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1. Introduction and Overview

1.1. The CPSU/CSA is a union of workers that covers more than 35,000 employees

employed in the Western Australian state public sector and Government Trading 

Enterprises, business undertakings and government institutions controlled by boards.  

1.2. Since 1901, the CPSU/CSA has represented and advocated for the rights and 

entitlements of workers in the Western Australian state public sector. In 1901, the 

Civil Service Association of Western Australia Incorporated (CSA) was founded under 

the Associations Incorporation Act 1895 (WA) and is currently registered under the 

Industrial Relations Act 1979 (WA). Its federal counterpart is the Community and Public 

Sector Union, WA branch (CPSU) registered under the Fair Work (Registered 

Organisations) Act 2009 (Cth). 

1.3. The CPSU/CSA has joined other Western Australian public sector unions to form the 

Public Sector Alliance. The Public Sector Alliance asks for a wages policy that allows 

genuine, good faith bargaining, real wage growth, and flexibility to negotiate 

conditions. 

1.4. Wages policy has existed in a variety of forms for over 20 years. Since 2017 the 

McGowan Government has had a $1,000 per annum cap on wages increases. Caps on 

wage increases restrict bargaining outcomes and artificially suppress wages in the 

name of budget austerity. The damage to the state’s economy and finances caused by 

the Barnett government provided a basis for the McGowan government’s austerity 

measures; however the state now has different needs. 

1.5. The state needs the government to stimulate economic activity in order to recover 

from the past two years of economic shocks caused by COVID-19. This is especially 

the case at a time when WA is planning to reopen its borders and reintroduce COVID-

19 restrictions. Around the same time, Western Australians may be allowed to travel 
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and spend money in other jurisdictions, removing some economic activity from the 

state. 

1.6. Downward wages pressure, at a time when the government needs more people to 

spend money in the local economy, will undermine WA’s economic recovery. 

1.7. The cap on wage increases has devalued public sector jobs. Wages policy causes wage 

suppression and limits the bargaining of new conditions with cost implications. This 

means that conditions in the private sector are catching up and this lessens the value 

of public sector jobs.  

1.8. The devaluation of public sector jobs has resulted in attraction and retention issues in 

the public sector. WA public sector job vacancies ballooned to 3,500 in August 2021, 

the highest number of vacancies since the Australian Bureau of Statistics started 

tracking the figures in 1983 (Australian Bureau of Statistics 6354.0 Job Vacancies, 

Australia, August 2021). This suggests that while the government is seeking to expand 

the public sector, it is not perceived as an attractive employer for workers. 

1.9. This figure is only set to worsen as the government's budget papers also show that 

they are seeking to recruit for 1,500 new positions in predominantly CSA covered 

areas over the current financial year. 

1.10. In addition to their jobs being devalued, wages policy has made public sector workers 

feel devalued themselves. Beyond the financial pressure of failing to keep up with cost 

of living increases, public sector workers feel an emotional impact of seeing their real 

wages go backwards. Wages policy has sent a message to public sector workers that 

their worth as an employee is no more than $1000 a year for the last 5 years. This 

equates to an extra $19.20 a week and this amount was further reduced once tax was 

taken.  
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1.11. The government should care about how their workers feel because they have a moral 

obligation to be a model employer. Public sector workers should be proud to work for 

the government.  

1.12. On a more strategic level, the government should care about how its workers feel 

because trapped, demoralised and anxious employees are likely to be less productive. 

This is especially felt if they have an emotionally demanding work environment 

because they have workload issues, their area is understaffed, or because they work 

in frontline and mission critical services. 

1.13. A WA Public Sector bargaining framework with a floor for pay increases, not a cap, 

would help workers feel proud to work for the government again. This type of policy 

sends a message that the Government has a minimum they are willing to pay for an 

employee’s work and that the Government is open to hearing arguments as to why 

your work is worth more; instead of sending a message that an employee is only worth 

a particular dollar amount.  

1.14. A floor for wage increases would provide for minimum increases to wages that keep 

up with the cost of living. Removing the cap would enable workers to genuinely 

bargain the value of their work, prevent wages and conditions from stagnating, and 

allow public sector workers to set the value of their work.  

