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Executive Summary
The 2020/21 Annual Report outlines the activities of the Community and Public Sector Union/Civil Service
Association of Western Australia (CPSU/CSA) for the past financial year.
After the disruption and delays caused by the global COVID-19 pandemic, implementation of the Union’s
2020-2022 Strategic Plan was able to begin in earnest in the second half of 2020. This required the
development and adoption of new ways of working within the Union, and the discipline of methodically
putting theory into practice. While change is always challenging, we are beginning to see the fruits of our
labour, with early progress toward our Strategic Plan ambitions becoming evident. Delegates are growing as
union leaders in their workplaces, and members are working together to win on the issues that matter.
The under-resourcing of public services is key amongst those issues, and it has been pleasing to see
members take action to address staffing shortfalls and excessive workloads. Delegates at Banksia Hill
Detention Centre led member action for safe staffing and better practice, and Child Protection members
launched their Every Child Counts campaign, drawing the risks of understaffing their critical work with
vulnerable children and families into the media spotlight.
Members and delegates also made the bold strategic decision to depart from the Union’s usual approach
to bargaining a two or three year Your Union Agreement and instead pursue a 12-month Agreement. This
positions the CPSU/CSA to join forces with other public sector unions to overcome the McGowan Labor
government’s restrictive public sector wages policy in 2022. Together with our partners in the Public Sector
Alliance, CPSU/CSA members will need to be ready to demonstrate our power through collective action in the
coming financial year.
As this financial year draws to a close, the spectre of COVID-19 remains ever present. We endured several
short-sharp lockdowns in the first half of 2021, during which we were able to extend and improve protections
to ensure no financial disadvantage to public sector workers unable to attend the office or work from home.
The stalled rollout of the national vaccination program continues to place the health and safety of public
sector workers - and the community at large - at risk. Indications are ongoing advocacy will be required with
the government and employers on this issue in months to come.
As always, it is an honour and a privilege to lead the Union that represents you, the public sector workers
who keep WA going, come rain, hail or shine. I look forward to continuing to work with you to build and
exercise your collective power to win protections, good wages and investment in the services and support
you deliver to Western Australians in 2021/22.

Rikki Hendon
Hendon

Branch Secretary

Melanie Abrahamson
Bray
Matthew
Branch Asst Secretary
President
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Our Purpose

The CPSU/CSA is a union of members
working to deliver public services in
WA. The purpose of our union is to
develop the capacity and confidence
of members to collectively build and
maintain power in their workplaces.
We exercise this power to win
improved industrial and workplace
rights, fairness and dignity. Strong
union workplaces deliver better
public services for WA.
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Our Values
Equity // We acknowledge
imbalances of power within our
society and seek for all people to
be able to access the opportunities
and support they need to reach
their full potential and lead their
lives with dignity.
Justice // We pursue fair and just
treatment for people in and beyond
the workplace.
Respect // We celebrate diversity,
genuinely listen to each individual
voice, and treat all people with
respect and dignity.
Solidarity // We support and
stand with others in their struggle
for justice.

Theory of Union

If we organise and
mobilise members to
build action at scale,
and align worker and
community interests,
we will pressure the
government to improve
public sector jobs and
service delivery.

Integrity // We act with
transparency and accountability, and
always in the interests of members.

executive summary
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Strategic Work Areas:
Strong, powerful, planned
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Breakthrough Campaigns

B

reakthrough campaigns are critical to realising the CPSU/CSA’s ambition to grow a strong, active membership
that builds lasting power to influence decision makers and win under its Strategic Plan. They seek to achieve this
through the implementation of effective campaign strategies and structures in areas with widely and deeply felt
issues, the recruitment and development of workplace leaders, and the recruitment and mobilisation of members to
take action and demonstrate power.
The Breakthrough team was established in 2020 to facilitate this new way of working and consists of:
•

A Lead Organiser

•

Organisers

•

A dedicated Industrial Officer

•

A dedicated Community Campaigns Officer.

Throughout the 2020-21 Financial Year, the Breakthrough team began to develop a Breakthrough Campaigns model for
the CPSU/CSA through the iterative process of learning through doing and adapting approaches based on new insights.

EVERY CHILD
COUNTS CAMPAIGN

Silent Vigil 10 September 2020

The ‘Every Child Counts’ campaign sought
to highlight the under-resourcing of the
Child Protection and Family Support (CPFS)
system, not only within the Department of
Communities but to the government and
the WA community. Our original goal and
focus was to utilise member action and
political leverage to convince the McGowan
government to make an ongoing commitment
to properly resource CPFS, in order to properly
meet the needs of the community.
Following delays caused by the COVID-19
pandemic, the campaign launched with a Silent
Vigil at Parliament House which attracted
strong media interest. The Vigil was well
attended by members and campaign supporters
and made the front page of the West Australian
newspaper on 10 September 2020.
A series of workplace-based actions,
including Morning Tea Meetings, Wear Red
Wednesdays, and timesheet snapshots took
place in the early months of the campaign to
build member engagement.

Rikki Hendon (Branch Secretary) with delegates
Becky Anderson (Vice President), Bernie Andrews,
Catherine Ranford and Kate Smith preparing to meet
with Minister McGurk at Dumas House (October 2020)

In the political space, Union delegates and
officials met with Minister for Child Protection,
Simone McGurk to brief her on critical
Every Child Counts campaign issues. While
engagement was positive and delegates felt
heard, it was evident that further campaign
action was required to obtain a clear
commitment from the government to deliver
the outcomes sought through the campaign.

strategic work areas: strong, powerful, planned
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Toward the end of 2020, it became apparent that our
anticipated leverage to secure campaign outcomes in
the lead up to the WA State Election had diminished,
in no small part due to the overwhelming popularity of
Premier McGowan arising from his leadership through
the COVID-19 pandemic.
Consequently, we spent the early part of 2021
reconsidering and reorienting our campaign strategy
by working closely with delegates. The revised plan has
a renewed focus on recognising and utilising member
collective power, and maps out escalating peak actions
that will mark our path to victory.

and ‘Share Your Stories’ initiative the latter of these
was inspired by some courageous delegates who
wrote an open letter to the Union highlighting major
concerns in their District. This letter was picked up
by the ABC in May 2021 and led to media interviews
with Branch Secretary Rikki Hendon; subsequent
responses and comments made by Lindsay Hale from
the Department; and former Police Commissioner
Karl O’Callaghan.
Ambition in focus: 60 new delegates recruited in
breakthrough campaign areas.

We also refined our campaign asks from five to two.
The Every Child Counts campaign now seeks the
adoption of the following principles to underpin the
resourcing of an effective CPFS system:
One child equals one case
At present, a case can consist of one child or multiple
children, each with their own complex individual issues
and needs. Each child having their own case would
better reflect the volume, diversity and complexity of
work being undertaken within a family.
Every child with an open case should have their own
dedicated caseworker
Children and families experiencing issues of sufficient
concern as to require them to have an open case with
the Department should be allocated to a dedicated
caseworker. The number of unallocated open Child
Protection cases has been hovering around 1000
cases for an extended period of time, which is of deep
concern. The Department should plan to have no or
minimal unallocated cases.
In May 2021 we reinvigorated the campaign with
paid union meetings held all around the state.
ACTU Secretary Sally McManus attended the first
union meeting in Fremantle. Sally spoke about the
importance of workers displaying power in their
workplaces and turning that power into a tool to win.
Hundreds of workers attended these meetings and
committed to joining the campaign and taking actions
in their workplace. These included a ‘Workload Survey’
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Sally McManus (Secretary, ACTU) meets with
Child Protection members in Fremantle

In the 2020/21 financial year 30 new delegates were
recruited in the Child Protection cohort of Department
of Communities, covered by the Breakthrough team.
This takes total delegates in Child Protection to 85, and
represents a 47% increase, with a ratio of 1 delegate for
every 15 members.

