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Please Note:

This Recommended Employment Agreement is one of the suite of governance documents CCVT has developed. There are three documents particularly relevant to this Agreement, the Guide to the Employment of Ministers, the Code of Ethics for Ministers and the Accreditation and Endorsement policy.

CCVT is committed to being a safe place for all people who engage with us including children, young people and adults, especially those most vulnerable; and expects affiliates to do the same.

Ministers are expected to adhere to the Code of Ethics for Ministers of Churches of Christ in Victoria and Tasmania Inc. The behaviours and ethical practices described in the Code are essential for healthy and safe ministry, having significant implications for the recipients of ministry, those in ministry roles, and the church. The purpose of the Code of Ethics is to define the personal and professional behaviours and ethical standards required of Ministers within Churches of Christ in Victoria and Tasmania Inc. The Code is designed to help those to whom it is applicable to understand the responsibilities and obligations of working ethically in ministry.

Any person employed under this document is expected to be a member of a CCVT affiliate, to be a regular attendee and to contribute to God’s work through a local church or agency. 

Any person employed or recognised as a Minister in the local affiliate is expected to be accredited, and maintain accreditation, and to either be formally endorsed as an Endorsed Minister or open to pursuing such endorsement, in accordance with the Accreditation and Endorsement Policy.
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THIS AGREEMENT is made on the	<insert>   day of	<insert>   20xx.
PARTIES
	1 
	<INSERT NAME OF CHURCH> 
<insert ABN/ACN>
of <insert address>
(“the Church”)

	2 
	
<INSERT EMPLOYEE NAME>
of <insert employee address>
(“the Minister”)


1. [bookmark: _Toc2351573][bookmark: _Toc347478427]Definitions
Act means the Fair Work Act 2009 (Cth).
CCVT means Churches of Christ in Victoria and Tasmania. 
Confidential Information means all information the Church has that is of a confidential (whether or not marked as being ‘confidential’) or commercially sensitive nature, and specifically include: 
Business operational plans, strategies or records; 
Marketing plans or strategies; 
Intellectual or other property; 
Inventions and discoveries (whether or not patentable);
Personal information concerning members of the congregation;
Financial information; and
Service information.  
Documents means any form (including, without limitation, hard copy or electronic form) of recording, presenting, or storing information.
Duties means the duties described in Schedule 2. 
Intellectual Property Rights means all intellectual property rights including, including, without limitation:
0. patents, significant copyright works, registered designs, trademarks (both registered and unregistered), business and trade names, and Confidential Information; and
0. any application or right to apply for registration of any of those rights.
MEA means the Ministry Expense Account.
Moral Rights means, in relation to any copyright works that the Employee may author in the course of the Employee’s employment by the Church, the right of attribution, the right to prevent false attribution, and the right of integrity.
NES means the National Employment Standards in the Act.


2. [bookmark: Content][bookmark: top][bookmark: _Toc2351574]Meaning of words and expressions
“We”, “us” and “our” refers to the Church.
“You” and “your” refers to the Minister.
3. [bookmark: _Toc2351575]Background
Your employment with the Church will begin on <insert date> (“Commencement Date”) and will conclude on <insert end date> (Term), unless terminated earlier by either party in accordance with this agreement. 
<optional> only if Minister is not a new employee of the Church The parties have agreed that your period of continuous service with the Church will not be broken by the making of this Agreement. 
You agree that your continued engagement with the Church will be on the terms and conditions of employment as set out in this Agreement.
By continuing to attend for work and performing your duties, you do so accepting the terms and conditions of employment as set out in this Agreement.
4. [bookmark: _Toc2351576]Employment
[bookmark: _Ref356226342][bookmark: _Ref356225383]You are engaged for the Term on a <full time/part time> basis in the position of <insert position title> (“Position”).
4.1 [bookmark: _Ref356226387]You will perform the Duties, as well as any other duties commensurate with your skills and experience which are assigned to you or which we direct you to perform from time to time during each engagement.
You will be primarily based at <insert church address> (“Location”), however, the Church reserves the right to direct you to perform the Duties of your Position in any other location at its discretion upon providing reasonable notice. You may also be required to undertake reasonable travel in the performance of the Duties of your position.
4.2 You are directed to read and comply with the obligations imposed upon you within CCVT’s Code of Ethics, policies and procedures (“Policies”) as they relate to your employment. The Policies may be varied from time to time, and you are directed to comply with such variations. The Policies do not form part of this Agreement. A breach of your obligations under the Policies may result in disciplinary action, including the immediate termination of your employment.
4.3 Your performance will be routinely appraised at least annually, but perhaps half- yearly. If you receive feedback regarding any unsatisfactory performance, you will be given the opportunity to correct any deficiency. 
[bookmark: _Toc2246656][bookmark: _Toc2246657][bookmark: _Toc2351577][bookmark: _Toc453687240][bookmark: _Toc453689317]Reporting 
You will report to <insert direct report> (Direct Report) and must comply with all lawful and reasonable requests and directions. 
[bookmark: _Toc2351578]National Employment Standards
The National Employment Standards (“NES”) of the Fair Work Act 2009 (Cth) apply to your employment. The entitlements under the NES are not incorporated into this Agreement. The NES may be accessed from www.fairwork.gov.au. The Fair Work Information Statement is attached as Schedule 1. 
[bookmark: _Toc2351579][bookmark: _Ref356226673][bookmark: _Ref356225554]Hours of work
Your ordinary hours of work will be <insert hours> which equates to <insert number> hours per week and such reasonable additional hours that are necessary to fulfil your duties or as otherwise required by the Church. 
The Church reserves its right to vary your ordinary hours of work upon providing you with reasonable notice. 
You may be required to attend weekly church services at appropriate times and as agreed with the Council of Elders.
Where you are required to work on a Saturday or Sunday, you are not entitled to additional remuneration, but may elect to take time off in lieu, at a mutually agreed time. 
5. [bookmark: _Toc518045181][bookmark: _Toc518046390][bookmark: _Toc518046559][bookmark: _Toc518046726][bookmark: _Toc520128254][bookmark: _Toc518045186][bookmark: _Toc518046395][bookmark: _Toc518046564][bookmark: _Toc518046731][bookmark: _Toc520128259][bookmark: _Toc518045200][bookmark: _Toc518046409][bookmark: _Toc518046578][bookmark: _Toc518046745][bookmark: _Toc520128273][bookmark: _Toc518045205][bookmark: _Toc518046414][bookmark: _Toc518046583][bookmark: _Toc518046750][bookmark: _Toc520128278][bookmark: _Toc518045219][bookmark: _Toc518046428][bookmark: _Toc518046597][bookmark: _Toc518046764][bookmark: _Toc520128292][bookmark: _Toc518045224][bookmark: _Toc518046433][bookmark: _Toc518046602][bookmark: _Toc518046769][bookmark: _Toc520128297][bookmark: _Toc518045238][bookmark: _Toc518046447][bookmark: _Toc518046616][bookmark: _Toc518046783][bookmark: _Toc520128311][bookmark: _Toc518045243][bookmark: _Toc518046452][bookmark: _Toc518046621][bookmark: _Toc518046788][bookmark: _Toc520128316][bookmark: _Toc518045257][bookmark: _Toc518046466][bookmark: _Toc518046635][bookmark: _Toc518046802][bookmark: _Toc520128330][bookmark: _Toc518045262][bookmark: _Toc518046471][bookmark: _Toc518046640][bookmark: _Toc518046807][bookmark: _Toc520128335][bookmark: _Toc518045276][bookmark: _Toc518046485][bookmark: _Toc518046654][bookmark: _Toc518046821][bookmark: _Toc520128349][bookmark: _Toc347478429][bookmark: _Ref388611640][bookmark: _Ref389162159][bookmark: _Ref455500785][bookmark: _Toc2351580]Remuneration
5.1 [bookmark: _Ref393460529][bookmark: _Ref395276693][bookmark: _Ref388612238][bookmark: _Ref356304642]Remuneration
You will be paid an annual remuneration package of $<insert amount> (Annual Remuneration Package) exclusive of superannuation, as set out in Schedule C. 
The Annual Remuneration Package is subject to the deduction, or withholding of any amounts on account of, any applicable taxation.
(a) Your net salary after tax will be paid <fortnightly/monthly> into a bank account nominated by you. 
(b) The Annual Remuneration Package provides for salary sacrificing in accordance with the Fringe Benefits Tax Assessment Act 1986 and related Fringe Benefits Taxation rulings of the Australian Taxation Office. 
(c) You are required to comply with all tax laws applicable to exempt benefits and provide the Church with receipts for expenditure on exempt benefits nominated in Schedule C. The exempt benefits must be taken as payment for goods and services and cannot be taken as cash.  In the event that fringe benefits tax becomes payable by the Church on any of the exempt benefit items listed in Schedule C, the Remuneration Package shall be adjusted so that the total cost of the Remuneration Package to the Church does not increase.
(d) The Church will review the Remuneration Package annually on or about 1 July. The Church may, in its sole and absolute discretion, increase the amount of your Annual Remuneration Package as a result of such review.  
5.2 Superannuation
(a) The Church will make at least the minimum superannuation contributions required by law, as set out in Schedule C. Superannuation contributions will be calculated on your Annual Remuneration Package, including any allocated fringe benefit amounts.
(b) If you do not nominate a complying superannuation fund, the superannuation contribution will be deposited into an account with the Church’s default superannuation provider on your behalf. 