1.15. The CPSU/CSA makes the following recommendations: 

(1) Recommendation 1: The WA Public Sector bargaining framework should

provide for minimum salary increases to each employee of 4% or $2500,

whichever results in the higher floor.

(2) Recommendation 2: The framework should not have a maximum threshold (or

cap) within which salary increases must be bargained.
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(3) Recommendation 3: The framework should allow for salary increases above

the minimum salary increases to account for:

● past and current cost of living shortfalls;

● labour market pressures;

● productivity drivers;

● social justice and diversity outcomes; and

● other policy and service delivery outcomes.

(4) Recommendation 4: The framework should allow for negotiation of

allowances, penalties, and other conditions of employment with cost

implications.

(5) Recommendation 5: The framework should not require that increases to

remuneration are made in exchange for conditions trade-offs.

(6) Recommendation 6: The framework should enable flexibility within a

bargaining space to deal with gender pay equity matters and should not be a

barrier to reclassifications or wage increases that address historical gender pay

inequity. In this regard, we particularly recommend:

(1) Recommendation 6.1: the framework should include the ability for

parties to apply a shortened version of the approach set out in the

Equal Remuneration for Men and Women for Work of Equal or

Comparable Value Principle from the Stage Wage Case General Order

in negotiations; and

(2) Recommendation 6.2: government policy should not directly or

indirectly discourage employer representatives from properly

assessing, engaging in or utilising employment processes that can

address gender pay equity matters due to the potential impact upon
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salary budgets (for example, reclassification and the Equal 

Remuneration Principle). 

1.16. In support of our recommendations, we provide the below submission. It includes first-

hand experiences of CSA members. Identifying information such as names and work 

locations may be changed or removed in order to protect their anonymity. 

2. Part 1: Caps suppress wages

2.1. There is widespread sentiment among public sector workers that wages are not

keeping up with the cost of living. 

2.2. We recently surveyed our members about the impact of wages policy on their 

finances, with the following results: 

○ 72.3% said their cost of living had increased more than wages under wages

policy;

○ nearly a quarter said their household income had decreased due to COVID-19;

and

○ of those, over a third had lost between $400-$1200 per fortnight.

2.3. These sentiments are supported by ABS data on wages and consumer prices. After a 

period of depressed CPI during the COVID-19 pandemic, consumers in WA are 

starting to face a rapid increase to CPI. The annual change in Perth CPI for the year in 

June 2021 was 4.19%. These cost pressures are felt particularly in transport, utilities, 

and housing.  

2.4. At the same time as CPI is recovering, wages in the public sector are getting weaker. 

The annual change in WA public sector WPI for the year in June 2021 was 0.94%, and 
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trending downwards. The annual change in WA private sector WPI in June 2021 was 

1.75% and trending upwards. 

2.5. This is a deliberate impact of the wages increase cap in the current wages policy. When 

the wages policy was introduced in 2017, it had the intention of providing fairness and 

reflecting the reality of WA’s economic circumstances. Public sector wages were 

purportedly too high compared to private sector wages, and the state’s finances were 

in trouble. Wage restraint was considered necessary to adjust. 

2.6. The policy has worked too well and driven down annual public sector wage growth to 

0.9%. WA has the lowest wage growth in Australia compared to either public or 

private sectors in any state or territory. It is behind 1.7% for the WA private sector 

and 1.1% for the public sector nationwide (Australian Bureau of Statistics, Wage 

Growth by States and Territories, Wage Price Index, 18 August 2021). 

2.7. Under this sort of wage suppression, fairness is no longer a feature of wages policy. It 

no longer reflects the reality of WA’s economic circumstances. Private sector wages 

are improving, the WA economy is the best performing in the country, and the WA 

government is achieving budget surpluses. On 1 September 2021, the Media 

Statement from the Honorable Mark McGowan MLA said as follows: 

“Since the start of the pandemic, Western Australia's economy has grown by 5.7 per 

cent between the December quarter 2019 and June quarter 2021 - also the strongest 

of the States and almost double the rate of growth of the rest of Australia. Excluding 

Western Australia, the national domestic economy over this period has grown by 2.9 

per cent.”1 

1 Available from: https://www.mediastatements.wa.gov.au/Pages/McGowan/2021/09/Open-Western-
Australian-economy-outperforms-again.aspx. 
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2.8. The current wages policy is out of step with these changes, imposing illogical and 

unnecessary wage restraint and causing wage suppression that actively hurts workers. 