NO TRANSPARENCY, NO TRUST
Inadequate resourcing of Child Protection was not the only challenge within
the Department of Communities in the 2020/21 financial year. Relentless
organisational change impacted members from across the breadth of the
Department, with the Union receiving 80 formal Notifications of Change
from the Department of Communities in 2020 alone. Of note were two major
changes - a Functional Review of all ‘non-frontline’ positions, and the Cabinet
decision to transfer land assets and positions from Housing to Development
WA. Both decisions were made with little to no consultation with workers and
the Union, which led us to launching a very short and sharp campaign called
‘No Transparency, No Trust.’
No Transparency, No Trust was targeted at the Department’s senior decision
makers and focused on the lack of respect afforded to the Union and
workers, exemplified by the breaches of the consultation provisions in our
industrial instruments.
Ambition in focus: 75% of members in breakthrough campaign cohorts
participate in campaign action.
Members and potential members engaged in action by putting up campaign
material in their workplaces, attending mass members meetings and joining
the Union. One meeting in the Department’s head office in Fremantle
attracted hundreds of people, causing the conference room in which the
meeting was booked to overflow and Microsoft Teams to hit its maximum
participant capacity.
As a result of member action and industrial intervention, the Department was
forced to consult, with two sub-JCCs being formed and issues being addressed.

OTHER ISSUES
Implementation of the disciplined, focused approach envisaged in the
development of the Breakthrough campaigns concept has been challenged
by the need to address numerous other collective matters arising in the
Department of Communities.
In addition to those which precipitated the ‘No Transparency, No Trust’
campaign, some notable matters arising included:
•

Proposed declassification of Specified Callings positions within the
Department with Screening Assessors positions in the Working with
Children Screening Unit;

•

Flawed consultation processes and unfair changes to rosters in Disability
Services group homes and the Crisis Care Unit;

•

Underpayment in Residential Care.

The Breakthrough campaigns team has responded to these challenges by
allocating an organiser from within the team to triage incoming matters, refer
where appropriate and work with members and delegates to address the
issues directly where necessary.

strategic work areas: strong, powerful, planned
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Delegate Led
ESTABLISHING THE DELEGATE LED MODEL

O

ne of the key focus areas of the strategic plan over the past year has been the development and implementation
of the Delegate Led model

Strong workplace delegates are critical to ensuring union leadership is present and visible in the workplace
every day. They are core to union strength being felt by members and employers alike.
Lasting union strength comes from union communities that thrive in workplaces, led by local leaders. Building that
requires deliberate and ongoing focus on developing delegates to lead in the workplace.
The Delegate Led model of organising combines focused resourcing to ensure delegates are coached and empowered
to lead members to resolve issues in their workplace.
The purpose of the Delegate Led model is to provide structures and experiences which motivate delegates to take
responsibility for the outcomes in their workplace by building and leveraging the power of purposeful relationships
with their colleagues. In doing this, we will grow the base of members who have a lived experience of what it takes to
win by being union in the workplace.
Through building new relationships, identifying and developing the skills and capacity of members and delegates and
creating enabling structures which respond to delegates’ needs, we are starting to see more workplaces where issues
are resolved at a workplace level through collaboration, group strategy and action. Delegates are exercising their
leadership to nurture and maintain relationships, create lasting connections and build stronger union workplaces.

THE MODEL IN ACTION
Transport
Ambition in focus: 70% of delegates recruit members.
A fantastic example of the Delegate Led organising
approach in action happened earlier this year at the
Customer Contact Centre at Tassels, which is part of
the Department of Transport.
The Department was attempting to drastically change
the working conditions of members without consulting
with staff.
The worksite had historically low membership and
workplace activity at the time.

WA Police
Ambition in focus: All EDCs and JCCs are led by
delegates by December 2022.
The WA Police delegate team also built power
in their workplaces and across the agency to
tackle challenges and opportunities over the past
financial year.
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After speaking with an organiser, a delegate stepped
up to work on the issue, firstly speaking to individual
workers then circulating a survey. The results of the
survey were collated by the delegate and from this a
series of paid union meetings were organised.
The delegate organised and promoted the meetings
and at the meeting they used the delegate
representational rights presentation and ‘story of self’
skills learned from delegate training to talk to their
colleagues about the issues in the workplace. After the
meeting the delegate recruited 7 new members and
3 new delegates, improving the power of the Union to
collectively resolve issues in the workplace.
This included taking responsibility for consulting
with members, representing members in workplace
meetings, holding paid union meetings at their
workplaces and recruiting new members. The
delegate group has been working together in
Electorate Delegates Committee meetings (EDCs)
and taking a planned team approach at the Joint
Consultative Committee (JCC), using briefing papers
to ensure they make the best possible strategic use of
this forum.

Banksia Hill
Ambition in focus: 70% delegates mobilise members
to take action by December 2022.
Over the last 12 months delegates at Banksia Hill
Detention Centre (BHDC) have made significant steps
towards achieving a strong, informed and active
Union workplace.
BHDC has a long history of critical and violent
incidents. Safety at work is a key issue of importance
for members at the Centre.
Delegates work closely with the young people
detained at BHDC and they know that critical incidents
only serve to disrupt the lives of detainees. Delegates
know it is impossible to deliver quality education and
care programs for young people in detention without
having an orderly and safe Centre for both staff and
detainees.
It became apparent to Youth Custodial Officer (YCO)
members during the year that staffing levels at BHDC
had fallen to a level where safety within the Centre
had become compromised.
In April and May of this year assaults became so
frequent and serious that delegates were concerned
further deterioration would occur and that this would
seriously disrupt the ordinary running of BHDC. At
worst this could result in another Centre-wide riot
which would be a serious threat to the safety of both
YCOs and detainees.
The delegate group came together to devise a
strategy, centred around a Delegate Led approach,
to address the many issues that were preventing the
Centre being safe for them and the young people
they support.
In the first collective action they undertook, 80 YCO
members submitted OSH hazard notices to highlight
the risks YCOs were facing from assaults. They also
specifically requested enhanced input from support
services at site, such as Psychiatric Services, as
a proposed solution in their notices. This drew a
response from management at BHDC and a meeting
was held with the Superintendent in November of
2020 to address the assaults.
Although there was some positive reaction from
management on the issue, the key issues of safety
were not addressed and there was a significant
escalation of serious assaults.
BHDC delegates knew that the under-staffed Centre
was heavily reliant on the goodwill of members going
above and beyond their JDF and job role to function.
Therefore, at a series of Union member meetings,
members resolved to take low-level workplace action

focussing on the removal of this goodwill in order
to secure a meeting with the Director General of
the Department of Justice and the Commissioner of
Corrective Services to discuss safety at the Centre.
Guided by delegates, members undertook to
collectively start shifts at 7:15am/pm on-the-dot
instead of earlier, which they had previously been
doing out of goodwill to ensure a smooth shift
handover. This created a ‘bottleneck’ at the gatehouse
each morning with some members reporting to their
rostered section up to half an hour later. Further, it
affected unlock hours and programmes at the Centre,
such as education. While members from the education
unit were fully supportive of the action, this particular
effect of the action gained the attention of head office
but did not elicit an adequate response.
Consequently, members took further collective
action, voting to support the voluntary staff trainers
withdrawing their training programmes on Wednesday
afternoons. While externally provided training still
occurred, the removal of this measure of goodwill
reduced the reportable training and again gained the
attention of head office.
Following these actions, members gained a meeting
with their Deputy Commissioner, Director General
and the Commissioner of Corrective Services. At the
meeting delegates presented a series of asks, aimed
at keeping the Centre safe for them and the young
people in their care.
The immediate outcome of discussions with the
Director General and the Commissioner were that the
BHDC began operating with an increased ratio of staff
and reasonable measures to establish and maintain
the stable operation of the Centre.
Since then the Department of Justice has agreed to a
comprehensive list of positive actions including:
•

The formation of the Banksia Risk Group, chaired
by the Commissioner;

•

Meeting daily to implement measures to
immediately improve the Centre with resources
drawn from across the Department; and

•

A project group to implement the Model of Care
as soon as possible with staff and Union input;
and

•

Increasing the staffing ratio.