[bookmark: _Toc2351581]Motor Vehicle 
Where you use your own motor vehicle in the performance of your Duties, you must ensure that the vehicle is registered and insured for third party property damage at all times. The Church may require proof of such registration and insurance. 
5.3 If you are unable to drive or subject to any legal restriction on the right to drive a vehicle, the Church will consider whether this impacts on your ability to perform the inherent requirements of your role.
[bookmark: _Toc2351582]Expenses
[bookmark: _Ref2261768]The Church will:
reimburse you for reasonable work-related out-of-pocket expenses incurred by you, upon the provision of a receipt, tax invoice or credit card statement;
reimburse your telephone costs, upon the provision of your telephone bill, up to the annual limit set out in Schedule C;
pay the registration costs for your attendance at seminars, conferences and workshops up to the annual limit set out in Schedule C; and 
reimburse you for the costs of Theological or Ministry Study upon the successful completion of subjects/units up to the annual limits set out in Schedule C.
On request, you are required to provide the Church with reasonable proof of any costs or expenses, and where directed, obtain authorisation before incurring any expenditure in excess of $<value>.
You are required to:
comply with any guidelines for education and training expenses established by the Church from time to time; 
pay all or the balance of, the costs associated with your theological studies, and your attendance at seminars, conferences and workshops, to the extent that such costs are not approved for payment by the Church in accordance with this clause.
[bookmark: _Toc2351583]Income from Specific Engagements 
The Minister may undertake work from time to time for organisations other than the Church, for example, preaching, speaking, conducting seminars and committee appointments. 
The Minister may perform work or provide a service on behalf of the Church, for example, weddings funerals and seminars, for which a charge is made to the recipient(s) of the service.
Any additional income the Minister receives from activities as an agent of the Church will be paid to directly to the Church. The Church then has discretion to distribute this income to the Minister as salary or into their MEA. 
The Minister must have prior consent from the Council of Elders to hold any direct or indirect interest in, or work in any capacity for, any person or organisation other than the Church, where this may cause a conflict of interest. 


