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W
This WA Award Summary is a ary he state Wine Industry (WA) Award and does not include all obligations
required by the award. Itis i tapt that you also refer to the full Wine Industry (WA) Award that is available on
the WA Industrial Relat isSfon website www.wairc.wa.gov.au

Provisions of gther employment legislation also apply to employees and have been included in this WA Award
Summary wher propriaté. You may need to refer to the Minimum Conditions of Employment Act 1993, the Long

Service Lea\g and the Industrial Relations Act 1979 for full details.
Th formatted for viewing on the Wageline website and contains web links to other relevant

informati you are using a printed copy in which links are not visible, all additional information can be found at
.wa.gov.au/wageline or by contacting Wageline on 1300 655 266.

This WA Award Summary was updated in April 2020 to include information on the provisions of the COVID-19
General Order issued by the Western Australian Industrial Relations Commission (WAIRC) on 14 April 2020. The
COVID-19 General Order applies until 31 July 2020 unless extended. The WA Award Summary was further updated
in May 2020 to include information on the provisions of the COVID-19 JobKeeper General Order issued by the WAIRC
on 15 May 2020. The COVID-19 JobKeeper General Order applies until 28 September unless extended.
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http://www.wairc.wa.gov.au/
http://www.dmirs.wa.gov.au/wageline

@ Three Step Check: to make sure this WA Award Summary is relevant to you

Step 1 This information applies to businesses in the state industrial relations system. It covers
-isthe business in the | businesses (and their employees) which operate as:
state system? v’ sole traders (eg Jane Smith trading as Jane’s Winery)
v unincorporated partnerships (eg Jane and Bob Smith trading as Jane’s
Winery)

v unincorporated trust arrangements (Jane and Bob Smith as truste€s for
Jane’s Winery)
This information does not cover businesses and organisations in thegatio
industrial relations system which operate as:
X Pty Ltd businesses that are trading or financial corpor@ti ith Pty Ltd
trading as Jane’s Winery)
X incorporated partnerships or incorporated trusts

X incorporated associations and other non-p odies{that are trading or
financial corporations)

For more information visit the Guide to who is in th
business or organisation is in the national syst
www.fairwork.gov.au

kl

system page. If the
Work Ombudsman website

Step 2 The Wine Industry Award covers many t inesses in the state industrial
- is the business relations system. Businesses cover@d include:
covered by the Wine v Winery or vineyar

Industry Award? v' Wine distillery
Step 3 The Wine Industry A rates, working hours and other employment
- is the employee’s arrangements for s working as:
job covered by the v’ Vint
Wine Industry Award? v rs
ine ers

11 for further occupations included in this award.

% Employ this WA Award are legally required to keep employment records. Employers can

| be fined upgyto $5,000 for not keeping employment records, for keeping inadequate or fraudulent

D recQids, or fo t providing records to Industrial Inspectors when required to do so. Page 5 details
I eping requirements.

WA) Award is a legal document that outlines the minimum wages and conditions of employment
rovided to employees who are covered by the award. Employers and employees cannot agree to

Industrial Inspectors at the Department of Mines, Industry Regulation and Safety have statutory powers to
investigate employee complaints about underpayment of wages or leave entitlements under this WA Award and
state employment laws. The Department can prosecute employers in the Industrial Magistrates Court for not paying
the rates of pay, including overtime, penalty rates and allowances required by this WA Award.

Employees who believe that they have been underpaid should visit the Making a complaint about underpayment of
wages or entitlements page for more information.
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Rates of pay

&

All rates of pay are gross rates (before tax). Current rates applied from the first pay period on or after 1 July 2019.

&

Adults — 20 years and older

Classification Weekl Hourl Casual

(descriptions on page 9) y y (includes 20% loading)

Grade 1 $746.90 $19.66 $23.59

Grade 2 $809.60 $21.31 $25.57

Grade 3 $842.10 $22.16 $26.59

Grade 4 $870.90 $22.92 $27.50

Grade 5 $901.20 $23.72 $28.

@ Juniors — under 20 years of age %
Junior employees receive a percentage of the adult rate of the classification / f ich they are employed.

Age group % of adult
16 years of age
17 years of age

18 years age and over D\
e The weekly rate for juniors must be calculated in M five cents, with amounts of two cents or less
s

being taken to the lower multiple and amounts j o cents being taken to the higher multiple.

e Under the Children and Community Service 4, Wis illegal to employ children under the age of 15 in
this industry except if the child is workinggs of a%chool program or in a family business.

Piece work

A piece work employee can be employed o time, part time or casual basis. They are engaged on a piece work
rate which enables an employee geWeapacity working ordinary hours to earn at least 20% above the
prescribed wage rate.