A Delegate Led approach has made BHDC a safer and
more orderly centre which has led to better outcomes
for the kids and staff. There is now an ongoing
dialogue between all delegates at the centre, the
Commissioner and Director General about the longterm measures and investments required to enhance
youth detention management in this state.

strategic work areas: strong, powerful, planned
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Member Support
ESTABLISHING THE MEMBER SUPPORT MODEL

T

he Member Support model was developed in the 2020/21 financial year to deliver the core Union experience for
CPSU/CSA members.

Developed collaboratively by staff from Organising, Learning and Development, Communications and Engagement,
UnionLink and Industrial Services, the model seeks to harness the full breadth of the capabilities within our
organisation to deliver on two key value propositions:
1. Why would somebody want to join the Union?
2. Why would somebody want to stay a member of the Union?
The Member Support roadmap steps out pathways by which the Union will welcome new members, engage existing
members and empower delegates under the model. Distinct roles and deliverables are articulated for each functional
area within the Union’s staffing structure.
** FLOW MARKER**
ORGANISING
TRANSITION TEAM
INDUSTRIAL

DELIVERING MEMBER SUPPORT

L&D (CURRICULUM)
CUSTOMER SERVICE
UNIONLINK
COMMUNICATIONS
MEDIA & POLITICAL

WELCOMING NEW MEMBERS

MEMBER ENGAGEMENT

EMPOWERING DELEGATES

Maintain and communicate value of
union to individuals

Deliver and create value for members

Support and empower delegates to be
workplace leaders

Customer service experience

Delegate Experience Journey

Conditions and entitlements
Media and political
Union visibility and ‘the movement’
Experience advocacy
Outreach, presence and brand (ToU)

Capture leads by connecting with
potential members and understanding
the workforce
Acquisition experience
Workforce profile provision
Customer service experience

Convert leads and on-board new
members.
Acquisition experience
Customer service experience
Connect and welcome

Engagement, community and support products

Support and development

Advice, support products and application

Engagement, community and support products

Connect and advise
Connect, support (products) and advise

CONNECTING DELS + MBRS

Advice, support products and application
Connect and support

Maintain and communicate value

Supporting delegates to support
members

Connect, support (products) and advise

Support and outreach

Connect and support

Connect and guide

Structured, issues-focused
engagement to deliver outcomes for
members
Notification of Change
(change management)

Support (products), connect and advise
Community and support products
Support, delivery and outreach
Build union strength (recruitment)

CONNECTING WITHIN THE PS
Connecting activists with
opportunities to create change

EBA Negotiations

Representation and advocacy

Individual issues (BOD, Bullying etc)

Equity initiatives and peer support

Building union strength (recruitment)

Movement campaigns

Delegate development

Development and training

Proactive Issues Management

Networking and mentorship

Defending rights and entitlements

Bargaining and industrial

Political advocacy

On the far left side of the roadmap, the method for communicating the value proposition for why somebody would
want to become a member of this union is defined; what we say about the value of union membership, how we
engage potential members in this dialogue and how we make the experience of joining their union a worthwhile and
rewarding choice.
The central column of the roadmap addresses member engagement and the value proposition for why an individual
should remain a member of the Union, with an emphasis on creating value and delivering outcomes for members.
Key services and comprehensive online resources, developed and delivered utilising the breadth of the Union staff’s
expertise, create value for members by enabling them to access the advice, information and tools they need, when
they need it.
- 14 -
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A multi-faceted approach saw an extended range of
online resources provided to delegates backed by
coaching, small group training on specific skills, and
peer to peer support. Two rounds of special joint EDCs
in the second half of 2020; specific training in chairing
meetings; learnings in policy review; and representation
at member meetings with management all bolstered the
already impressive skill sets of delegates in this cohort.

Similarly, a cross-organisation approach facilitates
the delivery of outcomes for members across eight
key areas:
1. Change management (coverage for Notifications
of Change)
2. EBA negotiations
3. Responding to individual matters
4. Building union strength

The development of resources, and the broad range
of skills in the transition team, facilitated the relatively
smooth transition of delegates moving to the Member
Support model and was key to helping them feel supported
and confident in their role under the changed structure.

5. Delegate development
6. Proactively engaging members on key whole-ofsector issues
7. Defending the industrials rights and entitlements
of members
8. Political advocacy
The right side of the road map articulates the
mechanisms for connecting members with their
delegates and empowering delegates to be workplace
leaders. The Member Support model provides delegates
with strategies and access to the union resources that
empower them to deal with issues in their workplace and
achieve outcomes that build member power.

TRANSITIONING AGENCIES TO
THE MEMBER SUPPORT MODEL
Members in the 90+ agencies not actively organised
prior to 2020 were not receiving the support, guidance
and strength they needed to build member power. The
Member Support model seeks to address this gap for
those cohorts.
Essential to the successful implementation of the Member
Support model was working with delegates and members
in agencies traditionally serviced by an agency organiser
and not best placed for Delegate Led organising or
Breakthrough campaigning. To this end, the Union formed
a purpose-built transition team comprising staff with
organising, industrial, communications and professional
development experience.
The transition team worked closely with delegates in 24
agencies through the second half of 2020 to enhance
the skills, knowledge and confidence of individuals and
delegates to provide union leadership in their workplaces.

One important element in the transition was the sharing
of delegate-created tools, resources and approaches
between delegate groups. This has been one of the most
successful elements, with delegates being able to learn
and benefit directly from the experience of their peers.
For example, the Department of Health delegates were
able to use the JCC Briefing Note template created by
delegates at the Department of Water and Environmental
Regulation, to get a long-standing JCC issue resolved.
Targeted training and coaching in running EDCs, and
participating in JCCs, saw delegates who may not have
previously taken lead roles step up and have a go. This
inspired confidence in other delegates and established
pathways for resolving workplace issues without formal
union intervention.
The Delegates Chat peer support network for delegates
in Member Support agencies has been an invaluable
avenue for delegates to quickly check in and scan what is
happening across the sector and seek advice and support.
Throughout the COVID-19 pandemic, the ability to work
entirely online with delegates, despite initial challenges
around perceptions of new technologies, resulted in
strong delegate attendance at union meetings and high
levels of engagement in online professional development
and training.
All 24 agencies successfully transitioned to the new
Member Support model in 2021.

Tailored transition plans were developed and implemented
in each agency, which also provided feedback essential to
finessing the Member Support model more broadly. The
focus increasingly pivoted to delegate development and
coaching as the year progressed.

strategic work areas: strong, powerful, planned
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FOUNDATIONS FOR MEMBER
SUPPORT
UnionLink
The UnionLink advice line operates from 8:30am –
4:30pm Monday to Friday. UnionLink’s role is to provide
industrial advice, assistance and support to members
and delegates of our Union. The advice line is only
available to financial members of the CPSU/CSA Union
and is an essential function and benefit of membership.
UnionLink seeks to empower members with tools and
advice so that they can resolve their own matters in the
first instance.
Our advisors provide individual advice to members
under the Western Australian state industrial relations
system and the national workplace relations system.
They interpret over 30 different workplace agreements
to ensure that member entitlements are protected
and enforced in the workplace. UnionLink Advisors
also provides practical advice on resolving workplace
complaints and disputes.
In 2020/21, matters that UnionLink assisted and
advocated on included:
•

Disputes regarding Award or Agreement entitlements

•

Redeployment and redundancy

•

Interpretation of applicable regulations and
legislation

•

Bullying and grievances

•

Conversion to permanency

•

Relevant Commissioners Instructions and Public
Sector Standards

•

Workload

•

Fitness for work and health matters

•

Reclassification

•

Employment and recruitment.