2.9. Public sector workers feel pessimistic about their futures. Dwindling pay outcomes 

affect not only their ability to provide for their day-to-day needs, but their long-term 

futures. It affects their ability to pay down debt or make purchases and repairs to 

houses and cars. It affects their superannuation contributions and potentially delays 

retirement.  

2.10. Julie2 is a CSA member working for the Department of Water and Environmental 

Regulation. She states that public sector jobs are starting to lose their lustre: 

“I have enjoyed working in the public sector because of the good conditions, 

variety of work and providing services to the community.  My colleagues 

generally feel the same, but there is more talk of leaving the sector for better 

pay and reduced work loads. 

I work with a number of older women who, as a result of limited pay increases, 

have had to reconsider their retirement plans and delay changes to work 

routines as their cost of living has increased and their wages have not. This has 

all sorts of ramifications on their families, relationships and lives. One colleague 

told me that she would now retire at 75. 

I have canvassed my colleagues about what it would mean to them to see real 

wages growth. On a collective level, real wages would demonstrate that the 

work they do is valued and the hours they put in are recompensed appropriately. 

2 Not her real name. 
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On a personal level, real wages growth would mean things like home 

renovations/maintenance that they have been putting off, helping a child 

through school/university, paying for a wedding, paying off a mortgage and 

other debts.” 

3. Part 2: Caps can’t compete

3.1. Public sector jobs are competitive with private sector jobs because of their good

employment conditions. However, if public sector conditions don’t continue to 

improve, conditions in the private sector will continue to catch up. If this happens, 

public sector jobs will not be able to compete with the private sector to attract and 

retain staff. A comparison of some public sector positions in an approvals agency is 

attached as an appendix to this submission. 

3.2. Under a wages cap, substantive improvements to conditions have been limited. 

Conditions with cost implications are treated gingerly in bargaining, or rejected 

outright. As a result, public sector jobs are losing their reputation for attractive 

conditions that compensate for less competitive remuneration. 

3.3. As an example, during bargaining of the Department of Justice (Youth Custodial Officers) 

CSA General Agreement 2019, the CSA made a claim for an allowance to recognise the 

higher level of skill and responsibility associated with working in the Intensive Support 

Unit or being part of the centre’s Recovery Team. The Department of Justice was 

opposed to the introduction of any new allowance due to wages policy. 

3.4. Also, during negotiations for the Main Roads – CSA Enterprise Agreement 2020, our 

members sought a percentage increase to salaries rather than the flat $1,000 rate. 
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This was due to the fact many employees are engaged on a 40 hour rather than 37.5 

hour week, so a flat pay increase was of proportionately lower value to them. Main 

Roads WA rejected the claim due to wages policy. 

3.5. Mitchell3 is a licensing officer for the Department of Water and Environmental 

Regulation (DWER) working in the Kimberley. He states that in the Northern part of 

WA, the private sector is attracting workers away from the public sector: 

“In the last boom, private employers, consultants for example, poached a lot of 

staff using offers of higher pay. We are about to see that again. Most of my 

colleagues state that there are better offerings in private for wages. A lot of 

public servants have the required qualifications, skills and working knowledge 

of government red tape, so when there is need, private comes knocking real 

quick. 

The staff responsible for administering legislation relevant to DWER are best 

placed to reduce the associated red tape simply by understanding it and then 

being able to resolve and mediate issues to reduce it. If you lose those officers 

to private, that knowledge is gone. It takes 18 months to train an officer just 

to be able to administer the legislation, but it takes many years to understand 

the legislation well enough to reduce red tape. 

If the government wants to deliver on its $120 million budget commitment to 

reduce red tape, they will need to compete with private companies for the 

appropriate personnel. That will require proper wages.” 