@ To receive email updates when WA award pay rates change, subscribe to Wageline News.

E o

DgduBiions from pay

An educt from an employee’s pay an amount:
° e employer is authorised, in writing, by the employee to deduct and pay on behalf of the employee
e th®employer is authorised to deduct and pay on behalf of the employee under the relevant WA award
e employer is authorised or required to deduct by law or a court order.
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Qk) Hours and overtime

e Ordinary hours are an average of 38 hours per week, to be worked to suit the requirements of the business.

e QOrdinary hours may be worked on any or all days of the week Monday to Saturday inclusive and, except in
the case of shift employees, must be worked between 6:00am and 6:00pm.

e The spread of hours must not exceed 12 hours on any one day. Except by mutual agreement, the ordinary
hours of work must not exceed eight hours on any day.

® On each occasion a casual employee is required to attend work they are entitled to a minimum payment for
four hours work unless the employer and employee agree to a lesser time period.

Overtime

e All time worked by an employee beyond their ordinary starting time, or after their ordihamfinishing time
must be paid for at the rate of time and a half for the first two hours and double ti ftag that™Where the
employee is recalled to work after leaving the job, overtime rates may apply.

e All time worked by an employee on a Sunday must be paid for at the rate of dou%

Alternative hours arrangements

Instead of the hours and overtime provisions specified above, the employer ang

be no fixed hours of duty. However employees who work more than 38 hou

an additional 50% of the hourly rate prescribed for the relevant classifica

week up to 50 in a week. A loading of 100% of the hourly rate prescri
all hours worked in excess of 50 per week.

yee may agree that there will
are entitled to a loading of
ours worked in excess of 38 per
t classification will apply for

COVID-19 JobKeeper General Order
The COVID-19 JobKeeper General Order issued by th estern Australian Industrial Relations Commission on

15 May 2020 has introduced temporary provisions fokile and employees who are participating in the
Commonwealth JobKeeper scheme. %
The state system JobKeeper provisions allow, loy give certain directions to employees and make certain

requests of them, including provisions thata employers to:

® issue a ‘JobKeeper enabling dir o%temporarily alter or reduce an employee’s working hours (which
may be reduced to nil), change an ee’s duties and change their location of work; and

® request that an employee cha their days/times of work.

There are a range of §
COVID-19 JobKeepe

angd requirements about the state system JobKeeper provisions. The State system
of the Wageline website has detailed information.

These new pr om 15 May 2020 until 28 September 2020, unless extended.

reaks

e Employees are entitled to an unpaid meal break of between 30 and 60 minutes each day (or other period as
agreed between employer and employee) to be taken between the fourth and sixth hour of work.

Work during a meal break is paid for at the rate of double time until a meal break is granted.
One rest break of 10 minutes each day to be counted as time worked must be allowed to employees.
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@ Allowances

Meal allowance

Employees must be paid $9.55 as a meal allowance on each occasion they work overtime in excess of two hours
following their ordinary day or shift. This meal allowance is not payable to employees who can reasonably return
home for meals, to employees who are provided with a reasonable meal by their employer or to employees who
have been notified the day before that they will be required to work overtime.

Leading hand allowance
Leading hands appointed by the employer must be paid the allowances set out below:

a o
Number of employees placed in charge of: Rate per week
Up to and including four employees $13.50
More than four employees but less than ten $21.70
More than ten employees $33.50
=
lD Employment records A
e Employers are legally required to keep employment records which 0 that employees have been

le on.

rs after they are made for both current
st be kept for seven years from the date

paid all entitlements under the Wine Industry Award and rel
e Employers must keep all employment records for at leas
and past employees. Records relating to long sertide leave

employment ends.
e Employers can be fined up to $5,000 by theNhduStrial®Wiagistrates Court for not keeping employment
t%eco
recotds.

records or for keeping inadequate or frau s. A common requirement that employers fail to
observe is a lack of detail in keeping em
e Employers must keep records that det@il:
e

Employee’s name

Date of birth if under 21 yedgs o

Date employee commen with the’employer

Total number of hours wokked gach week

The gross and net nts pald to the employee

All infornyati ed to calculate long service leave entitlements and payment

All pay on easons for them

Name o awaxd that applies

tart an ish time and meal breaks taken

ent status (full time, part time, casual)

classification under the award

taken, whether paid, partly paid or unpaid

other information necessary to prove that the wages received by an employee comply with the
requirements of the Wine Industry Award, such as overtime hours worked and allowances paid. Contact

Wageline or view the full Wine Industry Award on the WA Industrial Relations Commission website

www.wairc.wa.gov.au for details.

e Employment records can be written or electronic as long as they are in a form that can be printed. Time and
wage books can be used to keep employment records, however, it is the employer's responsibility to ensure
the time and wage book includes all of the required information.

e The records must be in English.

e Wageline’s Employment record obligations for WA award employers publication helps state system employers
keep correct employment records. The publication features helpful step by step guides to record keeping and
Wageline’s new look record keeping templates.