Supporting Members
UnionLink speaks to thousands of members every
year. It is UnionLink’s goal to ensure that members
feel supported and are provided with the appropriate
industrial advice to make an informed decision on any
workplace matter.
As UnionLink is the first point of contact for most
members, the advice line plays a critical role in
connecting members to the areas of the Union most
able to meet their needs. This includes identifying
collective concerns, matters and trends, and
subsequently referring them to the appropriate
Organising team and/or Organiser. UnionLink is also
vital in ensuring that members who meet membership
qualification are referred to our Industrial Service
- 16 -
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Group for representation. These are for matters such
as termination of employment, workers compensation,
allegations of a breach of discipline and retirement on the
grounds of ill health.

Another milestone year
The 2020/21 financial year was another milestone year
for UnionLink. Calls, emails, and enquiries continued to
be high.
Like most of our members, UnionLink was required to
work off-site for multiple periods due to COVID-19.
Our UnionLink advisors were able to work seamlessly
during these periods to ensure that member enquiries
continued to be actioned. UnionLink was required to act
quickly in relation to changes to Sector Labor Relations
circulars. These circulars outlined the applicable leave
provisions for our members. To enable us to advise
as many members as possible, we worked with the
Communications and Engagement team to ensure email
communications were sent to members with updates and
that there were FAQs available on our website to provide
members with quick and timely advice.
During the 2020/21 financial year, UnionLink assisted
in the development of our new member hub which
can be found on the CPSU/CSA website. This member
hub includes a resource library which has guides,
factsheets, and FAQs on typical member enquiries.
Advisors were tasked with either creating or editing
previous documents to ensure that they were relevant,
up to date and applicable in the workplace. This aligns
with UnionLink’s goal to not only provide industrial
advice/assistance to members, but to assist members in
developing their own industrial knowledge and skills for
self-advocacy.
UnionLink also staffed an emergency phone for multiple
periods of the 2020/21 financial year, including over the
Christmas break and during the 23 April snap-lockdown
of Perth and Peel. This was to ensure that members
were able to speak to advisors about COVID-19 and any
other emergency questions, outside our normal scope
of hours. Our members were performing an amazing
job supporting the Western Australian public and it was
vital to ensure that they were also supported during that
difficult time.

RESPONDING TO MEMBER
ENQUIRIES: QUICK QS

WORKFLOWS

Critical to making a determination about which incoming
issues are individual and which are collective, particularly
in agencies where organising visits are infrequent, are
the incoming member enquiries managed by our Quick Qs
on the Contact Us page of the website.
The Quick Qs capture all the necessary data needed
for staff within one of our triaging teams to determine
whether the issue is individual or collective; if there is an
opportunity to build member power in that workplace as
a result of the issue; what industrial mechanisms may be
needed to address the issues; and how delegates may
engage in developing a solution for members.
The ability to make a quick assessment against campaign
opportunities and outcomes has allowed us to assign
matters to the right teams efficiently and effectively,
connecting members with organisers and industrial
support sooner.
The Quick Qs have also served to improve our one-onone contact with members. The contact form on the old
website was out of use for many years, which resulted in a
plethora of incoming emails and phone calls to Unionlink
that did not have enough information for us to effectively
help members. The team were also bogged down with
incidental tasks such as updating phone numbers and
changing email addresses, at the expense of spending
time on the complex cases of members in need.
The Quick Qs use ongoing learning to map and track
incoming enquiries and adjust and respond to members
more efficiently, and on several occasions, in real-time.
During the COVID-19 outbreaks in February and June
the team administering the form was able to redirect
enquiries about various COVID concerns, such as
essential worker classifications, leave provisions and
mask wearing, to dedicated FAQs and downloads. This
was critical for two reasons:
1. It gave members a quicker, easier access point than
picking up the phone or writing out an email, which
meant their concerns or questions were dealt with
in a timely manner during a very stressful, fast
moving time.
2. Freeing up the phone lines, when the CPSU/CSA
offices were also in lockdown, meant that our
Unionlink Advisors could balance the reduced capacity
created by the lockdown with giving priority attention
to calls from members with emergency needs.
Through the Quick Qs and redirect to the COVID-19
FAQs, more than 4,100 members got instant access to
their COVID-19 related enquiries without having to wait
to hear back over email or with a phone call.

In order to efficiently and effectively meet the needs of
more than 5,500 members across the Member Support
cohort, the Union needed to review and refine its internal
processes for responding to individual needs and
workplace issues.
Previously, incoming workplace issues from these
agencies had been addressed on a case-by-case basis
which led to bottlenecks and a scarcity of resources to
effectively serve member needs. By patterning dozens
of previous interactions as case studies the teams were
able to establish 10 key workflows, aligned with the 8
delivery areas outlined in the Member Support roadmap.
Each workflow outlined a clear path, with tasks and
responsibilities clearly defined, for each delivery scenario
- a template for addressing member needs and workplace
issues, without having to reinvent the wheel each time.
The flows pulled together the capabilities from teams
across the organisation to create miniature task-force
style groups of staff from communications, organising,
industrial services, learning and development, and
member services as needed, to cover off all needs and
outcomes for that particular delivery area.
Assigning and tracking incoming issues against the
appropriate workflow is supported by an Issues Tracker,
which has been established on the project management
platform, Trello, and in which live issues are reviewed
daily by the Union’s senior staff and elected officials.
This allowed us to respond efficiently and effectively to
the many and varied issues which emerge and impact our
members across the sector.
Ambition in focus: All members receive annual pay
increases through collective bargaining.

A win for Water Corporation delegates under
our new model
Preparations for negotiations of a new Water Corporation
Enterprise Bargaining Agreement began by utilising the
Federal EBA Workflow. The flow enabled a quick and
easy assessment of delegate involvement, who initiated
negotiations and member capacity to act as bargaining
representatives.
Key delegates and bargaining representatives
were identified within a week and enacting the flow
commenced in October 2020 with an all-day delegates’
training and planning session run by the Learning
and Development team and attended by the allocated
Industrial Officer.

strategic work areas: strong, powerful, planned
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The training and planning session formed the foundation
of a good bargaining strategy:
•

Ideas for potential claims were brainstormed and
refined throughout the day;

•

Bargaining roles, Fair Work requirements and
various strategies were discussed, including those
likely to be used by the employer; and

•

Positive relationships of the bargaining team were
formed with the various strengths and experiences
of team members recognised.

