. The DCC should include members of management, the ASU and employees with disability. It should meet 
regularly, and monitor and report on progress towards the 20% target. Its aim should be to recommend measures 
to improve the wellbeing and retention of staff with a disability. 

 

First Nations justice 
The NDIS contract also requires that BSL achieve a target of 3% of staff identifying as indigenous. BSL’s 
Reconciliation Action Plan has a target of only 0.9%. ASU member want to improve attraction and retention of 
indigenous staff by increasing the amount of paid and unpaid cultural leave available to indigenous employees. 
Indigenous staff should also have access to more compassionate leave and personal leave, in recognition of the 
fact that indigenous people experience higher death, suicide, and infant mortality rates than non-indigenous 
people, and need more time to conduct sorry business. 

 

How do we win these demands? 
Unemployment is at a record low. This gives us a lot of bargaining 
power – but only if we are united and willing to take action. 
 
If you are not a member, join the ASU by scanning the QR code. 
If you are already a member, come to ASU meetings to discuss our 
demands and how we are going to win them. 
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