0O00O0O0OO0OO0OO0O0O0OO

(o7 (o)
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d

wy Public holidays

Full time employees are entitled to public holidays (or days substituted for public holidays) without
deduction of pay. Part time employees are entitled to public holidays (or days substituted for public
holidays) without deduction of pay if they would ordinarily be required to work on that day.

If a public holiday falls on a Saturday or Sunday, the following Monday will be considered to be the public
holiday. However, if Boxing Day falls on a Sunday or Monday, the following Tuesday will be considered to be
the public holiday. When a public holiday is substituted with another day, the public holidaygitself is no
longer considered a public holiday for the purposes of the award.

During the vintage season the employer may require employees to work on a public Iida% yees
must attend work as required.

All work on a public holiday must be paid for at the rate of double time and a half. K

Visit the Public Holidays in Western Australia page to view the public holiday da@

=
:/ Employment of children A

d

at  Leave entitlements Q
) Neod
kr

Under the Children and Community Services Act 2004, it is illegallto £n Idren under the age of 15 in
this industry except if the child is working as part of a school ily business.

School aged children must not be employed during schoo ess participating in a school program.
Visit the When children can work in Western Austrdliaggeage re information.

nce guide

Leave entitlement Full time Part time Casual

Annual leave @
Sick and carer’s leave <
Unpaid carer’s Ig ave

\ 4

Bereav@meniled

SININKNINNN
ANA NE NE NENANAN
ANENENE NBNE 2R

Full time employees are entitled to a minimum of four weeks of paid annual leave for each year of
completed service, up to 152 hours. Part time employees are entitled to a minimum of annual leave of four
weeks per year paid on a pro rata basis according to the number of hours they are required ordinarily to
work in a four week period. Casual employees are not entitled to annual leave.

Annual leave is a minimum entitlement in the Minimum Conditions of Employment Act 1993 and the Wine
Industry Award sets out additional requirements regarding annual leave and annual leave loading.
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e During a period of annual leave an employee must be paid annual leave loading of 17.5%. If an employee
would have received any additional rates for work performed in ordinary hours, had he or she not been on
leave, and such additional rates would have entitled them to a greater amount than the 17.5% loading, then
such additional rates must be added to the ordinary rate of wage in lieu of the 17.5% loading.

e On termination, annual leave loading of 17.5% is paid out on fully accrued annual leave entitlements for
completed years of employment. Annual leave loading is not paid on proportionate leave (leave accrued in
an incomplete year of employment) on termination.

e Annual leave accrues on a weekly basis:

o Afull time employee accrues 2.923 hours of annual leave for each completed week of work.

o A part time employee accrues the relevant proportion of 2.923 hours annual leae for each
completed week of work.

o Visit Wageline’s Annual leave calculation guide to work out annual leave entitle t

o Wageline’s Employment record obligations for WA award employers public& a leave

record template.

e The COVID-19 General Order has implemented new annual leave flexibility provisions“€nabling employers
and employees to agree to an employee taking twice as much annual le half ‘pay or to agree for the
employee to take annual leave in advance.

e These provisions apply to all full time and part time employees co by WA award effective from
14 April 2020 until 31 July 2020, unless extended.

e The annual leave at half pay provisions in the COVID-19 Genera
o Instead of an employee taking paid annual leave at full p

to the employee taking twice as much leave at half pay:
Example: Instead of an employee taking one k’s annual leave at full pay, the employee and their
employer may agree to the employee taking wekks’ annual leave at half pay. In this example:
o the employee’s pay for the two weeks’ ledaye is'the same as the pay the employee would have
been entitled to for one week’s | tfull pay; and
o one week of leave is deductedffro e employee’s annual leave accrual.
o Any agreement to take twice as hannu ve at half pay must be recorded in writing and signed by
the employee (and a parent/gu if the employee is under 18).
o The employer must keep theqwrit eement as part of the employee’s employment record.
o The agreed period of leav@muststabbefore 31 July 2020, but may end after that date.