3 Not his real name. 
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3.6. During consultation for the wages policy review, the government has attempted to 

highlight the non-wages improvements to working conditions that have been achieved 

under the wages cap. The implication of this message is that conditions can continue 

to improve under an austere wages policy and/or a wages cap, but the onus is on 

unions and workers to get creative and think about what else, besides wages, they 

could ask for. 

3.7. This focus on conditions rather than wages has some significant downsides. Public 

sector conditions are good, but their administration and application can be difficult. 

Conditions may not be well-known or well-understood by workers or management, 

and they are vulnerable to different interpretations. Employers and workers can 

misunderstand them and fail to apply them properly, leading to disputes that take time 

and energy to resolve. This limits their ability to help attract and retain staff. 

3.8. Our member Mitchell states that this is the case for regional conditions: 

“I don’t think regional award and agreement conditions are poor. The problem 

here is the lack of working knowledge of the entitlements, both at the officer 

and the employer level. 

There is a huge difference in how conditions are applied by agencies, and this 

is a problem. I would tend to say that the public service offers better flexibility 

than the private sector, but unless the prospective employee understands the 

entitlements and compares the flexibility and working hours of the public 

sector to private, then presently the cash carrot prevails. 

I’ve had to do a lot of work with the employer to get our conditions functional 

as required, but at least DWER is there now. I know from my work with other 

delegates in other agencies they still lag. 
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The benefit of wages is that the employee doesn’t have to go out of their way 

to claim them. Claiming entitlements can take time and effort given their 

legalistic nature. Wages show up on your payslip every fortnight and let you 

know you are valued.” 

3.9. Focusing on conditions at the expense of wages, especially at a time when cost of 

living is outpacing wage increases, is counter productive.  

3.10. The CSA has worked with the government to innovate conditions for four years under 

the current wages policy. There is little room for further innovation within our 

industrial agreements under the current wages policy, and what space there is has a 

cost implication that is disallowed or restricted under a wages cap. 

3.11. This has led to a focus in bargaining for employers to undertake reviews and provide 

information to unions about workforce data. Over the past two Public Sector CSA 

Agreements, employers have agreed to conduct reviews, such as reviews into 

temporary labour hire and contract for service arrangements. These reviews require 

months of bargaining to settle their terms, and require at least the life of a two-year 

agreement to complete, in regular consultation with the CSA at the Peak Consultative 

Forum.  

3.12. While this information is valuable for unions, the collection and provision of the 

information by employers, as well as maintaining and using the information by unions, 

is extremely resource intensive for both parties.  

3.13. An additional issue is that wages caps make unions unwilling to commit to agreements 

with longer terms than 2 years, because they result in such low wages. This creates 

shorter and more intense bargaining cycles with limited breaks in between. For 

example, the Public Sector CSA Agreement has been constantly renegotiated with 

Government Sector Labour Relations over the past five years. At the conclusion of 
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one bargaining period, the parties begin moving into claim development for the next 

agreement. This ties up labour and resources for both parties. 

3.14. Fair wage increases are a much simpler, more efficient, and more rewarding way to 

improve the conditions of public sector workers. 

4. Part 3: Caps damage morale

4.1. Stagnating development of working conditions, when combined with stagnating

wages and limited public sector resources, poses serious risks for public sector morale 

and mental health. Working under these conditions can cause risks to service delivery 

and hurt the reputation of government services. 

4.2. The WA public sector workforce is continuing to recover from a number of voluntary 

severance schemes that have been implemented over the past decade, which resulted 

in 7,126 separations over the periods 2009-2015, 2017-18, and 2018-19 (Hon. Sue 

Ellery, Hansard, Legislative Council, 2 June 2021). This is in addition to other creative 

measures to reduce public sector jobs, such as the Workforce Renewal Policy. That, 

combined with the introduction of the current wages policy, has caused a crisis in 

morale in the sector for a number of years. Wage growth and improvement to 

conditions must be part of a combination of interventions to improve morale in the 

sector. 