The training and planning session set the foundation for
the bargaining team to work as one unit.
Following training, delegates successfully surveyed
members to develop a draft log of claims, which was
reviewed by the Industrial Officer and finalised ahead of
negotiations.
Negotiations commenced in November 2020. Delegates
were well prepared and made use of their training and
planning to take active part in discussions and continue
to liaise with members to support their claims over the
following 6 months.
The delegates were leaders in the bargaining and
achieved a great result:
•

New provisions recognising the role and function of
union delegates in the workplace;

•

Consultation on major change now must occur
before a decision is made affecting employees,
rather than after;

•

Strengthened Joint Consultative Committee
provisions to make consultation more effective,
including requiring Terms of Reference to be
developed by all parties;

•

Right to representation for employees subject
to discipline, performance management and
grievance processes;

•

Commitment to conversion of casuals and fixedterm contracts to permanency after 2 years now
enshrined in the Agreement;

•

Introduction of superannuation for unpaid parental
leave up to 12 weeks;

•

Parental partner leave doubled to 2 weeks;

•

Protection of performance increments for primary
carers on parental leave;

•

Higher duties allowance qualifying period halved
from 76 hours to 38 hours;

•

New adverse conditions allowance for salary lab
workers exposed to waste;

•

Compassionate leave increased from 2 to 3 days;

•

Performance pay scales adjusted so that employees
meeting requirements of role now receive an
increment increase;
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•

New flexible working arrangement provisions (we
have also secured an undertaking from Water
Corporation to grandfather previous Flexitime
provisions);

•

Home based work approval now to take account of
employee needs and preferences;

•

Employees now able to take 30 hours of annual leave
in advance;

•

Aboriginal and Torres Strait Islander Cultural Leave
increased from 3 to 5 days;

•

2 ‘wellbeing’ days off per year - additional to existing
leave entitlements; and

•

$3000 pay rise over 2.25 years.

Ambition in focus: 20% of delegates demonstrate they
have taken the first steps in order to resolve issues in
the workplace.

Empowering members with information and
resources: Member Library
Over the years, the Union has amassed a vast repository
of materials that are used by staff to assist members,
develop delegates, engage stakeholders, and deliver
on key outcomes in the campaigning, industrial and
political spaces.
In 2020 an audit of the organisation’s material resources
was conducted in three phases. The first identified
existing materials directly accessed by members
and delegates; the second identified internal needs
for resources that could be used to better support
members and delegates; the third focused on resource
improvement and established a creation and revision
process that ensured materials were relevant, up-todate and industrially sound. The result of this audit saw
more than 700 pieces of material reviewed and crossreferenced with the aim to provide a more relevant
package of materials to members and delegates.
From this audit, through the Project Control Group
(PCG), the Resource Library and Resource Creation
Framework were established. The library catalogues
all of the organisation’s materials that provide benefit
and value to members in a central location for staff and
member access.
A portal to the files and products in the library is offered
to members via the website in the Member Hub. The
library via the Hub allows members to access a range
of materials - templates, FAQs, guides and instructional
pieces - to self-manage individual issues. Through
the delegate access point, delegates can download
tools and resources that will assist them in organising
their workplace as well as more extensive handbooks
and guides to help them tackle workplace issues from
the point of identification, through meetings with
management, to workplace action.

The Library is also a key component in many of the Workflows, and is a
pivotal exit-point from the Quick Qs - guiding members towards materials and
resources that will address their needs.
The Member Library provides a one-stop shop for members to access
campaigning tools and union materials for their workplaces such as posters,
noticeboard pinups and placards; as well as important templates, guides and
recommendations for dealing with complex workplace issues.
More than 700 pieces have been reviewed to date to serve the most common
member enquiries, which were determined based on website visits, downloads
of content from previous campaigns and incoming member inquiries.
Hundreds more are under review or in the pipeline for delivery in the next
financial year.
Full comprehensive guides on Reclassifications, Negotiating Federal EBAs,
Workers’ Compensation, EDCs and JCCs, and Redeployment and Redundancy
are a few of the chunkier items on offer. In addition, there are factsheets
and action-taking sheets for everyday issues such as workplace bullying,
understanding your rights and entitlements under Your Union Agreement,
flexitime factsheets and more.
From November 2020 to the end of the financial year in June, more than 3,000
members accessed the Member Library more than 4,000 times to view and
download materials.

strategic work areas: strong, powerful, planned

- 19 -

Political: Engaging key stakeholders

THE 2020 STATE BUDGET

T

he 2020 WA State Budget was
delivered on Thursday, 9 October 2020.
Frustratingly, it did not reveal major
investment in public sector jobs as part of
the McGowan Labor government’s jobs-led
recovery from COVID-19. This was particularly
disappointing given the pivotal role public
sector workers played in shaping and
delivering WA’s response to the public health,
social and economic challenges arising from
the pandemic.

Rikki Hendon and Rod Schoneveld, 2020/21
Budget Announcement

The lack of investment in public services was
exemplified by job cuts in the Department of
Communities, announced in the weeks prior to
the Budget. CPSU/CSA Delegate and Branch
Councillor Rod Schoneveld, joined Branch
Secretary Rikki Hendon, on Budget day to
express concern about the cuts and highlight
the need for investment in valued public
services that Western Australians rely on.

The announcement of a new Public Sector Wages policy as part of the Budget was also an unwelcome
development. The new Policy featured two more years of wages outcomes capped at $1000 per annum pro rata,
then two years of wages capped at Perth CPI, subject to an economic review.
Together with UnionsWA and other public sector unions, the CPSU/CSA made numerous representations to
the government throughout 2020 about the need to deliver real public sector wages growth and, in doing so,
stimulate the economy. The union movement’s response to the Budget was therefore deeply critical of the
new Policy. It provided significant motivation for public unions to adopt a new strategic approach focused on
combining and demonstrating their collective power, which manifested in the formation of the Public Sector
Alliance, which launched on 8 June 2021.
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The Public Good
The CPSU/CSA joined with other public sector
unions in the 2020-21 financial year to lead
The Public Good campaign, which highlighted
the prominent and positive role that the public
sector workforce plays in the lives of Western
Australians. It built on the success of the Save Our
Services campaign, which campaigned against the
Barnett government’s cuts to public services and
successfully fought against privatisation.
In the lead up to the 2021 WA State Election, the
campaign focused on engaging voters around
supporting political candidates and parties that
support investment in, and direct delivery of,
public services.
Union members and staff volunteered to be
involved in phone calls, letter-drops, local
community events such as ‘Meet the Candidate’
and door-knocks in marginal seats. Efforts were
focused in Bicton, Jandakot, Balcatta and Kingsley
in 2021 and were well received.
At the end of the financial year, the campaign had:

Volunteers of the Public Good campaign 2020

These included:

•

62 core volunteers

•

A further 169 active event participants

•

•

1,118 engaged union and community
supporters.

Reform of the redeployment and redundancy
framework

•

Commitment to maintaining the current size
of the public sector workforce over the term
of government

•

No mass redundancies over the term of
re-elected government

•

Regulatory reform to remove involuntary severance

•

Permanency targets of 85% permanent public
sector employment target within 12 months of the
next term of re-elected government

•

Embedded permanency mechanism in all CPSU/CSA
industrial agreements

•

Strengthening anti-privatisation commitments

•

Eliminating jurisdictional impediments to the
WAIRC jurisdiction to hear breach of standard
claims, disputes concerning public sector
discipline and termination due to redundancy

•

Safe staffing and resourcing of Child Protection.

Unions active in The Public Good will continue to
work together as partners in the Public Sector
Alliance in the new financial year.

THE STATE ELECTION
On Saturday 13 March 2021, Western Australians
went to the polls to elect a new state government.
In the lead up to election day, it was widely
understood that WA Labor would win the election
by a significantly increased margin. Ultimately,
the election resulted in Labor being returned to
government in a landslide, with the party claiming
an enormous 53 of the 59 seats in the Legislative
Assembly and securing a rare majority in the
Legislative Council.
Our Union had recognised for some time that the
state election would not present the leverage
anticipated prior to the COVID-19 pandemic to
secure political wins on a number of matters
of importance to our members and our sector.
Nevertheless, we did re-articulate the long-held
priorities of our Union to WA Labor as it undertook
its election policy development process.

WA Labor responded to our representations with a
series of election commitments immediately prior
to the election. Commitments such as to ‘Broaden
access for public sector workers to the WAIRC’ have
been fought for by our Union for decades and are
warmly welcomed.

strategic work areas: strong, powerful, planned
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Others, if fulfilled, are expected to result in the achievement of key CPSU/CSA Strategic Plan 2020 – 2022
winning ambitions, or at least provide mechanisms by which they may continue to be pursued:

WA Labor Election Commitment

Reintroduce the Industrial Relations
Reform Bill.