rd

employee and their employer may agree

e The granting annual | in ad e provisions in the COVID-19 General Order are:
o Anempleyee an loyer may agree to an employee taking a period of annual leave in advance of the

entitleme d if all of the following conditions are met:
o anya t to annual leave in advance must be recorded in writing and signed by the
em nd a parent/guardian if the employee is under 18); and

the writé€n agreement must state the amount of leave to be taken in advance and the date on
ich the leave will commence; and
he employer must keep the written agreement as part of the employee’s employment record.
e termination of the employee’s employment, the employee has not accrued an entitlement to
of the period of paid annual leave taken in advance, the employer may deduct from any money due

to the employee on termination an amount equal to the amount that was paid to the employee in
respect of any part of the period of annual leave taken in advance to which an entitlement has not been
accrued. This provision will continue to apply notwithstanding the expiration of the General Order.

o Where an agreement has been reached under this clause and the leave commenced before the
expiration of the General Order, then the arrangement may continue to operate for the period agreed
between the parties.

2019 Wine Industry WA Award Summary 7


https://www.commerce.wa.gov.au/labour-relations/annual-leave-calculation-guide
https://www.commerce.wa.gov.au/publications/employment-record-obligations-publications

J 1}
Q] Parental leave

e Employees, including eligible casual employees, are entitled to the unpaid parental leave entitlements in the
National Employment Standards of the Fair Work Act 2009, as well as a number of more beneficial
conditions contained in the Minimum Conditions of Employment Act 1993 (a return to work after parental
leave on a modified basis and a reversion to pre-parental leave working conditions). Visit the Parental leave
page for more details.

J {11}
CD] Bereavement leave

e All employees, including casual employees, are entitled to two days paid bereavement leav non
the death of a spouse, de facto partner, parent, step-parent, grandparent, child, - , grafdchild,
sibling or any other member of the employee’s household. The two days need b secutive.

Bereavement leave is a minimum entitlement from the Minimum Conditions ofEmp% 1993.

J 1}
Q] Sick and carer’s leave \

e Sick and carer’s leave entitles a full time or part time employee to paid
injury to themselves (sick leave), or because they have to care fo '
member (carer’s leave).

e Full time and part time employees are entitled to paid sick a
they would ordinarily work in a two week period, up to
cumulative entitlement, and any leave not taken in one y

® Sick and carer’s leave accrues on a weekly basis for nd pa

ork due to either illness or
ured family or household

gual to the number of hours

r r year. Sick and carer’s leave is a

arried over to the next year.

e employees.

e In the first year of employment, a full time or parfgtisne ®@mployee can use any paid sick and carer’s leave that
they have accrued to date for caring purposes.

® |n the second and subsequent years of e
hours of their accrued sick leave enti
proportion of 76 hours based on thej ry f

ent, a full time employee can only use a maximum of 76

orjcaring purposes, or a part time employee the relevant

otrs of work.

e Anemployee is entitledtoup to t s of Wnpaid carer’s leave per occasion if an employee does not have
sufficient paid leave accrued orf¥aas excea@d the maximum amount of carer’s leave that can be taken in any
12 month period.

e (Casual employees are not entitled tie paid sick leave or paid carer’s leave. Casual employees can access up to
two day's unpaid care ve peroccasion.

inimum entitlement from the Minimum Conditions of Employment Act 1993.

e Wageline’s §icl uide can assist with calculating sick and carer’s leave entitlements.

e Wageline’s E ent record obligations for WA award employers publication includes a leave record
templ

same employer’ for a specified period. Full time, part time and casual employees are entitled to
service leave under the Long Service Leave Act 1958.

e To be entitled to long service leave an employee’s employment with their employer must be continuous. The
amount of their long service leave is determined by the employee’s period of continuous employment.

e There are a range of paid and unpaid absences or interruptions to an employee’s employment that count
towards the employee’s period of employment for the purposes of accruing long service leave. Some other
types of absences do not break an employee’s continuous employment, but do not count towards an
employee’s period of employment for the purposes of accruing long service leave. See the Long service leave
— What is continuous employment page for more information.
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‘The one and the same employer’ also includes employers who previously owned a business, where there

has been a transmission of business. This means an employer who buys or otherwise acquires a business or
part of a business will take on the long service leave obligations for existing employees if there has been a
transmission of business. This applies regardless of anything written in a sale of business contract.