4.3. This is especially the case in the public sector because the public sector relies on the 

goodwill of much of its workforce for key service delivery. Public sector workers are 

engaged in front line service delivery in difficult circumstances. On top of that, they 

face downward management pressure as a result of the highly hierarchical structure 
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of the public sector workforce, and their work is also heavily and increasingly 

compliance driven, which adds to the load and stress of their work. 

4.4. A key example of productive performance under pressure has been the diligent and 

effective response of public sector workers during the pandemic. At a time of high 

stress, uncertainty and increased workload, public sector workers served the 

community through multiple lockdowns. This was done out of a sense of duty, but 

duty does not provide a worker with immunity from things like burnout and low 

morale.  

4.5. Prescribing a cap tells public sector workers that their employer is not interested in 

the real value of their work. It deprives them of the dignity of a genuine bargaining 

process. It frames their contributions to the state as detrimental to the state finances. 

This erodes the goodwill that the public sector runs on. 

4.6. Patricia is a CSA member working as a Child Protection team leader in the Department 

of Communities. She states that wages policy is having a direct impact on the morale 

of child protection workers. 

  “Workers have a lot of good will and generally want to cooperate and contribute 

to problem solving, so there was an understanding about the restrictive wages 

policy.  

  Over the years of continued wage restrictions, this has changed to something like 

resignation – that the work we do is not visible and therefore not recognised 

by our politicians, even though we directly contribute to the well-being of the 

WA people and the whole state, and that our contribution (which is often over 

and above what is in our job description) is taken for granted and our well-

being doesn’t matter.” 
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4.7. Patricia also says that the worsening conditions in Child Protection are making it 

difficult to attract and retain staff. 

“Country districts and remote locations cannot fill positions. For example, in 

the middle of this year Broome had several vacant team lead positions. We 

regularly hear from colleagues in the country districts that they can’t fill 

positions even if they would accept people who don’t have the preferred or 

required qualification. 

The reason why people leave or consider leaving is the high and stressful 

workload, and the impact this has on personal well-being and family life. They 

also do not have control over work hours because staff regularly work late to 

be able to respond to a crisis.  

This means additional juggling and additional costs to keep family life running. 

For example, expensive car parking, so that a worker can get to childcare in 

time to pick up the child, buying takeaway food and meal delivery, hiring a 

nanny or babysitter, and additional health costs. People will try to find a job 

where they have more control and work life balance. 

There are jobs for child protection workers with the NGOs. These are lower 

paid and comparatively insecure, but they make up for that with generous 

salary packaging, and are far less stressful. 

4.8. There is a compounding effect on service delivery when poor conditions drive people 

out of an agency like Child Protection. Patricia states: 

There is loss of expertise, loss of knowledge about cases, loss of a relationship 

for the child, family, and foster carer. 
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It is a massive workload for supervisors and team colleagues to train up new 

workers who are then often inexperienced and ‘second best’ in terms of 

qualification. Cases cannot be allocated to new staff until they have reached a 

certain level of internal training and are assessed as meeting competencies. 

This means the supervisor and the team colleagues have to manage the cases 

that cannot be allocated.  

It sets up the remaining workers in the team and district for burn-out due to 

unmanageable workload – burn-out has consequences for the worker and for 

the organisation.” 

5.  Part 4: Caps cause unfairness

5.1. A uniform wages policy that applies to everyone will result in unfairness for broad 

sections of the workforce because of the diverse range of workers that the 

government employs and the different salary levels. 

5.2. Flat figures were characterised by the government as fair because they provided for a 

better percentage increase for lower income workers and they purportedly rectified 

some unfairness to private sector workers whose wages improvements had been 

sluggish.  

5.3. That argument no longer resonates with workers with incomes around the average 

range who have experienced real wage loss under the current wages policy. 

5.4. The average income for a full-time public sector worker is $87,075. $1000 annual 

increases for the average public sector worker therefore equate to a 1.15% increase 

in the first year and decreases thereafter as the worker’s salary increases but the pay 
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increase stays the same. Compared to the 4.19% increase to CPI, this rate of increase 

is not sustainable. 

