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	Comment

	Why are we seeking to have an Award made?


	
	To establish a minimum set of wages and conditions that are consistent with the standards applying across the community and concurrently consistent with the needs of the sector and its clients.



	What will it achieve?
	
	The new Award will:

· Create an even playing field throughout Queensland

· Provide greater flexibility for the working of hours than is otherwise comprehended by the Queensland Industrial Relations Act

· Establish a framework and a positive role for QORF in resolving issues

· Provide a sound basis for business planning

· Facilitate a move to ‘best practice’ principles

· Create the foundation for successful Enterprise Bargaining



	Will this Award apply to me/my employees?
	1.5, 1.8
	The Award Coverage provides examples of some outdoor activities that a person under this Award may conduct but is not intended to be comprehensive.  Some individuals who are working as Outdoor Leaders may currently be employed under other Awards, such as the Tour Guide Award 2003
 and the School Officer’s Award.  The Outdoor Leader Award is not intended to apply to those employees currently employed as teachers by Education Qld or the various Qld Independent Schools. (This Award will not apply to employees who are covered by the Teacher’s Award – Non-Governmental Schools or the School Officers’ Award – Non –Governmental Schools or to equivalent Awards covering the State School System)


	How will the Qld Award impact upon employees in other states?
	1.6
	This Award only applies to persons employed in Qld.  The Outdoor Leaders Award will be made under the provisions of the Queensland Industrial Relations Act 1999.  Many of the proposed Award clauses are either mandated by the Act or reflect Test Case Standards of the Queensland Industrial Relations Commission, (e.g. weekend penalties, hours of work, redundancy payments, grievance handling procedures etc). To the extent that this framework imposes a unique set of circumstances in Queensland, it therefore cannot serve as a useful model for other states/territories who are covered by different regulatory regimes. The classification structure and the proposed wage relativities within the Award may provide a model for other jurisdictions 



	Does the Award apply to all skill levels from a “beginner” to a manager?
	
	The Classification Structure includes all employees, from an individual who has minimal industry skills (Level 1) through to managers (Level 7).  

	What if I am currently employed under another Award?


	1.7
	The Award will contain a ‘Savings Provision’ guaranteeing employee entitlements that may be more generous than those that will otherwise apply under the Award.  Once the new Award is made it will be a matter of which is the better fit in reference to a “major and substantial test” – ie. are the employers’ activities predominately covered by the new Award or the current Award.

These matters are best dealt with earlier than later. For advice, employers/employees should turn to either;

· QORF

· A Union party to the Award/s in question

· The Department of Industrial Relations, through its Wageline Service

· A reputable I.R Advisor



	Will this Award impact upon other Awards or Enterprise Bargaining processes for workers in similar occupations (eg. those employed under School Officer’s Award)?


	
	Strictly speaking no.
Each Award exists as a stand alone with distinct coverage.  Although entitlements within this Award could be put forward as examples during Enterprise Bargaining processes based on other Awards, it must be realised that Awards must be viewed in their entirety and entitlements in one Awards may not be appropriate in another where employment conditions have been dealt with via different mechanisms giving rise to historically very different outcomes.



	What if I don’t want to pay my employees a particular entitlement as per the Award? 
	1.11.1
	This Clause enables alternate arrangements to be put in place if mutually agreed.  The employer may negotiate with the employee to develop a Contract of Employment that compensates the employee in other ways (eg, an extra week’s annual leave in lieu of a particular entitlement). However, the employee must not be disadvantaged by the alternate entitlement.  Disadvantage being defined broadly as something less than the aggregate outcome provided by the Award. (N.B The Award is the lawfully enforceable minimum)



	What does “Relativity %” mean with respect to Classification Levels and Wages
	5.2.1
	Minimum wages are normally defined against the minimum adult weekly wage, which is determined by the Safety Net Review, conducted annually in the State Wage Case Decision.  In this Award, Level 4 has been designated as the Level at which the full adult weekly wage is paid, with the relative % above or below that adult weekly wage payable to all other Levels.  When the minimum adult weekly wage is adjusted, so too are the wages applicable to all other Levels described within this Award. 



	Am I obliged to pay casual employees a weekend penalty as well?
	6.5.2
	A casual employee will be paid at the rate of ordinary time and a quarter (Saturdays) and ordinary time and a half (Sundays) ie. casual rates do NOT apply on weekends to casual employees, only weekend penalty rates.



	What is the role of QORF in setting “standards” as defined in clauses 6.2, 6.16. 6.17
	6.2, 6.16, 6.17
	In each of these clauses, rather than define specific requirements (as to appropriate standard of food, accommodation, etc) QORF has been identified as a point of reference.  In instances where there is a dispute between employer and employee, QORF, as the peak industry body representing the outdoor community in Queensland, will liaise with a cross section of employers and employees to determine what the appropriate “standard” is.  This could occur using an expanded version of the current Industrial Relations Working Group.  



	Why isn’t Senior First Aid required by Level 7 employees
	Classification Structure, Level 7
	As this Level applies to individuals who are managing (and not conducting programs), a Senior First Aid Certificate is not required, although a particular enterprise may require all staff to have this certification as part of their risk management.




� the Tour Guide Award 2003 covers those employees who: 


conduct, supervise or assist in a tour and/or supplies guide services to travel agents, other tour companies, inbound tour operators, tour product operators, educational product operators, resorts, hotels and/or other similar organisations.


are specifically engaged to conduct a guided tour involving explanations in one or more languages of the sights, venues of facilities being visited and generally to guide and assist tour members (including safety and welfare considerations) and do whatever is reasonably necessary to maximise their appreciation and enjoyment of the tour.