Taking long service leave

The long service leave entitlement for full time, part time and casual employees is:

e after 10 years of continuous employment with the one and the same employer — 8%3 (8.667) weeks of

leave on ordinary pay;

e forevery 5 years of continuous employment with the one and the same employer after the

years — 43 (4.333) weeks of leave on ordinary pay.

ii'!tial 10

When employment ceases

Employee with
between 7 and 10
years of continuous
employment

When an employee with at least 7 but less than 10 years of cont We?
resigns or is terminated, they are entitled to pro rata long service le o basis
is ent:

months, weeks and days
e applies to employees who resign, are made

e does not apply to an employee whose € e
serious misconduct.

i
of 8%3 (8.667) weeks for 10 years of continuous employment. This&nti
e s calculated on the employee’s entire period of erﬁ hat is, years,
dan

e or whose
employer has terminated them for any re@song@thes than serious misconduct
terminated them for

Employee with 10 or Full entitlement — 10 years or more o uous em;;loyment

more years of An employee who resigns or whose nt is terminated for any reason is
continuous entitled to:

employment e 8%3(8.667) weeks aveyif they have completed 10 years of continuous

employment
e an additional .
the initial 10y ofcontinuous employment.

Pro-rata entitle -m han 10 years of continuous employment

When an emgloYee with more than 10 years but less than 15 years of continuous
employm% ris terminated they are entitled to pro rata leave. This
cal

entitle

of continuous employment

is calculated on completed years of employment only; that is, it

i ed on the basis of 823 weeks for 10 years of continuous
%e yment for each year of employment since they completed 10 years

eeks of leave for each subsequent 5 years after

\ does not include months, weeks or days
\ e does not apply to an employee whose employer has terminated them for
)

serious misconduct.

of continuous employment) will also apply to each year of employment since an
employee completed 15, 20 25, 30, 35 years etc. of employment.

Q\ This pro rata entitlement (calculated on the on the basis of 8%/2 weeks for 10 years

° \ Long service leave pages of the Wageline website contain extensive information on:

o What counts as continuous employment, including details on the impact of various types of paid and

unpaid absences or interruptions on continuous employment
o What happens when business ownership changes

e The WA long service leave calculator can provide an estimate of an employee’s long service leave
entitlement when employment ends as a result of resignation, dismissal, death or redundancy. The WA long

service leave calculator is available at www.dmirs.wa.gov.au/lslcalculator.
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J 111}
Q Unpaid pandemic leave

e The COVID-19 General Order has implemented a new entitlement to unpaid pandemic leave for all
employees working under this WA award. The new provision is effective from 14 April 2020 and applies until
31 July 2020 unless extended.

e The unpaid pandemic leave provisions in the COVID-19 General Order are:

(1)

(2)

(3)

(4)
(5)

(8)

Subject to subclauses (2) and (3), an employee is entitled to take up to two weeks’ unpaid leave if
the employee is required, by government or medical authorities or acting on the advice of a medical
practitioner, to self-isolate or is otherwise prevented from working by measures_taken by
government or medical authorities in response to the COVID-19 pandemic. An employer and
employee may agree that the employee may take more than two weeks’ unpaid pa
The employee must give their employer notice of the taking of leave under s u )
reason the employee requires the leave, as soon as practicable. This may be a e he leave
has started.
The employee who has given their employer notice of taking leave er use (1) must, if
required by the employer, give the employer evidence that would satisfya,reasonable person that
the leave is taken for a reason given in subclause (1).
Leave taken under subclause (1) does not affect any other pai
employee and counts as service for the purposes of entitleme
Such leave:
(a) isavailable in full immediately rather than accruingyprog @ iv ring any period of service;
(b) will be available until 31 July 2020 (unless e ByPfurther variation depending on the
duration of the COVID-19 pandemic);
(c) will be available to full time, part time casual loyees (it is not pro rata); and

(d) must start before 31 July 2020, but fter that date.
It is not necessary for employees to ex
pandemic leave. %

paid leave entitlement of the

aid leave entitlements before accessing unpaid
Such unpaid leave does not o per occasion’ basis and is available once for those

employees compelled to self if they are required to self-isolate on more than one
occasion.
Those caring for others who pelled to self-isolate are not entitled to unpaid pandemic leave.

- ¢
:—// Resignation, termina® nd redundancy

Resignation by the e
e Full time an

requir
additio
e _Ac

e @mployees may terminate their employment by providing the same period of notice

y th yer (as outlined in the table below), except that there is no requirement to give
notice based on the age of the employee.

ee can resign by providing one hour’s notice to the employer.

loyer is required to give a casual employee one hours’ notice of termination.

ept in cases of serious misconduct, an employer is required to give full time and part time employees the

following period of notice of termination (or payment in lieu):

Period of continuous service Notice period
Not more than 1 year 1 week

More than 1 year but not more than 3 years* 2 weeks
More than 3 years but not more than 5 years* 3 weeks
More than 5 years* 4 weeks

*Employees over 45 years of age with two or more years of continuous service must receive an
additional week’s notice.
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Redundancy

An employee is redundant when their employer has made a definite decision that they no longer wish the
job the employee has been doing to be done by anyone.