5.5. Wages policy should therefore allow for flexibility in pay increases, so that different 

groups can bargain for a salary outcome that they consider fair. A floor without a cap 

achieves that flexibility. Different groups of workers do not have to receive the same 

quantum, or even the same form of increase - one group may elect to receive a flat 

sum, another may prefer a percentage increase. 

5.6. Different drivers can be considered in different occupational groups. Economic trends 

may impact different workforces in different ways, negotiated conditions with cost 

implications may result in different wage outcomes for certain workforces, and the 

government may seek to achieve different diversity outcomes in different workforces 

by offering different rates of pay.  

5.7. A cap prevents the government from taking different drivers into account and seeks 

to treat the entire public sector homogeneously. It is not good policy in an 

environment where different workers have different needs requiring different 

outcomes. A floor provides for a base salary increase while giving workers the ability 

to bargain and giving employers the ability to consider the needs of their workforces. 

6. Part 5: Caps cause pay gaps

6.1. As one of the state’s leading employers of women, by maintaining a cap on salary

increases, the state government has played an active role in contributing to the worst 

gender pay gap in the country, at 21.9% (as at May 2021, based on the average full-
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time weekly earnings and as identified by the Workplace Gender Equality Agency in 

their August 2021 report “Australia’s Gender Pay Gap Statistics”).4  

6.2. The gender pay gap is a leading indicator of an economy’s treatment of women.  

6.3. The WA Government has publicly committed to reducing discrimination, promoting 

equal employment opportunity (EEO) and reducing the gender pay gap. Public 

commitments to equalise the employment experience for women include: 

i. a specific strategy focus on women in public sector employment for 2020-

2025;

ii. encouraging all public authorities to have EEO plans;

iii. data reporting requirements; and

iv. the EO Act-linked statutory position of the Director of Equal Opportunity in

Public Employment.

6.4. It should be noted that specific pay-based measures are largely absent from the 

Government’s documents and action plans. 

6.5. To deliver on better outcomes for women and equal employment opportunity, a Public 

Sector wages framework must provide for gender pay equalisation. 

6.6. Minister for Women’s Interests Simone McGurk unequivocally states: “The evidence 

is clear: gender equality makes for strong economies and communities and women 

have much to contribute to business and government.” (Page 2 of Public Sector 

Commission report, “Women: Action Plan to Improve WA Public Sector Employment 

Outcomes 2020-2025”).5 

4 Available from: 
https://www.wgea.gov.au/sites/default/files/documents/Gender_pay_gap_fact_sheet_Feb2020.pdf. 
5 Available from: https://www.wa.gov.au/sites/default/files/2020-09/Women%20Action%20Plan%202020-
2025.pdf. 

Page Number 19

https://www.wgea.gov.au/sites/default/files/documents/Gender_pay_gap_fact_sheet_Feb2020.pdf
https://www.wgea.gov.au/sites/default/files/documents/Gender_pay_gap_fact_sheet_Feb2020.pdf
https://www.wa.gov.au/sites/default/files/2020-09/Women%20Action%20Plan%202020-2025.pdf
https://www.wa.gov.au/sites/default/files/2020-09/Women%20Action%20Plan%202020-2025.pdf


WA State Government Wages Policy Review Submission by the CPSU/CSA 

6.7. Investment in diversification and wages in the public sector, where almost three 

quarters of WA workers are women, delivers higher economic returns. A well-known 

2018 report by KPMG titled “Ending workforce discrimination against women” prices 

halving the gender pay gap and reduction of entrenched discrimination at a $60 billion 

increase to Australia’s GDP by 2038. Within this same context, KPMG also 

recommends proactive policy strategies to address economic gender imbalances 

including “reviewing the Fair Work Act to determine the effectiveness of Equal 

Remuneration orders in addressing gender pay equity – including a less adversarial 

consideration of the undervaluing of women’s work”.6  

6.8. Since the McGowan Labor Government has been in power, women employed in the 

public sector have gone from seeing the highest earnings growth to the lowest, 

compared with public sector males, private sector males and private sector females up 

to 2020.7 

6.9. This can arguably be linked to the deliberate suppression of wages through 

government wages policy. 

6.10. There are currently 1.4 million employed people in Western Australia as at August 

2021, approximately 47.1% of whom are female. 