Review of the Public Sector Management
Act so it is fit for purpose in the 2020s.

Include the mechanism for conversion to
permanency into industrial instruments
where appropriate.

Redundancy and Redeployment Review:
Hold a review under S.96B of the Public
Sector Management Act 1994 which will
engage relevant public sector unions as
key stakeholders.

Stop the privatisation of existing public
sector services and where possible and
economically beneficial to do so bring
services back to the public sector.
Provide the opportunity for a public sector
bid when the current Acacia contract
expires in 2024/25.
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CPSU/CSA Strategic Plan Ambitions

Secure adverse action regime in
WAIRC jurisdiction.
Win anti bullying regime in WA jurisdiction.

Ensure a review of the Public Sector
Management Act enables an empowered
worker voice, and removes distinction between
public servants and government officers.

85% of CPSU/CSA covered public sector
workforce is in permanent employment.
2000 CPSU/CSA covered fixed term
and casual employees are converted to
permanent by December 2022.

No further forced redundancies are
implemented by the McGowan government.

No further privatisation of functions
undertaken by the CPSU/CSA covered
public sector workforce will occur under the
McGowan government.

YOUR UNION AGREEMENT

INCOMING MINISTERIAL
BRIEFINGS
Immediately following the election in March 2021,
the CPSU/CSA scheduled meetings between the
Union’s leadership and incoming Ministers in the
re-elected McGowan Labor government. Detailed
briefings, relevant to their portfolios and aligned with
CPSU/CSA members’ priorities, were provided to the
following Ministers:
•

Deputy Premier; Minister for Health the Hon.
Roger Cook MLA

•

Minister for Industrial Relations the Hon. Stephen
Dawson MLC

•

Minister for Corrective Services the Hon. Bill
Johnston MLA

•

Minister for Housing the Hon. John Carey MLA

•

Minister for Finance the Hon. Dr Tony Buti MLA

•

Minister for Education the Hon. Sue Ellery MLC

•

Minister for Child Protection; Women’s Interests
the Hon. Simone McGurk MLA

•

Minister for Disability Services the Hon. Don
Punch MLA.

Public sector pay and conditions bargaining fell due
within the 2020-21 financial year, with the Public
Sector (CSA) Agreement 2019 and associated satellite
agreements expiring on 13 June 2021.
Winning on wages is a centrepiece of the CPSU/CSA
2020 - 2022 Strategic Plan and, as such, considerable
research and contemplation has been put into
identifying the best path to securing successful
bargaining outcomes.
In November 2020, our Council resolved to take a
minimalist approach to this round of bargaining and
instead position ourselves to join forces with other
public sector unions to overcome the McGowan
Labor government’s restrictive Wages Policy in 2022.
This decision was made following a mass meeting of
workplace union delegates who, after much discussion
and debate, overwhelmingly recommended this bold
strategic approach.

In addition, Branch Secretary Rikki Hendon, met with
the Leader of the Opposition, the Hon. Mia Davies
MLA, to discuss the following items critical to the
CPSU/CSA membership:
•

Appropriately resourcing and staffing the
public sector

•

Industrial relations legislative reform

•

Regional issues in the public sector.

Rikki Hendon also met with senior staff within the Office
of the Premier, Treasurer and Minister for Public Sector
Management, the Hon. Mark McGowan MLA, to discuss
the items most pressing within his portfolio, including
the need to dismantle the government’s restrictive
wages policy. A direct meeting with Mr McGowan will
occur in the new financial year.
The CPSU/CSA has a commitment from Ministers to
continue to meet on atleast a quarterly basis, to allow
the Union to track and progress the above items of
concern to the membership.

On 2 February 2021 - less than 24 hours before the
commencement of caretaker conventions in the lead
into the WA State Election - we received an offer for
the abovementioned agreements. Consistent with our
claim, it featured:
•

A 12-month term

•

$1000 pay rise per annum pro-rata commencing
June 2021

•

The continuation of reviews secured but not
concluded in the 2019 agreements, including
reviews into labour hire and a discounted public
transport scheme for public sector workers.

•

A new ongoing ‘Pathway to Permanency’
conversion process for fixed term contract
and casual workers to be embedded into
the Agreements.

strategic work areas: strong, powerful, planned
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The offer was accepted in principle subject to a
ballot of members and drafting. An online ballot of
members was conducted between 15 February and
19 February 2021. Approximately one third of eligible
members participated in the ballot and returned an
overwhelming 94% vote to accept the offer.
Following members’ acceptance of the offer, the Union
worked with government Sector Labour Relations
(GSLR) on the drafting of the amended and new clauses
that will give effect to this outcome.
Getting the drafting right is time consuming but critical
as it impacts our capacity to enforce new provisions.
Settling the drafting of the conversion to permanency
clause in particular has taken some time as it is a
brand new clause. This new mechanism will be key
to achieving the CPSU/CSA’s Strategic Plan ambition
to see 85% of the CPSU/CSA-covered public sector
workforce in permanent employment by 2022.
As at 30 June 2021, drafting was overwhelmingly
complete and GSLR had sought final endorsement
from the Minister for Industrial Relations regarding
the major drafting changes. It is expected that we will
finalise minor technical drafting matters and proceed
to registration early in the new financial year.
Ambition in focus: Secure an improved wages policy
that facilitates outcomes exceeding Perth CPI.
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The Public Sector Alliance
The acceptance of a 12-month Agreement has
enabled our Union to align its bargaining cycle with
six other public sector unions. This presents a critical
opportunity for us to join forces with those unions and
utilise our collective power to campaign for an end to
the WA State Labor government’s restrictive wages
cap. We have been working now for some time with
those unions to formalize our alliance and plan our
shared path to victory.
On Tuesday 8 June, the participating unions formally
launched our Public Sector Alliance with an event at
the offices of State School Teachers’ Union of WA.
CPSU/CSA Vice President, Lewis Stevens, was one of
two member leaders who spoke at the event and made
a contribution of which our Union can be immensely
proud. Following the speeches, Branch Secretary Rikki
Hendon was pleased to formally sign on to the Public
Sector Alliance Statement on behalf of our Union.
The launch attracted significant media attention,
including a lengthy opinion column in The West
Australian on 3 June and a detailed report on Nine
News on the 9 June. The work of the Alliance will
initially be focused around the WA State Budget,
which will be handed down on 9 September 2021.

Industrial
INDUSTRIAL SERVICES GROUP

T

he Industrial Services Group (ISG) advocates for member entitlements
and rights, proper standards of probity and procedural fairness in
performance and disciplinary matters.

ISG also protects collective industrial rights and negotiates agreements,
including but not limited to the Your Union Agreement.
Ambition in focus: Secure delegate advocacy rights on behalf of members in
all CSA Awards.
The big win that was achieved this financial year was improved advocacy
rights for our delegates. On 3 January 2021, a new clause 36A was inserted
to our Awards to expressly recognise that union officials, councillors,
union employees and delegates are legitimate representatives of individual
members. For many years we have asserted our right to represent members
and have now ensured that any ambiguity regarding our representational
capacity is removed.
We also continue to pursue improvements to delegates rights for our Federal
members as well. An example of improvements in the Federal space is in the
Water Corporation Enterprise Agreement.
Ambition in focus: Insert clause in all CSA awards for union access to
broadcast emails.
ISG also improved our Union Facility for Union Representatives clause
to enable delegates to carry out their roles and functions. The clause
now expressly provides that delegates must have access to facilities that
include but are not limited to email – including broadcast email facilities.
It is imperative that our delegates have access to those facilities to freely
communicate with members and potential members.
The Industrial Strategic plan also requires ISG to be involved in (among other
things):
•

Reducing the number of awards and collective agreements;

•

Improving mechanisms for job evaluation and reclassification; and

•

Promoting anti-bullying and adverse action legislative change, which is
proposed in the Industrial Relations Amendment Bill 2020.