An employer has a number of obligations in redundancy situations and may be required to pay severance
pay. Visit the Redundancy page for redundancy obligations.

Dismissal requirements

Under State laws, employees cannot be dismissed if to do so would be harsh, unfair or oppressive. There
must be a valid and fair reason for dismissal, such as:

o consistent unsatisfactory work performance (which has been raised with the em d the
employee given further training and an opportunity to improve their work perform

nce
o inappropriate behaviour or actions or
o serious misconduct.

e*Q t

The Dismissal information page outlines obligations and requirements when an erminated.

= |
D Classifications / Job duties 6

Grade 1 trainee (Applies to all streams i.e. vineyard, cellar, bottling a

An employee at this level is a trainee and must demonstrate
the ability to perform tasks in a safe and responsible man
Upon completion of a probationary period, employgés at this

lity, sound communication skills and
vel of their training and experience.
| must be given on the job training by the

employer to qualify them for progression to Gra in 12 months continuous service from the date of
commencement of their employment.
Appointment to Grade 2 shall be automatic passing an accredited assessment.

Vineyard Stream

Grade 2

Gr

deemed by the employer to fia essary skills and competence to satisfactorily perform duties at this
level and is required by the
employer to work as e2.
Employees at¥thi usk perform any or all of the following tasks and must have completed or are
completing drai ssment in all of the following learning modules: Pruning; Vine Training; Basic
Machinery T€alningNkcrigdtion; Harvesting; Safety; Chemical use and handling; and Grafting.

An employee at this level has d ap aceredited assessment for progression from Grade 1 to Grade 2 or is
ve t
:EI’

er to perform the duties of a Grade 2 and has been appointed by the

V

Emplo must k' under general supervision to the limits of their skills, competence and training and in
additj ject to receiving the appropriate training may be required to perform mechanical harvester
op eneral vineyard machinery repair and maintenance.

n loyee at this level has passed an accredited assessment for progression from Grade 2 to Grade 3 or is

med by the employer to have the necessary skills and competence to satisfactorily perform duties at this
level and is required by the employer to perform the duties of a Grade 3 and has been appointed by the
employer to work as a Grade 3.
Employees at this level must perform any or all of the following tasks and must have completed or are
completing training and assessment in at least three of the following learning modules: Mechanical
Harvesting Operations; Routine Repairs and Maintenance; Pruning; Vine Training; Planting; Trellising;
Irrigation; Chemical use and handling; and Grafting.
Employees must work under limited supervision to the limits of their skills, competence and training and in
addition subject to receiving the appropriate training may be required to perform duties applicable to the
operation of all other equipment.
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Grade 4

e An employee at this level has been deemed by the employer to be competent at Grades 1 to 3 and has been
appointed by the employer to work at a level above Grade 3. In addition to meeting the training
requirements for Grades 1 to 3, employees at this level must also have completed training in the operation
of all equipment within the vineyard in which the employee is employed plus successful completion of
training and assessment in the following: Rural Studies Certificate or equivalent; and Health, Safety and
Welfare.

e Employees at this level must be able to perform any task without supervision in the vineyard in which the
employee is employed. Employees at this level may be required to undertake training to take on the
responsibilities of leading a section or department within the vineyard in which the employeefis employed
necessary for promotion to Grade 5.

Grade 5
e An employee at this level has been appointed by the employer to perform the fol N oordinate
a

the work of employees within a section of the vineyard; and maintaining the employ tandards relating
to safety, quality and production volume; and instructing other employees | o essential to the
operations of the vineyard in which the employees are employed.

e Employees at this level are also expected to have successfully comple ing in the following areas or
otherwise be deemed competent by their employer by virtue of thei perience: Supervision and
instruction of other employees; and Report Writing.

e Employees at this level may be required to undertake further
skills and knowledge and keeping up to date with change.
further management training for promotion to salaried pdsiti

inj urpose of maintaining their
ay also be required to undertake
ond the scope of this award.

Cellar Stream
Grade 2

e An employee at this level has passed an accredited,assa@ssment for progression from Grade 1 to Grade 2 or is
deemed by the employer to have the neces ills\and competence to satisfactorily perform duties at this
level and is required by the employer t@!pe he duties of a Grade 2 and has been appointed by the
employer to work as a Grade 2.

e Employees at this level must per y
completing training and asse |

Product including road tan
including confined space proc

all of the following tasks and must have completed or are

f the following learning modules: Cellar Hygiene; Transferring of

ing if required; Additions; Wine blending; and Safety regulations
chemical handling.

e Employees must wor r general supervision to the limits of their skills, competence and training and in
addition subj ingfthe appropriate training may be required to perform the following tasks: Tank

waxing; Vi such as; Crushing; Press house work; and Tank cleaning removing skins etc.;
Barrel washi iving (certificate required); Wood stacking and transferring product to/from wood.