6.11. By comparison, the WA Public Sector employs approximately 145,000 workers, of 

whom 72.8% are female. 

6.12. This means that restrictions on wages growth in the WA public sector 

disproportionately affect women and contribute to negative economic impacts for 

women and, by extension, their families. 

6 KPMG article dated 26 April 2018, available from: 
https://home.kpmg/au/en/home/insights/2018/04/ending-workforce-discrimination-against-women.html. 
7 Chart 6 on page 5 of UnionsWA “WA Gender Pay Gap Report 2020”, available from: 
https://www.unionswa.com.au/wa_gender_pay_gap_report. 
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6.13. Conversely, providing fair and strong wage outcomes through public sector bargaining 

would benefit the female-dominated public sector workforce and thereby contribute 

significantly to addressing WA’s current position as having the worst gender pay gap 

across Australia. 

6.14. A media statement by the Premier, the Honourable Mark McGowan MLA, on 9 

September 2021 states that “the 2021-22 State Budget has delivered a $30.7 billion 

infrastructure program over the next four years, designed to continue a pipeline of 

infrastructure work beyond the current boom”.8 

6.15. This record public expenditure on construction and infrastructure projects has an 

upwards pressure on wages in those sectors, which predominantly employ men. 

Without appropriate intervention, this may further entrench WA’s gender pay gap. 

6.16. South Australia has the lowest gender pay gap at 7.0%. The South Australian Marshall 

Liberal Government has a specific strategy that involves increasing the number of 

women in jobs, commits to addressing the gender pay gap by working across 

government, and includes increasing the representation of women in STEM, where 

jobs are traditionally high paying. The South Australian Government’s 2021 strategy 

also directly acknowledges that research shows reduced gender pay gaps materially 

increase workforce participation rates, spending and economic activity. 

6.17. The gender pay gap in WA is in part affected by the high-paying mining and related 

industries remaining so male-dominated. However, the gender pay gap is not an issue 

solely for the private sector. 

8 Media Statement dated 9 September 2021 by the Hon. Mark McGowan MLA, Premier; Treasurer; Minister 
for Public Sector Management; Federal-State Relations, “Projects adjusted to deliver a strong economy for 
the long term”, available from:  

https://www.mediastatements.wa.gov.au/Pages/McGowan/2021/09/Projects-adjusted-to-deliver-a-strong-
economy-for-the-long-term.aspx. 
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6.18. While our state public sector workforce is made up of approximately 72.8% female 

workers, key statistics from the latest State of the Sector report show 

disproportionate amounts of women in lower-classified positions and men in higher-

classified positions. 

6.19. The State of the WA Government Sector Workforce 2019–20 report at page 22 

states, “despite women making up the majority of the public sector workforce, when 

all staff are mapped to salary bands of the Public Sector Civil Service Association 

Agreement (PSCSAA) […] the pattern of female over-representation at lower levels 

shifting to under-representation at higher levels is demonstrated in both 2015–16 and 

2019–20”. This is illustrated by Figures 12 and 13 from pages 22-23 of this report: 
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Available from: 

https://www.wa.gov.au/sites/default/files/2020-
11/state_of_the_western_australian_government_sector_workforce_2019-20_1.pdf. 

6.20. Alarmingly, in the WA public sector, the top three occupational groups with the 

highest median salary ($127,033 - $173, 864) have far fewer women as a percentage 

compared to the rest of the sector (between 47.4%-61.8% compared with 72.8%). On 

the other end of this spectrum, the two lowest paid occupational groups ($51,009 - 

$51,906) have far more women as a percentage compared to the sector-average 

(79.4%-94.5% compared with 72.8%). This is demonstrated by Table 9 within the State 

of the Sector 2019-20, which breaks down FTE, median age, median salary and the 

percentage of female workers within each occupational grouping in the WA public 

sector. 
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6.21. Another key statistic that demonstrates the WA public sector is lagging with the 

gender pay gap is the equity index. The equity index is a measure that indicates 

representation of diverse groups across salary levels and provides insight as to 

whether these groups are employed in senior roles. When there is equitable spread 

across all levels, the index will be 100. An index less than 100 indicates higher 

concentrations of diverse employees at lower salary levels, more removed from key 

decision making leadership roles. 