ISG continues to pursue these matters.
Ambition in focus: Complete all 5 PSCA reviews and secure improvements
to conditions.

Redeployment and Redundancy
In September 2020, the CPSU/CSA, along with Government Sector Labour
Relations and the Public Sector Commission, concluded a tripartite review of
redeployment and redundancy processes across the public sector and tabled
the report with the then-Minister for Industrial Relations, the Hon. Bill Johnston
MLA. This review arose out of Clause 50.4 of the previous Public Service and
Government Officers CSA General Agreement 2017 and, given the extensive
qualitative and quantitative methodologies, was a project that predominantly
took place over the life of the Public Sector CSA Agreement 2019.

strategic work areas: strong, powerful, planned
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The final report, titled Peak Consultative Forum Review of
Public Sector Redeployment and Redundancy Processes,
delineated a series of recommendations to the Minister
across the following categories:
•

Framework Considerations

•

Leadership and Collaboration

•

Education and Support.

As this was a combined report, it has carried legitimacy
which assists in persuading government to consider
the legislative, regulatory and cultural reform which is
required to improve redeployment and redundancy in the
sector. This would otherwise not have been possible in a
solely union-authored report.
The report will play a significant role in informing the
Ministerial Review under Part 6 of the Public Sector
Management Act and Public Sector Management
(Redeployment and Redundancy) Regulations, which will be
held in the new financial year. The Union will develop and
lodge a submission to the Review recommending specific
legislative and regulatory reform across areas including
voluntary severance, targeted severance schemes and
involuntary redundancy. Further, Branch Secretary Rikki
Hendon will sit on the Advisory Group assisting the Public
Sector Commissioner with the Review.

Discounted Public Transport Scheme
Working Group
Throughout 2020/21, the Branch Secretary, along with
CPSU/CSA Council and staff representatives, formed
a Discounted Public Transport Working Group with
representatives of Government Sector Labour Relations,
the Public Transport Authority of Western Australia and
the Department of Treasury. The Working Group reviewed
potential options for the Minister for Industrial Relations
to consider regarding the delivery of a discounted public
transport scheme to the WA public sector workforce. This
project arose out of Clause 59 of the Public Sector CSA
Agreement 2019 and is in its final stages. The Working
Group will deliver a report narrowing two potential options
for the scheme at its final meeting in September 2021,
which will then be tabled with the Minister for his decision.

Labour hire practices
In May 2021 the CPSU/CSA, along with representatives
of Government Sector Labour Relations, commenced
work on the Peak Consultative Forum’s review of
labour hire practices across the public sector, in
accordance with Clause 15.6-15.8 of the Public Sector
CSA Agreement 2019. The methodology of this review
includes an assessment of quantitative data provided by
the Department of Finance, and qualitative interviews
with a large sample of agencies, to examine:
•
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Reasons for the use of temporary labour hire rather
than direct employment; and
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•

Opportunities for work currently being done by
labour hire arrangements to be delivered by the
public sector where financially viable.

This review continues to deliver status reports to the
Peak Consultative Forum and is on track for completion
during the life of the replacement Agreement.

SATELLITE AGREEMENTS
Residential Colleges: Courageous members who
stuck together and won
Residential Colleges across WA contribute to the lifeblood
of regional communities by giving the opportunity for
hundreds of WA families to get the best education for
their children.
The colleges are boarding houses for students in remote
areas who want to achieve a secondary education whilst
staying relatively close to home. These home-awayfrom-homes are run by a small group of dedicated public
sector workers at the Department of Education, who had
been working under an archaic Industrial Agreement and
Award for many years.
Since the dismantlement of the Country High School
Hostels Authority in 2017, college staff have been
fighting to change their job levels and conditions with
the Department. After coming together and committing
to see the fight the whole way through, a core group of
delegates, with the support of their members, set about
the herculean task of righting historical wrongs to bring
their pay and conditions into the 21st century. Over the
course of 4 years and two reviews these members and
delegates stayed the course and stuck together.
In 2019, Delegates’ hard work, mounting pressure from
the Union and finally a government review resulted in an
Administrative Arrangement, which laid the foundation
for a new Agreement to be negotiated in 2020. Following
these negotiations, the Department of Education
(Residential College Supervisors) CSA Agreement 2021
was finally registered on 22 March 2021.
Together some of the things this tenacious group of union
members were able to achieve were;
•

Annual hours of 2200 hours uncapped - scrapped!

•

An entitlement to be paid overtime

•

Living onsite to be an option, not a requirement

•

Safer shift lengths and return to work requirements

•

Setting wages according to skills and experience and
not student numbers

•

A specified commuted allowance.

Our hardworking and underpaid members have won a
new agreement that included a reclassification of job
levels to fall in line with the general public sector, which
meant pay rises of between $3000 and $30,000.

Operational Reports
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Operational Reports
CAPACITY BUILDING

T

o achieve our strategic goals, we need to
understand not only where our members want to
go but how they will get there. That is why a key
focus of our strategic plan is building the capacity of
your professional union staff, our delegates and members
by making sure they receive the skills and knowledge
development they need to deliver.
In 2020/21, we therefore prioritised reshaping our core
delegate training curriculum and assessing what skill
and knowledge sets we need to focus on to support
the continued development of our more experienced
workplace union leaders. We have also dedicated
resources to rethinking how we deliver this training to
make it more accessible to our members right across
the state.

Learning and Development
The Learning and Development team provides
professional development and training for delegates
and members.
The primary focus of Learning and Development is to
educate and develop our delegates with practical skills
to build the capacity of those delegates to be strong
advocates and empower our members in the workplace.
While last financial year was spent drafting a new
curriculum, this financial year saw delegates being
trained under the new curriculum. The aim is to have all
delegates undertake this foundation course before they
progress to our more advanced courses. The course
covers (but is not limited to):
•

Understanding delegates’ rights

•

How our union structure supports delegates

•

Power and workplace activism

•

Building relationships

•

How to understand and resolve issues in your
workplace

•

How to build and gain commitment.

The course, whilst targeted at delegates, is also available
to interested members.
Towards the end of the financial year, the Learning and
Development team shifted their focus to:
•

Creating advanced training modules for delegates;
and

•

Planning how to provide training in virtual
classroom settings.

- 28 -

annual report

The advanced modules that are in the development stage
will give experienced delegates greater capacity and
confidence to collectively build and maintain power in
their workplaces.
Ambition in focus: Delegates in regional areas access
training at the same rates as their metro counterparts
by 2022.
Our training delivery is state-wide. We deliver courses
based at the Union office in Perth, in regional centres,
in workplaces and online. We continue to invest in
delivering regional training for members and delegates.
The COVID-19 pandemic presented a challenge to the
provision of face-to-face classroom-based training.
Furthermore, face-to-face delivered learning has proven
increasingly difficult for some of our regional delegates
to attend. The Learning and Development team therefore
spent time in the 2020/21 financial year tailoring the
Delegates Day 1 and 2 course for a virtual classroom
environment. Delegates will be able to undertake the
course via this mode of delivery in the new financial year.