Grade 3
e Ang this level has passed an accredited assessment for progression from Grade 2 to Grade 3 or is

the employer to have the necessary skills and competence to satisfactorily perform duties at this
required by the employer to perform the duties of a Grade 3 and has been appointed by the
er to work as a Grade 3.

° loyees at this level must perform any or all of the following tasks and must have successfully completed
training and assessment the following learning modules: Forklift driving (Certificated); Filtration Pad /
Cartridge / Membrane; and / or Earth; and / or Lees; Centrifugation Fortification; lon exchange
de-sulphurising; Juice concentration; Heat exchange; Spirit bond; Boiler attendant (Certificated); Distiller
(limited to equipment operation, including boiler); Sparkling wine production.

e Employees must work under limited supervision to the limits of their skills, competence and training and in
addition subject to receiving the appropriate training may be required to perform duties applicable to the
operation of all other equipment.
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e An employee at this level may be required to undertake training in the operation of all other equipment in
the winery in which the employee is employed (with the exception of Distillery and Boilers) for progression
to Grade 4.

Grade 4

e An employee at this level has been deemed by the employer to be competent at Grades 1 to 3 and has been
appointed by the employer to work at a level above Grade 3.

e In addition to meeting the training requirements for Grades 1 to 3, employees at this level must also have
completed training in the operation of all equipment within the winery in which the employee is employed
(except Distillery and Boiler equipment) plus successful completion of training and assessgaent in the
following: Cellar procedures course (external); and Health, Safety and Welfare Course.

e Employees at this level must be able to perform any task without supervision in the wi which the
employee is employed.

e Employees at this level may be required to undertake training to take on the res ibiligies of leading a
section or department within the winery in which the employee is emponed{%or promotion to
Grade 5.

Grade 5
® An employee at this level has been appointed by the employer to peffe
the work of employees within a section of the winery (e.g. Output filt %

e Maintaining the employer’s standards relating to safety, quali
other employees in modules essential to the operations of the Wi

e Employees at this level are also expected to have succe pleted training in the following areas or
otherwise be deemed competent by their employeg by virt ir skills and experience: Supervision and
instruction of other employees; and Report Writing.

e Employees at this level may be required to un r training for the purpose of maintaining their
skills and knowledge and keeping up to da%ch e. Employees may also be required to undertake

a p

e following tasks: Coordinate

, Distillery or Sparkling Wines).

further management training for promotign ositions beyond the scope of this award.

Bottling Stream
Grade 2
e An employee at this level has d'am aderedited assessment for progression from Grade 1 to Grade 2 or is

e
deemed by the employer to ffave essary skills and competence to satisfactorily perform duties at this
level and is required by the Igyer to perform the duties of a Grade 2 and has been appointed by the
2

employer to work as e

i st perform any or all of the following tasks and must have completed training and
wing learning modules: Attending Packaging Equipment; Performing repetitive

g / de-binning unlabelled wines application of capsules hand labelling carton

e at this level has passed an accredited assessment for progression from Grade 2 to Grade 3 oris

by the employer to have the necessary skills and competence to satisfactorily perform duties at this

| and is required by the employer to perform the duties of a Grade 3 and has been appointed by the
employer to work as a Grade 3.

e Employees at this level must perform any or all of the following tasks and must have successfully completed
training and assessment in the following learning modules: Forklift driving (certificate required); Set up and
efficient operation of one or more machines in: set up for production; Adjustments required during
production; Close down and clean at the end of production; Changeover of one or more machines;
Operation of service equipment related to packaging lines; and Boiler attendant (Certificated).

e Employees must work under limited supervision to the limits of their skills, competence and training and in
addition subject to receiving the appropriate training may be required to perform duties applicable to the
operation of all other equipment.
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e An employee at this level may be required to undertake training in the operation of all other equipment

necessary for progression to Grade 4 and may be required to assist with the training of new employees.
Grade 4

e An employee at this level has been deemed by the employer to be competent at Grades 1 to 3 and has been
appointed by the employer to work at a level above Grade 3.

e In addition to meeting the training requirements for Grades 1 to 3, employees at this level must also have
completed training in the operation of all equipment including successful completion of training and
assessment in the following: sterilisation and sanitation of filling machines, sterile wine filtration, and wine
transfer.

e Employees at this level must be able to work without supervision.

