.ifyou are a member
ofa trade union or
ind ustrial association,
seek their assistance
before you commit
yourselfto anything.

Phil Teece

Industrial Officer

a leased to be able to make area ofenforcement ofagreements as * clear identification of the parties;
first contribution to inCite a particular disadvantage of the sys- « the agreements purpose;
soon after taking up the posi- tem, especially where agreements are « who it covers;
ion of Industrial Information Offic- not registered. In these cases, employ- e its commencement date and term,

er. I have made early contacts with a ees can only resort to common law
number of members and | look for- for enforcement.

including arrangements for further
claims (ifany) during its life.

10

ward very much to speaking with
many more ofyou.

I must be careful not to make
hasty assessments, but | have noted
the results of last year’s inC ite survey
and especially the strong call for more
information on industrial relations
topics. 1 am keen to meet this de-
mand and will welcome comments
on specific areas in which any ofyou
have a particular interest or need.
Meanwhile, | have agreed with the
inCite Editor that a Picket Line col-
umn will appear in every issue.

Enterprise bargaining
Australia has now embarked on die
road to major change in its industrial
relations systems. Following general
recognition of the centralised system
as a barrier to productivity improve-
ment, enterprise bargaining is increas-
ingly .seen as the means to achieve
more flexible and efficient organisa-
tions.

Wi ith its National Wage Case de-
cision ofOctober 1991, the Industri-
al Relations Commission gave a
major impetus to the swing to enter-
prise bargaining. By 1993 this was
formalised as part of the legal frame-
work of all six states, as well as the
Commonwealth. Details vary be-
tween jurisdictions, but there are fun-
damental arguments common to the
introduction of enterprise bargaining
in all areas.

The primary benefits claimed are
increased employee productivity,
higher profits, quicker and more flex-
ible response to changing economic
circumstances and consequential im-
provements in employee conditions
and salaries. Opponents highlight the

Groups that are traditionally weak
in industrial terms may be strongly
disadvantaged as their protection un-
der the arbitration system declines.
This latter element is of particular sig-
nificance for members in Victoria as
they consider their options for the
new arrangements which began on
1 March. | have spoken with several
Victorian members about these op-
tions and | will be pleased to help
others ifthey wish to call me.

As die move to decentralised ne-
gotiation ofagreements gathers speed
this year, I'hope to produce general
principles for members confronting
such negotiations for the first time.
For the moment a few' general com-
ments may be ofhelp to those already
at that stage.

First and foremost do not be
nished, even if there appears to be a
pressing urgency on the commence-
ment ofthe new'system. Even in Vic-
toria, where the award system has
already been overridden by the new
agreement provisions from 1 March,
your conditions will not automatical-
ly change— they will remain in place
until you or yotir representative ne-
gotiate amendments. So in all juris-
dictions there is ample time for a
considered approach.

Secondly, ifyou are a member of
a trade union or industrial association,
seek their assistance before you com-
mit yourself to anything. You may
use your union or anyone else to act
as your negotiator ifyou wish.

Ifyou do wish to enter into nego-
tiations yourself, there are a number
of issues you should look at for inclu-
sion in your agreement. They in-
clude:

The details ofthe contract ofem-
ployment should be spelt out and
conditions of employment could in-
clude, at least:

e wage rates,and mechanisms for

their adjustment;

allowances;

accident pay;

¢ hours of work (including flexible

provisions, overtime, meal breaks

and any penalty rates).

leave entitlements: annual, sick,

long service, compassionate, study,

sabbatical and parental,

training and education provisions.
Further sections on grievance, dis-

cipline, performance assessment and

promotion procedures could be con-

sidered, and the right to various con-

sultative mechanisms might be

included.

This is just an indication of the
more obvious elements of a worth-
w'hile agreement, to show you that
there Isa lot to be considered. It only
confirms the need for care!

Disability discrimination
The Disability Discrimination Act
1992 came into force on 1 March,
making it unlawful to discriminate on
the grounds of mental or physical dis-
ability. The Act applies throughout
Australia. Disability discrimination is
now unlawful in a range of areas, in-
cluding employment, education, ac-
cess to premises, provision of goods,
services and facilities and requests for
information.

The term ‘disability’ is broadly de-
fined and includes physical, sensory,
intellectual and psychiatric impair-
ment, mental illness or disorder and

relates to die provision in the body of »
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organisms causing disease. 'ITese lat-
ter include persons who are HI1V pos-
itive or have AIDS. Members who
require more detailed information on
the Act may contact me or, alterna-
tively, can speak with the Human
Rights and Equal Opportunity Com-
mission , 388 George Street, Sydney,
telephone (02) 229 7600.

Removal of annual
leave loading in
Victoria

The Victorian Government has
passed legislation which retrospective-
ly removes the obligation to pay leave
loading in respect ofany State award,
agreement or employment contract.
The Employee Relations Commis-
sion will now be unable to include
any leave loading provision in its
awards. The legislation has been
deemed to take effect retrospectively
from 28 October 1992 with die re-
sult that leave loading need not be
paid for any leave taken after that
date. IT is legislation does not apply
to Victorian employees covered by
federal awards. ]

A 11 S tates
LIBRARY BINDING

SERVICE
Unit 5/47-49 Vicars Street, Mitchell, ACT 2911
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Do you have to
negotiate your

employment
contract?

Following the theme of
Phil’s Picket Line this
month, inCite would like
to draw your attention
to a new service offered
by FLIS.

The Kennett Govern-
ment’s controversial
changes to the industrial
and employment laws
mean that many workers
in  Victorian libraries
may need help when ne-

tant to seek informed ad-
vice.

FLIS have instituted a
flat-fee service for $75 to
help staff identify their
skills and their value to
the employing organisa-
tion, to give them negoti-
ating guidelines and then
to check contracts, prior
to signing. This service
tries to ensure that the
contract protects the staff

member and also offers a
salary package consistent
with their skills and ex-
perience. Contact FLIS
on (03) 813 1925. >

gotiating employment
contracts or involved in
enterprise bargaining.
New contracts have a
5-year life, so it is impor-

STOP THIEVING!!

. With Checkpoint3
Library Security System

IT'S EFFECTIVE ...
The CHECKPOINT Security System has a documented
record of reducing book losses by an average 0f80-90% and ...

IT'SSIMPLE ...

by far the most trim, least complicated ofall existing systems to
install, operate, and maintain. Protecting your collection is
quick, easy and very economical.

IT'S RELIABLE ...

no embarrassment due to false-alarms. An alarm means an
attempted book theft. Excellent head-to-toe detection.

IT'S INEXPENSIVE ...

we designed this system to be within the budget ofevery library
or media centre.

Phone Checkpoint now for an obligation free quote:

Melbourne:  Ph:(03) 3232757 Canberra: Ph: (06) 281 6940
PUt a Sydney: Ph:(02) 3989088  Brishane: Ph: (074) 988 466
Perth: Ph:(09) 2764056  Adelaide: Ph: (08) 232 1282

For country and interstate enquiries phone: 008 33 9473 (freecall)

to BOOK THEFT IN YOUR
LIBRARY
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