SYSTEMS
Establishing sound systems to support our Union’s work
is critical to ensuring we are able to use our financial and
human resources effectively and efficiently. Under our
strategic plan, identifying and adopting technology and
processes that enable us to work faster, smarter and
better is a key area of focus.
This encompasses everything from delivering a
new member database in 2021 to determining how
multidisciplinary teams work more cohesively with
members and delegates on all the issues that arise
across the sector.
The importance of this work area within our Strategic
Plan was brought into keen focus by the rapid evolution
of our working environment, propelled by the unique
challenges presented by COVID-19.

iMIS Upgrade and Database Improvement
June 2021 saw the upgrade of the Union’s membership
database to iMIS2017. This represents the culmination
of several years of work aimed at streamlining and
enhancing the union’s membership administration
processes, and taking advantage of the numerous
digital tools available for automating, personalising and
improving membership services.

Our Union was one of the first two in Australia to upgrade
with the help of the newly established ACTU Union
Innovation Hub and their new custom-built iMIS For
Unions. Our experience and feedback will be valuable to
other unions following us onto iMIS with the Hub over the
next 2 years.
The upgrade has meant a change for staff in accessing
iMIS records, with iMIS 2017 being accessible via the
browser-based Staff Site. This has meant a long and
arduous process of moving staff processes to the Site,
and reviewing some of the staff processes along the
way. This work is ongoing with the first phase focused
on business-critical functions, namely signing up and
resigning members and taking payments. We also
undertook to implement new privacy guidelines about the
acceptable processing and accessing of member records,
in line with the fact that they can now be accessed from
outside the CPSU/CSA network.
Following this current period of updating core processes,
we will begin exploring the opportunities afforded by the
new system. Chief amongst these is an improved member
portal which will allow members directly carry out
functions online, including paying invoices and arrears,
updating work details and so on. This will deliver the dual
benefit of reducing the time spent by staff processing,
updating and checking records, and providing a quicker,
better user experience for members.
Other enhancements include marketing automation and
better delivery of online services for members including
a new events management system and new memberonboarding ‘journeys’, integration of member surveys,
powerful analytics with embedded PowerBI dashboards
for key stats and tracking; and eventually integration
with Microsoft365. We look forward to creating an
integrated ecosystem of reliable, available data for
members and staff to benefit from.

Website refurbishment and online strategies
Launching the new CPSU/CSA website in November 2020
on the NationBuilder platform saw the introduction of
several engagement strategies aimed at capturing the
attention of new website visitors, increasing awareness
around the value of membership and nurturing potentials
into members where we were previously unable to reach
them. These bodies of work utilised the Member Support
roadmap to guide strategic delivery in the online space.
Lead generation and email journeys
Key aspects of the revamped website are the homepage
and footer forms where visitors can obtain a copy of a
Union Membership Information Pack in exchange for
their contact details. The info pack content highlights
the value of union membership. Users who submit the
form then join an automated email series to continue the

Union’s relationship with potential members long after
they leave the website.
During the period of November 2020 to June 2021, lead
generation resulted in 520 form submissions, 885 views
of the Union Membership Information Pack, and 160 join
form completions — a 31% conversion rate from users
downloading the info pack before going on to complete
the join form.
The subsequent email journey achieved an average
open rate of 30-52% across each individual mailing
— surpassing the global not-for-profit email open rate
benchmark of 20.39%.
Google search marketing
To complement the lead generation efforts of organic
visits to the Union website, Google Adwords search
marketing was employed for the first time to reach
visitors searching for union-related keywords across
Google, as well as providing the most direct path possible
to join.
During the period of April 2020 to June 2021, Google
search marketing achieved 25 join-form completions at
a 340% return on investment — surpassing the Google
Adwords global average of 200%.

CPSU SPSF Elections
The CPSU SPSF WA Branch Elections were due to be
held in early 2020, but were repeatedly deferred by the
Australian Electoral Commission throughout the year in
response to logistical challenges posed by COVID-19.
In November 2020 the AEC finally commenced the
Election process to conduct Stage 1 of the CPSU SPSF
WA Branch Elections. Nominations for Stage 1 of the
elections opened on 27 November and closed on 11
December 2020. At the close of nominations and the
completion of the Nominations Certification Report there
were 3 contested offices. The AEC advised that a postal
ballot of members would therefore be conducted for
the offices of Branch President, Branch Secretary and
Branch Assistant Secretary.
The ballot opened on 21 January 2021 and closed on 25
February 2021. On Monday, 1 March 2021 the Returning
Officer issued the declaration of results for the Stage 1
contested and uncontested positions.
Stages 2 and 3 of the elections were then held. The
number of nominations received did not exceed the
number of positions to be filled for either stage, and
declarations of results were issued on the 22 April 2021
and 20 May 2021 respectively.
The AEC’s post-election report contains a copy of the
declaration of results for each stage of the Branch Elections
and is included in the papers of this Annual Report.
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GOVERNANCE AND POLICY
The following internal staff policies and external member-facing policies have been delivered by the CPSU/CSA’s
Policy Implementation and Review (PIR) project, spanning CPSU/CSA staff representatives and officers specialising in
policy and governance. These policies have been ratified by Council during the 2020/21 financial year:

Title

Scope

Internal or
external-facing

Date ratified
by Council

Staff Privacy Policy
and Procedure

Expected employee behaviours to
support the CPSU/CSA’s compliance
with the Privacy Act 1988 (Cth) and the
Australian Privacy Principles as an
APP entity

Internal (staff)

23/06/2021

External-facing
(membership and
general public,
published on
the website)

23/06/2021

Performance
Management Policy
and Procedure

To facilitate and promote the
achievement of the employer’s aims
and objectives, in accordance with
the Strategic Plan, through effective
employee performance management

Internal (staff)

28/04/2021

CPSU/CSA
Mental Health Policy

Sets out the employer’s commitment to
manage the mental health and wellbeing
of its employees

Internal (staff)

25/11/2020

Discipline Policy
and Procedure

Relates to employee misconduct

Internal (staff)

25/11/2020

Absenteeism Policy
and Procedure

Identify measures to increase work
attendance, improve the impact of
unplanned absences on the Union, and
improve staff morale

Internal (staff)

23/09/2020

Grievance Policy
and Procedure

The resolution of grievances in the
workplace in a fair, equitable and prompt
manner and in accordance with the
principles of procedural fairness

Internal (staff)

23/09/2020

Discrimination and
Unacceptable
Workplace Conduct
Policy and Procedure

Providing a safe, family-friendly and
respectful environment for employees and
members which is free from all forms of
inappropriate workplace conduct

Internal (staff)

23/09/2020

Outlines how the CPSU/CSA collects,
stores, uses, discloses or otherwise
CPSU/CSA Privacy Policy
manages the personal information of our
members or other individuals
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CSA Building

CSA CENTRE AND BUILDING MANAGEMENT
The CSA Centre at 445 Hay Street, Perth is owned
outright by the CSA and is a source of financial security
and ongoing income.
The commercial vacancy rate in the City of Perth during
the 2020/21 financial year was estimated at 18%,
down from the previous year of 18.5%. Based on these
figures the 90.4% occupancy rate of the CSA Centre
at the close of the 2020/21 financial year is a positive
outcome. Although income from rents and outgoings was
significantly down on budget due to the ongoing impact
of COVID-19 on the business of some of our tenants,
most have been retained and several have renewals due
in the coming financial year. We also welcomed a new
tenant, The Circle Green.

With the completion of some minor renovations to push
to level 6, we are now focusing on utilising the sixth floor
for commercial income. The concept is to allow members
and the public to utilise the venue for celebrations such
as wedding receptions, birthday parties etc. as well as
training and conferences during times when it is not
required for our own use. There are also opportunities for
local hotels that need additional capacity to hold larger
conferences and other events on the premises.
Council also granted approval to install solar panels to
the main roof of the CSA Centre, which will save energy,
lower costs and further improve the commerciality of the
premises. These works will be completed early in the new
financial year.

This leaves 253sqm available for lease on the ground
floor, with a further 350sqm available on level 3. Our
efforts to attract new tenants to occupy these vacant
spaces will continue into the new financial year.
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