[bookmark: _Toc520128360][bookmark: _Toc520128361][bookmark: _Toc520128362][bookmark: _Toc520128363][bookmark: _Toc520128364][bookmark: _Toc520128365][bookmark: _Toc520128366][bookmark: _Toc520128367][bookmark: _Toc520128368][bookmark: _Toc520128369][bookmark: _Toc520128370][bookmark: _Toc520128371][bookmark: _Toc520128372][bookmark: _Toc520128373][bookmark: _Toc455733636][bookmark: _Toc455733637][bookmark: _Toc455733638][bookmark: _Toc455733639][bookmark: _Toc455733640][bookmark: _Toc455733641][bookmark: _Toc518046834][bookmark: _Toc520128376][bookmark: _Toc518045291][bookmark: _Toc518046500][bookmark: _Toc518046669][bookmark: _Toc518046836][bookmark: _Toc520128378][bookmark: _Toc518045292][bookmark: _Toc518046501][bookmark: _Toc518046670][bookmark: _Toc518046837][bookmark: _Toc520128379][bookmark: _Toc518045293][bookmark: _Toc518046502][bookmark: _Toc518046671][bookmark: _Toc518046838][bookmark: _Toc520128380][bookmark: _Toc518045294][bookmark: _Toc518046503][bookmark: _Toc518046672][bookmark: _Toc518046839][bookmark: _Toc520128381][bookmark: _Toc518045295][bookmark: _Toc518046504][bookmark: _Toc518046673][bookmark: _Toc518046840][bookmark: _Toc520128382][bookmark: _Toc518045296][bookmark: _Toc518046505][bookmark: _Toc518046674][bookmark: _Toc518046841][bookmark: _Toc520128383][bookmark: _Toc518045297][bookmark: _Toc518046506][bookmark: _Toc518046675][bookmark: _Toc518046842][bookmark: _Toc520128384][bookmark: _Toc518045298][bookmark: _Toc518046507][bookmark: _Toc518046676][bookmark: _Toc518046843][bookmark: _Toc520128385][bookmark: _Toc518045299][bookmark: _Toc518046508][bookmark: _Toc518046677][bookmark: _Toc518046844][bookmark: _Toc520128386][bookmark: _Toc518045300][bookmark: _Toc518046509][bookmark: _Toc518046678][bookmark: _Toc518046845][bookmark: _Toc520128387][bookmark: _Toc518045301][bookmark: _Toc518046510][bookmark: _Toc518046679][bookmark: _Toc518046846][bookmark: _Toc520128388][bookmark: _Toc518045302][bookmark: _Toc518046511][bookmark: _Toc518046680][bookmark: _Toc518046847][bookmark: _Toc520128389][bookmark: _Toc518045303][bookmark: _Toc518046512][bookmark: _Toc518046681][bookmark: _Toc518046848][bookmark: _Toc520128390][bookmark: _Toc2351584]Annual Leave
You are entitled to four (4) weeks’ paid annual leave per year of service with the Church, which accrues progressively in accordance with applicable legislation. 
Annual leave is to be taken at a time or times agreed between you and your Direct Report.
You must give at least one month’s notice of a request to take annual leave. 
Subject to any applicable law, if agreement about the taking of leave is not reached between the parties, the Church may direct you to take leave at any time by giving you one month's notice in writing.
[bookmark: _Toc2351585]Personal / Carer’s Leave
You are entitled to 10 days’ paid personal leave per year of service with the Church which accrues progressively in accordance with applicable legislation.
Personal leave can be taken in the following circumstances:
due to personal illness or injury (i.e. sick leave); or
for the purpose of caring for a member of your immediate family or member of your household who is sick or requires your care and support due to an unexpected emergency (i.e. carer's leave).
During or after a period of personal leave you may be requested by the Church to provide a medical certificate or other documentary evidence which outlines the nature of the illness or circumstances for which the leave was taken. In the case of carer's leave, this must identify the person cared for and the need of that person to be cared for by another person.
While untaken personal leave accrues from year to year, you will not receive payment in lieu of accrued but untaken personal leave on termination of your employment.
You are required to advise the Church by 9:00am if you are unable to attend work on any particular day due to personal leave and advise the Church of the period, or expected period of leave. You are also required to produce or forward to the Church within 48 hours of the commencement of leave, evidence satisfactory to the Church confirming the illness or injury. 
[bookmark: _Toc2351586]Long Service Leave   
You are entitled to long service leave in accordance with the <Long Service Leave Act 2018 (Vic)/Long Service Leave Act 1976 (Tas)>.
Long service leave calculations are based on your total remuneration of salary and fringe benefit components. 
[bookmark: _Toc2351587]Compassionate Leave 
You are entitled to a maximum of two days’ paid compassionate leave for each occasion when a member of your immediate family or household; 
contracts or develops a personal illness that poses a serious threat to his or her life; or 
sustains a personal injury that poses a serious threat to his or her life; or
dies.
The Church may require you to provide reasonable evidence of the illness, injury or death.
[bookmark: _Toc2351588]Community Service Leave
You are entitled to unpaid leave for voluntary emergency activities and up to 10 days of paid leave for jury service. 
[bookmark: _Toc2351589]Other leave entitlements
5.4 You are entitled to take other leave entitlements (e.g. parental leave, family and domestic violence leave etc.) in accordance with the NES.
[bookmark: _Toc2351590]Public Holidays
5.5 You are entitled to be absent from work on a day that is a public holiday in <Victoria/Tasmania>, in accordance with the NES.
5.6 Where you are not required to work your ordinary hours of work on a public holiday, you will be entitled to be paid your ordinary pay for that day.
5.7 Where your ordinary hours do not fall on a public holiday, you will not be entitled to be paid for that day. 
[bookmark: _Toc2351591]Flexible Work Arrangements
Notwithstanding the terms of this Agreement, eligible ministers may have the right to request flexible working arrangements in accordance with the Act. 
6. [bookmark: _Toc347478430][bookmark: _Ref356224353][bookmark: _Ref356224354][bookmark: _Ref445282004][bookmark: _Ref2089671][bookmark: _Toc2351592]Your obligations
6.1 You warrant that you have provided accurate information to the Church on your qualifications, professional accreditation, professional training and currency of all relevant licences, required to perform your position.  You agree that the Church may terminate your employment without notice, should it discover the information you provided is inaccurate.
6.2 In the course of your employment with the Church, you are required to do the following:
(a) carry out all lawful and reasonable instructions given to you in relation to your employment;
(b) perform your duties and responsibilities in a proper, ethical, diligent, professional and efficient manner; including always acting in good faith and in the best interests of the Church;
(c) use your best endeavours to protect, enhance and promote the interests, welfare, profitability, growth and reputation of the Church’s business;
(d) not engage in any business or activities which may conflict with or be harmful to the business interests of the Church, or any of its officers, employees, agents, contractors or consultants;
refrain from representing the Church, expending resources and/or generating liabilities in the name of the Church and/or binding the Church to the extent doing so exceeds any authority limits reasonably notified by the Church from time to time;
(e) perform your duties in a safe manner, respecting all occupational health and safety laws and policies (despite the fact these do not form part of this Agreement); 
(f) tell us promptly about anything that you become aware of which may affect your ability to carry out your duties promptly and efficiently and in accordance with this Agreement. 
6.3 During your employment and after it comes to an end you must not do anything which may harm the reputation of the Church or Council of Elders.
You understand and accept that failure to adhere to any provision in this clause may result in disciplinary action or the termination of your employment, at our discretion.
7. [bookmark: _Toc347478431][bookmark: _Ref455652080][bookmark: _Ref455652109][bookmark: _Ref455675788][bookmark: _Ref455733850][bookmark: _Ref2089875][bookmark: _Toc2351593]Termination
Termination on notice
Either party may terminate this Agreement by providing notice in writing as follows: 
if the Church is to terminate the Agreement, by providing the Minister with <insert (a minimum of 4, over age 45 a minimum of 5)> weeks’ notice; 
if the Minister is to terminate the Agreement and the Minister has been employed by the Church for:
	Period of employment 
	Notice period to be provided 

	From commencement of employment to less than 2 years 
	4 weeks 

	More than two years’ service but less than 3 years 
	8 weeks 

	3 consecutive years’ service or more 
	12 weeks 


The Church may make a payment in lieu of all or part of the notice period specified at its discretion. The payment in lieu will be equal to the amount of the Annual Remuneration Package, annual leave, long service leave and any other entitlements that the Minister would have received for the period of notice which the Church does not require you to work.
The Church will not be under any obligation to pay any further compensation on termination, including paying out the remainder of the Term.
Expiry of Term
Unless otherwise agreed in writing or terminated earlier in accordance with this Agreement, the employment will cease at the end of the Term. 
In the event that the employment extends beyond the Term for any reason, the terms and provisions of this Agreement will continue to apply, excluding any reference to the Term in this Contract. 
Underperformance and Misconduct
The Church may terminate this Agreement following a disciplinary process where the Minister’s conduct or performance falls below the standard expected by the Church and all warning processes have been exhausted in accordance with <insert relevant policy>. The <insert relevant policy> does not form part of this Agreement. 