[ J

Employees at this level may be required to undertake training to take on the respogsibil @-’ of leading a
section or department within the winery in which the employee is employed neces forqpramotion to

An employee at this level has been appointed by the employer to perform the follewing tasks: Coordinate
the work of employees within a department or packaging line; and mai @» g theemployer’s standards
relating to safety, quality and production volume.

Employees at this level are also expected to have successfully co training in the following areas or
otherwise be deemed competent by their employer by virtue ofithe experience: supervision and
instruction of other employees, maintaining production_re riting and Bottling Course
(equivalent to 8 week TAFE course).
Employees at this level may be required to undertake furt aining for the purpose of maintaining their
skills and knowledge and keeping up to date with nge. Employees may also be required to undertake
further management training for promotionto s itions beyond the scope of this award.

Grade 5.
Grade 5 \

Warehousing Stream
Grade 2

An employee at this level has passe aceredited assessment for progression from Grade 1 to Grade 2 or is
deemed by the employer to have essapy skills and competence to satisfactorily perform duties at this
level and is required by the emiploya tofperform the duties of a Grade 2 and has been appointed by the
employer to work as a Grad

Employees at this level must perforim any or all of the following tasks and must have completed training and
assessment in all of t owingtearning modules: Forklift operations (Certificate required); Basic physical
layout withindocation sicjwarehouse or supply procedures; Basis warehouse or supply operations.

In addition gm work under general supervision to the limits of their skills, competence and

training an to Yeceiving the appropriate training (and in addition to the above duties) may be
requir tRe following tasks: Bottle yard operation; Scrap yard operation; Order receipt; Material
issue; checks/ control; Truck driving (licensed); Production line forklift duties; Loading bay operations;
an movements as directed.

3

loyee at this level has passed an accredited assessment for progression from Grade 2 to Grade 3 oris
med by the employer to have the necessary skills and competence to satisfactorily perform duties at this
level and is required by the employer to perform the duties of a Grade 3 and has been appointed by the
employer to work as a Grade 3.
Employees at this level must perform any or all of the following tasks and must have successfully completed
training and assessment in all of the learning modules relevant to Grade 2 and at least two of the following
learning modules: Bottle yard operation; Scrap yard operation; Order receipt; Material issue; Stock checks /
control; Truck driving (licensed); Production line forklift duties; Loading bay operations; Warehouse
movements as directed; and Competent in use of a VDU (or PC) and keyboard.
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e Employees shall work under limited supervision to the limits of their skills, competence and training and in
addition subject to receiving the appropriate training may be required to perform duties applicable to the
operation of all other equipment.

e An employee at this level may be required to undertake training all other areas of the warehouse in which
the employee is employed necessary for progression to Grade 4.

Grade 4

e An employee at this level has been deemed by the employer to be competent at Grades 1 to 3 and has been
appointed by the employer to work at a level above Grade 3.

e |n addition to meeting the training requirements for Grades 1 to 3, employees at this level muyst also have
completed training in the operation of all equipment within the warehouse in which t ee is
employed plus successful completion of training and assessment in the following: Emer; Pr ures
(internal); and Health, Safety and Welfare Course.

e Employees at this level must be able to perform any task without supervision in th h@use in which the
employee is employed. %

e Employees at this level may be required to undertake training to take on the onSibilities of leading a

section or department within the warehouse in which the employee is em d necessary for promotion to

Grade 5.

Grade 5

e An employee at this level has been appointed by the employer {o
the work of employees within a section of the warehouse; ai
safety, quality and production volume; and

® |Instructing other employees in modules essential to th
employees are employed.

e Employees at this level are also expected to h
otherwise be deemed competent by their e
instruction of other employees; Forklift
supply office procedures.

e Employees at this level may be req d tognundertake further training for the purpose of maintaining their
skills and knowledge and keeping date” with change. Employees may also be required to undertake
further management trainin to salaried positions beyond the scope of this award.

O
>

following tasks: Coordinate
ployer’s standards relating to

!@

ions of the warehouse in which the

o,

C lly completed training in the following areas or
irtue of their skills and experience: Supervision and
miners course; Report Writing; and Warehouse and

Disclaimer

The Department of Mines, Industry Regulation and Safety has prepared this WA award summary to provide
information on pay rates and major award provisions. It is provided as a general guide only and is not designed to be
comprehensive or to provide legal advice. The Department does not accept liability for any claim which may arise
from any person acting on, or refraining from acting on, this information.
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