Redundancy
The Church may find it necessary to terminate the ministry where the Role is redundant. If your Role is made redundant for any reason, the Church will make a redundancy payment as follows:


	Length of Service with CCVT
	Redundancy payment to be provided

	More than one years’ service but less than 2 years
	4 weeks

	More than two years’ service but less than 3 years
	8 weeks

	More than three years’ service but less than 4 years
	7 weeks

	More than four years’ service but less than 5 years
	8 weeks

	More than five years’ service but less than 6 years
	10 weeks

	More than six years’ service but less than 7 years
	11 weeks

	More than seven years’ service but less than 8 years
	13 weeks

	More than eight years’ service but less than 9 years
	14 weeks

	More than nine years’ service but less than 10 years
	16 weeks

	At least 10 years
	12 weeks*


* There is a reduction in redundancy pay from 16 weeks to 12 weeks for employees with at least 10 years continuous service. This is consistent with the 2004 Redundancy Case decision made by the Australian Industrial Relations Commission.
The weekly payment is based on the Remuneration Package set out in the Employment Agreement.
* Redundancy Notice Period

The notice period to be given to the Minister is to be in accordance with the NES guidelines below. 

	Period of continuous service 
	Minimum notice period 

	1 year or less 
	1 week 

	More than 1 year – 3 years 
	2 weeks 

	More than 3 years – 5 years 
	3 weeks 

	More than 5 years 
	4 weeks 


Employees over 45 years old who have completed at least two years of service when they receive notice are given an additional week of notice.


Fitness for Duty
The Church may terminate your employment with notice or payment in lieu of notice if it is satisfied that you are not fit to perform the inherent requirements of the Role. 
Summary dismissal 
[bookmark: _Ref2089564]Nothing in this clause 21 restricts or limits the Church’s right to summarily terminate your employment under this Agreement at any time for serious misconduct without notice or payment in lieu of notice. Serious misconduct includes, without limitation:
a serious breach of CCVT’s Code of Ethics;
a serious breach of occupational health and safety procedures and duty of care obligations;
intoxication;
theft; 
gross incompetence; and
conduct which has the risk of causing the Church reputational damage. 
[bookmark: _Toc2351594]<Optional> Investigation
If the Church receives allegations in relation to the Minister’s conduct, the Church may conduct, or appoint a person to conduct, an investigation into the allegations. 
During the whole or part of a period of investigation conducted, the Church may in its absolute discretion, suspend the Minister with pay, during which:
the Church is not obliged to provide the Minister with work; and 
the Minister may be prohibited from entering or attending the <optional - church events, the premises or the Church and/or communicating with specified persons connected or the Church>.
[bookmark: _Toc2351595]Directed Leave Period
At any time after notice to terminate the Minister’s employment is given by either party, the Church may direct you not to:
enter or attend the premises of the Church; and/ or
contact or have any communication with any employee, officer, director, agent or consultant of CCVT, the Church or any Group Church,
except as required by the Church.
During the Directed Leave Period, you are entitled to continue to receive your Fixed Remuneration and all other benefits in accordance with the terms of this Agreement.
[bookmark: _Toc2351596]Obligations on Termination 
[bookmark: _Toc131307116]If this Agreement is terminated for any reason by either party:
the Church will pay out any outstanding superannuation entitlements, accrued but unused annual leave and long service leave entitlements, and any applicable MEA balances; 
the Church may set off any amounts that the Minister owes the Church against any amounts the Church owes the Minister at the date of termination, except for amounts the Church is not entitled by law to set off;
the Minister must, by the date of termination of this agreement, return to the Church all the Church’s Documents and Confidential Information and the Church’s other property (including, as applicable, and without limitation, mobile telephone, computer, credit cards, keys and vehicle) in good order and condition; and
the Minister’s obligations under clause 20 continue after termination except in respect of information that is part of the Minister’s general skill and knowledge.


[bookmark: _Toc2351597]Housing Arrangements 
Residence at the church
Where the Minister’s residence is at the property of the Church, a Residential Tenancy Agreement between the Church and the Minister is to be completed. 
The Church is responsible for the rental property, inclusive of any fixtures and fittings and any contents that are church property. 
The Minister is responsible for the insurance of the contents of the rental property that are privately owned. 
Minister’s own residence
Where the residence is the Minister’s own home, the Minister’s MEA can be used to make payments towards costs associated with the property, such as mortgage repayments and rates. 
[bookmark: _Toc2351598]Joint Ministries <insert clause only for joint ministries>
The Church has engaged you and <insert name of other Minister> to jointly perform the role of <insert role>. 
You understand and accept that the respective proportion of the Annual Remuneration Package to be paid to you both is agreed and is set out in Schedule C in the respective agreements. 
Your respective duties and specific roles are outlined in Schedule B. 
You understand and accept that in the event that:
your employment is terminated, <insert name’s> employment may be terminated by the Church;
<insert name of other Minister>’s employment is terminated, your employment may be terminated by the Church.
By signing this Agreement you agree not to make, take, institute or maintain any claims against the Church, Council of Elders or any of its or their officers or members in relation to this clause. 
8. [bookmark: _Toc455733654]Confidential Information
8.1 You agree that, while employed by the Church and following the cessation of your employment, you shall:
(a) not copy or take extracts from any Confidential Information or remove any Confidential Information from the Church’s premises except in the normal course of employment or with the Church’s prior written consent;
(b) promptly return all Confidential Information removed from the Church’s premises as promptly as possible, and in any event return it immediately upon demand by the Church;
(c) hold all Confidential Information in the strictest confidence without disclosure of any part of it to any third party without the prior written consent of the Church;
(d) use the Confidential Information only for the purposes of performing your Duties;
(e) not use any of the Confidential Information in any way which would be harmful to the best interests of the Church;
(f) not use any of the Confidential Information for your own benefit or for the benefit of any third parties;
(g) take reasonable precautions to prevent any person from gaining access to or copying any of the Confidential Information; and
(h) at the request of the Church, immediately return or destroy any Documents, recordings or any other thing in your possession which contains Confidential Information.
8.2 You must not disclose Confidential Information except where the disclosure is: 
(a) necessary in the course of performing the Duties; 
(b) reasonably made to a professional legal adviser; 
(c) made with the prior written consent of the Church; or 
(d) required by law. 
9. [bookmark: _Toc520128396][bookmark: _Toc520128397][bookmark: _Toc520128398][bookmark: _Toc520128399][bookmark: _Toc520128400][bookmark: _Toc520128401][bookmark: _Toc520128402][bookmark: _Toc520128403][bookmark: _Toc520128404][bookmark: _Toc520128405][bookmark: _Toc518045309][bookmark: _Toc518046518][bookmark: _Toc518046687][bookmark: _Toc518046854][bookmark: _Toc520128406][bookmark: _Toc518045310][bookmark: _Toc518046519][bookmark: _Toc518046688][bookmark: _Toc518046855][bookmark: _Toc520128407][bookmark: _Toc518045311][bookmark: _Toc518046520][bookmark: _Toc518046689][bookmark: _Toc518046856][bookmark: _Toc520128408][bookmark: _Toc518045312][bookmark: _Toc518046521][bookmark: _Toc518046690][bookmark: _Toc518046857][bookmark: _Toc520128409][bookmark: _Toc518045313][bookmark: _Toc518046522][bookmark: _Toc518046691][bookmark: _Toc518046858][bookmark: _Toc520128410][bookmark: _Toc518045314][bookmark: _Toc518046523][bookmark: _Toc518046692][bookmark: _Toc518046859][bookmark: _Toc520128411][bookmark: _Toc518045315][bookmark: _Toc518046524][bookmark: _Toc518046693][bookmark: _Toc518046860][bookmark: _Toc520128412][bookmark: _Toc518045316][bookmark: _Toc518046525][bookmark: _Toc518046694][bookmark: _Toc518046861][bookmark: _Toc520128413][bookmark: _Toc518045317][bookmark: _Toc518046526][bookmark: _Toc518046695][bookmark: _Toc518046862][bookmark: _Toc520128414][bookmark: _Toc518045318][bookmark: _Toc518046527][bookmark: _Toc518046696][bookmark: _Toc518046863][bookmark: _Toc520128415][bookmark: _Toc518045319][bookmark: _Toc518046528][bookmark: _Toc518046697][bookmark: _Toc518046864][bookmark: _Toc520128416][bookmark: _Toc518045320][bookmark: _Toc518046529][bookmark: _Toc518046698][bookmark: _Toc518046865][bookmark: _Toc520128417][bookmark: _Toc518045321][bookmark: _Toc518046530][bookmark: _Toc518046699][bookmark: _Toc518046866][bookmark: _Toc520128418][bookmark: _Toc518045322][bookmark: _Toc518046531][bookmark: _Toc518046700][bookmark: _Toc518046867][bookmark: _Toc520128419][bookmark: _Toc518045323][bookmark: _Toc518046532][bookmark: _Toc518046701][bookmark: _Toc518046868][bookmark: _Toc520128420][bookmark: _Toc518045324][bookmark: _Toc518046533][bookmark: _Toc518046702][bookmark: _Toc518046869][bookmark: _Toc520128421][bookmark: _Toc518045325][bookmark: _Toc518046534][bookmark: _Toc518046703][bookmark: _Toc518046870][bookmark: _Toc520128422][bookmark: _Toc518045326][bookmark: _Toc518046535][bookmark: _Toc518046704][bookmark: _Toc518046871][bookmark: _Toc520128423][bookmark: _Toc518045327][bookmark: _Toc518046536][bookmark: _Toc518046705][bookmark: _Toc518046872][bookmark: _Toc520128424][bookmark: _Toc518045328][bookmark: _Toc518046537][bookmark: _Toc518046706][bookmark: _Toc518046873][bookmark: _Toc520128425][bookmark: _Toc518045329][bookmark: _Toc518046538][bookmark: _Toc518046707][bookmark: _Toc518046874][bookmark: _Toc520128426][bookmark: _Toc518045330][bookmark: _Toc518046539][bookmark: _Toc518046708][bookmark: _Toc518046875][bookmark: _Toc520128427][bookmark: _Toc518045331][bookmark: _Toc518046540][bookmark: _Toc518046709][bookmark: _Toc518046876][bookmark: _Toc520128428][bookmark: _Toc518045332][bookmark: _Toc518046541][bookmark: _Toc518046710][bookmark: _Toc518046877][bookmark: _Toc520128429][bookmark: _Toc518045333][bookmark: _Toc518046542][bookmark: _Toc518046711][bookmark: _Toc518046878][bookmark: _Toc520128430][bookmark: _Toc2351599][bookmark: _Toc347478432]Intellectual property
9.1 All copyright, designs, inventions, trademarks, and all other forms of intellectual property created by you that relate directly or indirectly to, or that assists in the performance of, the Role performed by you in your employment at the Church, vests in you at the point of its creation and any such copyright, designs, inventions and other forms of intellectual property already created prior to the date of this agreement is assigned to you.
9.2 You consent to the Church engaging in acts and/or omissions that would otherwise infringe your Moral Rights in works created, developed, modified or enhanced by you in the course of completing your Duties. For the purpose of this consent, “moral right” and “work” and have the meaning given to those terms in the Copyright Act 1968 (Cth). 
10. [bookmark: _Ref455498094][bookmark: _Ref455498189][bookmark: _Ref455498247][bookmark: _Toc2351600]Variation and Continuation of this Agreement
For the avoidance of doubt, the parties may terminate, replace, vary or otherwise re-negotiate part or all of this Agreement at any time by mutual agreement. However, no such change will be effective unless and until it is agreed in writing and signed by both parties.
Subject only to the extent of any change to this Agreement or its application in accordance with this clause, the terms of this Agreement (including but not limited to the termination provisions) continue to apply unless and until the Minister’s employment ends, including but not limited to in circumstances where, from time to time:
the Minister's duties vary;
the Minister is appointed to another position with the Church;
the Location is changed;
the Minister's reporting arrangements are changed; or
the Minister's remuneration is reviewed and/or altered.


11. [bookmark: _Toc2351601]Entire agreement
This Agreement constitutes the entire agreement between you and us in respect of matters dealt with by this Agreement, and supersedes all prior agreements, understandings and negotiations (if any) in respect of the matters dealt with in this Agreement. 
For the avoidance of doubt, the Guide to Employment for Ministers is to be used only as a guide to this Agreement and it does not contain terms and conditions of employment for Ministers. 
12. [bookmark: _Toc2351602]Governing law
This Agreement shall be governed by the laws of [the State of Victoria] or [the State of Tasmania] and both parties submit to the jurisdiction of the courts of that State.
13. [bookmark: _Toc2351603]Severability
If any provision of this Agreement is held to be invalid or in any way unenforceable, it shall be severed and the remaining provisions shall not in any way be effected or impaired and this Agreement shall be construed so as to most nearly give effect to our and your intentions when it was originally executed.


EXECUTED AS AN AGREEMENT:

	SIGNED by <INSERT MINISTRY EMPLOYEE NAME>  in the presence of:
	)
)
)
	

	
	
	

	
	
	

	
	
	

	Witness (signature)
	
	Witness (full name)

	
	
	

	
	
	




	SIGNED on behalf of <INSERT NAME OF CHURCH> 
<insert ABN/ACN>
by its authorised officer in the presence of:
	)
)
)
	

	
	
	

	
	
	

	
	
	

	Witness (signature)
	
	Witness (full name)
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SCHEDULE A – Fair Work Information Statement 
[image: ]
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SCHEDULE B – Position description

<Insert Position Description>




[bookmark: _Toc2351606]SCHEDULE C – Remuneration Package
	No.
	Item
	Amount

	1.
	Annual Gross Salary
	

	2.
	Fringe Exempt Benefits
	

	
	Total combined gross and fringe benefits
	

	3.
	Agreed travel allowance
	

	
	Total remuneration package 
	

	4.
	Expenses to be reimbursed separately:
	

	
	Maximum for telephone:
	$xx per month 
*Telephone allowance is reimbursed separately at the end of each month

	
	Maximum for conferences, seminars and workshops for professional development based on 2% of total remuneration package as recommended in the yearly CCVT remuneration package 
	$ per annum
*Attendance of workshops or seminars as part of Professional Development is to be reimbursed to you upon registration.   can undertake to pay the PD invoice if required.

	5.
	Superannuation
11% of gross salary (item no. 1 above) and exempt benefits/allowances (item no. 2 above)
	$xx

	
	Fortnightly pay
	

	
	Assessable income
	$   

	
	Fringe Exempt Benefits
	$

	
	Total fortnightly 
	$2

	
	Super contribution by employer at 11% on assessable and fringe exempt benefits
	$
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Fair WO'['k Fair Work Information Statement

st et OMBUDSMAN Employers must give this document to new employees when they start work

See www.fairwork.gov.au/fwis

IMPORTANT INFORMATION ABOUT YOUR PAY AND CONDITIONS

Find out more about your workplace entitlements and obligations during the impact of coronavirus at
coronavirus.fairwork.gov.au

Employees in Australia have entitlements and protections at work, under:

FAIR WORK LAWS AWARDS ENTERPRISE EMPLOYMENT
AGREEMENTS CONTRACTS
® minimum e set minimum pay
entitlements for and conditions for e set minimum pay e provide additional
all employees an industry or and conditions for a conditions for an
e includes the occupation particular workplace individual employee
National ® cover most ® negotiated and e can’treduce or
Employment employees in approved through a remove minimum
Standards Australia formal process entitlements
i — C)
olé S0 25

Find your award at www.fairwork.gov.au/awards. Check if your workplace has an enterprise agreement at
www.fwc.gov.au/agreements

CASUAL EMPLOYEES

If you are a casual employee, you also need to be given the Casual Employment Information Statement when you
start work. Visit www.fairwork.gov.au/ceis for more information.

@ PAY

Your minimum pay rates are in your award or enterprise agreement. If there is no award or agreement for your
job, you must get at least the National Minimum Wage. You can’t agree to be paid less.

Minimum pay rates are usually updated yearly. Find out what you should get at www.fairwork.gov.au/minimum-
wages

NATIONAL MINIMUM WAGE FROM 1 JULY 2021
. $20.33/hour full-time or part-time
. $25.41/hour casual

This is the adult minimum rate for employees with no award or enterprise agreement. Lower rates may apply to
juniors, apprentices and employees with disability.

Use our free calculators to check your pay, leave and termination entitlements at:

Ewww.fairwork.gov.au/pact

|
DID YOU KNOW?

You can create a free My account to save your workplace information in one place at:
www.fairwork.gov.au/register

You can find free online courses to help you start a new job or have difficult conversations at work, visit:
www.fairwork.gov.au/learning

The Record My Hours app makes it quick and easy to record the hours you work.
It's free on the App Store and Google Play.
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Fair Work Information Statement 

Employers must give this document to new employees when they start work 

See 

www.fairwork.gov.au/fwis

 

 

 

Find out more about your workplace entitlements and obligations during the impact of coronavirus at 

coronavirus.fairwork.gov.au

 

Employees in Australia have entitlements and protections at work, under:

FAIR WORK LAWS 

 

•
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•
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entitlements 

 

Find your award at 

www.fairwork.gov.au/awards. 

Check if your workplace has an enterprise agreement at 

www.fwc.gov.au/agreements

 

 CASUAL EMPLOYEES    

If you are a casual employee, you also need to be given the Casual Employment Information Statement when you 

start work. Visit 

www.fairwork.gov.au/ceis

 for more information.  

 PAY 

Your minimum pay rates are in your award or enterprise agreement. 

If there is no award or agreement for your 

job, you must get at least the National Minimum Wage. 

You can’t agree to be paid less.  

Minimum pay rates are usually updated yearly. Find out what you should get at 

www.fairwork.gov.au/minimum-

wages 

 

NATIONAL MINIMUM WAGE FROM 1 JULY 2021 

•

   $20.33/hour full-time or part-time 

•

   $25.41/hour casual 

 

This is the adult minimum rate for employees with no award or enterprise agreement.

 Lower rates may apply to 

juniors, apprentices and employees with disability.  

Use our free calculators to check your pay, leave and termination entitlements at:  

 

www.fairwork.gov.au/pact

 

 

DID YOU KNOW? 

You can create a free My account to save your workplace information in one place at: 

www.fairwork.gov.au/register 

 

You can find free online courses to help you start a new job or have difficult conversations at work, visit: 

www.fairwork.gov.au/learning 

 

The 

Record My Hours app

 makes it quick and easy to record the hours you work. 

It’s free on the App Store and Google Play. 
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Fair Work Information Statement

Employers must give this document to new employees when they start work

Fair Work

overnment O M B U D S M A N
See www.fairwork.gov.au/fwis

IMPORTANT INFORMATION ABOUT YOUR PAY AND CONDITIONS

@ NATIONAL EMPLOYMENT STANDARDS

These are minimum standards for all employees. Rules and exclusions may apply. Your award or agreement may
provide more. Find more information on the National Employment Standards at www.fairwork.gov.au/NES

Full-time and part-time employees

Casual employees

Annual leave

\/4 weeks paid leave per year (pro rata for
part-time employees) + 1 week for eligible
shift workers

X

Personal leave
(sick or carer’s leave)

/10 days paid leave per year
(pro rata for part-time employees)

X

Carer’s leave

\/2 days unpaid leave per permissible
occasion (if no paid personal leave left)

\/2 days unpaid leave per permissible
occasion

Compassionate leave

/2 days paid leave per permissible occasion

/2 days unpaid leave per permissible
occasion

Family & domestic
violence leave

\/5 days unpaid leave per 12 months

\/5 days unpaid leave per 12 months

Community service
leave
e Jury service
e Voluntary
emergency
management
activities

\/10 days paid leave with make-up pay
+ unpaid leave as required

/Unpaid leave as required to engage in the
activity

\/Unpaid leave as required

/Unpaid leave as required to engage
in the activity

Long service leave

/Paid leave (amount and eligibility rules
vary between states and territories)

'*” Varies between states and territories

Parental leave
eligible after 12 months
employment

/12 months unpaid leave — can extend up
to 24 months with employer’s agreement

/12 months unpaid leave for regular
and systematic casuals — can extend up
to 24 months with employer’s
agreement

Maximum hours of
work

\/Full-time employees - 38 hours per week + reasonable additional hours
Part-time and casual employees - 38 hours or employee’s ordinary weekly hours

(whichever is less) + reasonable additional hours

Public holidays

/A paid day off if you’d normally work. If
asked to work you can refuse, if reasonable to
do so

/An unpaid day off. If asked to work
you can refuse, if reasonable to do so

Notice of termination

\/1—5 weeks notice (or pay instead of
notice) based on length of employment and
age

X

Redundancy pay
eligible after 12 months
employment

/4- 16 weeks pay based on length of
employment (some exclusions apply)

X

Casual conversion

X

/The right to become a full-time or
part-time employee in some
circumstances

Page 2 of 3

Last updated November 2021





http://www.fairwork.gov.au/NES





			Fair Work Laws


			CASUAL EMPLOYees


			PAY


			NATIONAL EMPLOYMENT STANDARDS


			FLEXIBILITY


			RIGHT OF ENTRY


			PROTECTIONS AT WORK


			www.fairwork.gov.au/bullying-harassment


			ENDING EMPLOYMENT


			TRANSFER OF BUSINESS













 

IMPORTANT INFORMATION ABOUT YOUR PAY AND CONDITIONS 

 

Page 2 of 3 

Last updated November 2021

 

Fair Work Information Statement 
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 NATIONAL EMPLOYMENT STANDARDS 

These are minimum

 

standards for all employees. Rules and exclusions may apply. 

Your award or agreement may 

provide more. 

Find more information on the National Employment Standards at 

www.fairwork.gov.au/NES 

  Full-time and part-time employees   Casual employees 

Annual leave 

4 weeks paid leave per year (pro rata for 

part-time employees) + 1 week for eligible 

shift workers  

 

 

Personal leave  

(sick or carer’s leave) 

10 days paid leave per year  

 

     

(pro rata for part-time employees) 

 

 

Carer’s leave 

2 days unpaid leave per permissible 

occasion (if no paid personal leave left) 

2 days unpaid leave per permissible 

occasion  

Compassionate leave

 

2 days paid leave per permissible occasion

 

2 days unpaid leave per permissible 

occasion

 

Family & domestic 

violence leave 

5 days unpaid leave per 12 months  5 days unpaid leave per 12 months 
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leave 

  

•

 

Jury service

 

10 days paid leave with make-up pay  

+ unpaid leave as required  

Unpaid leave as required 

•

 

Voluntary 

emergency 

management 

activities

 

Unpaid leave as required to engage in the 

activity  

Unpaid leave as required to engage 

in the activity 

Long service leave 

Paid leave (amount and eligibility rules 

vary between states and territories)  

 Varies between states and territories 

Parental leave  

eligible after 12 months 

employment

 

12 months unpaid leave – can extend up 

to 24 months with employer’s agreement  

12 months unpaid leave for regular 

and systematic casuals – can extend up 

to 24 months with employer’s 

agreement 

Maximum hours of 

work 

Full-time employees - 38 hours per week + reasonable additional hours 

Part-time and casual employees - 38 hours or employee’s ordinary weekly hours 

(whichever is less) + reasonable additional hours  

Public holidays  

A paid day off if you’d normally work. If 

asked to work you can refuse, if reasonable to 

do so  

An unpaid day off. If asked to work 

you can refuse, if reasonable to do so 

Notice of termination 

1-5 weeks notice (or pay instead of 

notice) based on length of employment and 

age 

 

 

Redundancy pay 

eligible after 12 months 

employment

 

4- 16 weeks pay based on length of 

employment (some exclusions apply) 

 

 

Casual conversion   

 

The right to become a full-time or 

part-time employee in some 

circumstances  
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Fair Work

Fair Work Information Statement

Employers must give this document to new employees when they start work

See www.fairwork.gov.au/fwis

IMPORTANT INFORMATION ABOUT YOUR PAY AND CONDITIONS

@ FLEXIBILITY

After 12 months employment, you can make a written
request for flexible working arrangements if you’re 55 or
over, a carer, have a disability, are experiencing violence
from a family member (or are supporting a family or
household member who is), or are the parent of, or have
caring responsibilities for, a child of school age or
younger. This includes employees returning from parental
or adoption leave asking to work part-time to care for the
child. Your employer must respond in writing within 21
days. They can only say no on reasonable business
grounds.

You and your employer can also negotiate an individual
flexibility arrangement. This would change how certain
terms in your award or enterprise agreement apply to
you. An individual flexibility arrangement must be a
genuine choice — it can’t be a condition of employment —
and it must leave you better off overall. Find out more at:
www.fairwork.gov.au/flexibility

000
- " RIGHT OF ENTRY

Union officials with an entry permit can enter the
workplace to talk to workers that they're entitled to
represent, or to investigate suspected safety issues or
breaches of workplace laws.

They must comply with certain requirements, such as
notifying the employer, and can inspect or copy certain
documents. Strict privacy rules apply to the permit
holder, their organisation and your employer. Find out
more at:

www.fwc.gov.au/entry-permits

@ AGREEMENT MAKING

Enterprise agreements are negotiated between an
employer, their employees, and any employee
representatives (for example, a union). This process is
called ‘bargaining’ and has to follow set rules. The Fair
Work Commission checks and approves agreements. For
information about making, varying, or terminating an
enterprise agreement visit:
www.fwc.gov.au/agreements

FAIR WORK OMBUDSMAN
e information and advice about pay and entitlements
e free calculators, templates and online courses
e help fixing workplace problems
e enforces workplace laws and seeks penalties for
breaches of workplace laws.
www.fairwork.gov.au — 13 13 94

@ PROTECTIONS AT WORK

All employees have protections at work. You can’t be
treated differently or worse because you have or exercise
a workplace right, for example, the right to request
flexible working arrangements, take leave or make a
complaint or enquiry about your employment.

You have the right to join a union or choose not to, and to
take part in lawful industrial activity or choose not to.

You also have protections when temporarily absent from
work due to illness or injury, and from discrimination,
bullying and harassment, sexual harassment, coercion,
misrepresentation, sham contracting, and undue
influence or pressure. Find out more at:
www.fairwork.gov.au/protections
www.fairwork.gov.au/bullying-harassment

@I: ENDING EMPLOYMENT

When your employment ends, your final pay should
include all outstanding entitlements, such as wages and
unused annual leave and long service leave.

You may be entitled to notice of termination, or pay
instead of notice. If you're dismissed for serious
misconduct, you're not entitled to notice. If you resign
you may have to give your employer notice. To check if
notice is required and what should be in your final pay
visit:

www.fairwork.gov.au/ending-employment

If you think your dismissal was unfair or unlawful, you
have 21 calendar days to lodge a claim with the Fair
Work Commission. Rules and exceptions apply. Find out
more at:

www.fwc.gov.au
(—)
" TRANSFER OF BUSINESS

If a transfer of business occurs, your employment with
your old employer ends. If you’re employed by the new
employer within three months to do the same (or similar)
job, some of your entitlements might carry over to the
new employer. This may happen if, for example, the
business is sold or work is outsourced. Find out more at:
www.fairwork.gov.au/transfer-of-business

FAIR WORK COMMISSION

deals with claims of unfair dismissal and unlawful

termination, bullying, sexual harassment,

discrimination or ‘adverse action’ at work

approves, varies and terminates enterprise agreements

issues entry permits and resolves industrial disputes.
www.fwc.gov.au — 1300 799 675

If you work in the commercial building industry the Australian Building and Construction Commission can help.
www.abcc.gov.au — 1800 003 338
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Fair Work Information Statement 

Employers must give this document to new employees when they start work 

See 
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FLEXIBILITY 

After 12 months employment, you can make a written 

request for flexible working arrangements if you’re 55 or 

over, a carer, have a disability, are experiencing violence 

from a family member (or are supporting a family or 

household member who is), or are the parent of, or have 

caring responsibilities for, a child of school age or 

younger. This includes employees returning from parental 

or adoption leave asking to work part-time to care for the 

child. Your employer must respond in writing within 21 

days. They can only say no on reasonable business 

grounds. 

You and your employer can also negotiate an individual 

flexibility arrangement. This would change how certain 

terms in your award or enterprise agreement apply to 

you. An individual flexibility arrangement must be a 

genuine choice – it can’t be a condition of employment – 

and it must leave you better off overall. Find out more at: 

www.fairwork.gov.au/flexibility 

 RIGHT OF ENTRY 

Union officials with an entry permit can enter the 

workplace to talk to workers that they’re entitled to 

represent, or to investigate suspected safety issues or 

breaches of workplace laws.  

They must comply with certain requirements, such as 

notifying the employer, and can inspect or copy certain 

documents. Strict privacy rules apply to the permit 

holder, their organisation and your employer. Find out 

more at:  

www.fwc.gov.au/entry-permits

 

AGREEMENT MAKING

 

Enterprise agreements are negotiated between an 

employer, their employees, and any employee 

representatives (for example, a union). This process is 

called ‘bargaining’ and has to follow set rules. The Fair 

Work Commission checks and approves agreements. For 

information about making, varying, or terminating an 

enterprise agreement visit:  

www.fwc.gov.au/agreements 

 

PROTECTIONS AT WORK 

All employees have protections at work. You can’t be 

treated differently or worse because you have or exercise 

a workplace right, for example, the right to request 

flexible working arrangements, take leave or make a 

complaint or enquiry about your employment.  

You have the right to join a union or choose not to, and to 

take part in lawful industrial activity or choose not to.  

You also have protections when temporarily absent from 

work due to illness or injury, and from discrimination, 

bullying and harassment, sexual harassment, coercion, 

misrepresentation, sham contracting, and undue 

influence or pressure. Find out more at: 

www.fairwork.gov.au/protections 

www.fairwork.gov.au/bullying-harassment  

ENDING EMPLOYMENT 

When your employment ends, your final pay should 

include all outstanding entitlements, such as wages and 

unused annual leave and long service leave.  

You may be entitled to notice of termination, or pay 

instead of notice. If you’re dismissed for serious 

misconduct, you’re not entitled to notice. If you resign 

you may have to give your employer notice. To check if 

notice is required and what should be in your final pay 

visit: 

www.fairwork.gov.au/ending-employment 

If you think your dismissal was unfair or unlawful, you 

have 21 calendar days to lodge a claim with the Fair 

Work Commission. Rules and exceptions apply. Find out 

more at: 

 

www.fwc.gov.au  

TRANSFER OF BUSINESS 

If a transfer of business occurs, your employment with 

your old employer ends. If you’re employed by the new 

employer within three months to do the same (or similar) 

job, some of your entitlements might carry over to the 

new employer. This may happen if, for example, the 

business is sold or work is outsourced. Find out more at:  

www.fairwork.gov.au/transfer-of-business

 

WHO CAN HELP? 

FAIR WORK OMBUDSMAN  FAIR WORK COMMISSION 

•

 

information and advice about pay and entitlements 

•

 

free calculators, templates and online courses 

•

 

help fixing workplace problems   

•

 

enforces workplace laws and seeks penalties for 

breaches of workplace laws. 

www.fairwork.gov.au – 13 13 94 

•

 

deals with claims of unfair dismissal and unlawful 

termination, bullying, sexual harassment, 

discrimination or ‘adverse action’ at work 

•

 

approves, varies and terminates enterprise agreements  

•

 

issues entry permits and resolves industrial disputes.

 

www.fwc.gov.au – 1300 799 675 

 If you work in the commercial building industry the Australian Building and Construction Commission can help. 

www.abcc.gov.au – 1800 003 338 