6.22. The latest report from the Director of Equal Opportunity in Public Employment shows 

that for women across public authority types, public sector agencies (77.3) and 

government trading enterprises (71.6) are doing much worse than their local 

government (92.6) and public university (90.5) counterparts: 

Available from:  
https://www.wa.gov.au/sites/default/files/2021-09/deope_annual_report_2020-21.pdf (page 13). 
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6.23. A July 2020 policy brief on collective bargaining and gender published by the 

Organisation for Economic Co-operation and Development (OECD) states that 

“[c]ollective bargaining can be mobilised to negotiate wage increases and better 

working conditions (OECD, 20199) and can represent a powerful tool in addressing 

the gender wage gap”.10 The OECD policy brief highlights four instruments related to 

collective bargaining that can close the gender pay gap. One such instrument is 

“targeted raises compensating for the concentration of women in low-paid industries” 

and another is “gender-neutral occupational classification schemes to correct the 

undervaluation of female-dominated occupations”.11 

6.24. In 2019, the Western Australian Industrial Relations Commission (WAIRC) introduced 

an equal remuneration for women and men principle through the State Wage Case 

General Order. The CPSU/CSA welcomes this measure. 

6.25. Unfortunately though, it is not currently delivering the expected outcome of 

improving gender equity in historically undervalued roles. At an industry networking 

event in late September 2021, a Western Australian Industrial Relations Commissioner 

stated that there have been no applications made to the WAIRC using Principle 8. 

Equal Remuneration for Men and Women for Work of Equal or Comparable Value 

from Schedule 2 of the State Wage order (the Equal Remuneration Principle).  

9 Footnote within OECD July 2020 Policy Brief “Can collective bargaining help close the gender wage gap for 
women in non-standard jobs?”: OECD (2019), Negotiating Our Way Up: Collective Bargaining in a Changing 
World of Work, OECD Publishing, Paris, https://dx.doi.org/10.1787/1fd2da34-en. 
10 Page 1 of the OECD July 2020 Policy Brief “Can collective bargaining help close the gender wage gap for 
women in non-standard jobs?”, available from:  

https://www.oecd.org/gender/collective-bargaining-and-gender-wage-gap-2020.pdf). 

11 Ibid. 
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6.26. In line with the OECD’s identification of key instruments to reduce the gender pay gap 

through collective bargaining, to address the systemic gender bias across and within 

public sector occupations, the government should consider applying a shortened 

version of the approach set out in the Equal Remuneration Principle in bargaining as 

part of the new wages policy. 

6.27. This could provide a specific measure to address pay inequity in female-dominated 

occupations that have long been underpaid for performing work of comparable value 

to other more male-dominated roles. These occupational groups are usually prevented 

from successfully using the current reclassification process due to historical 

undervaluing. 

6.28. The Equal Remuneration Principle sets out matters that the WAIRC is required to have 

regard to in assessing the current value of work of employees in female-dominated 

industries, occupations or callings. 

6.29. This includes matters consistent with the general reclassification process set out 

within Principle 7. Work Value Changes of Schedule 2 of the State Wage order, such 

as examining the nature of work, skill and responsibility required and the conditions 

under which work is performed. 

6.30. Importantly though, the Equal Remuneration Principle does not require demonstrable 

changes to work value over time, gender discrimination, male comparators or 

comparisons between and within occupations and industries. This consciously 

removes process hurdles that in the past have prevented progress towards pay equity. 

6.31. The WA public sector wages framework should provide the flexibility within a 

bargaining space to address gender inequity matters. Occupations, positions, or roles 

could be identified as potentially not providing equal remuneration for work of equal 

or comparable value. The matters set out at 8.7.1-8.7.5 of the Equal Remuneration 
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Principle could be considered by the parties in negotiations, along with other matters 

relevant to the individual circumstances of a claim. Negotiations could then include 

discussions relating to assessing the current value of work and possible agreed 

outcomes such as those outlined within the Equal Remuneration Principle. 

6.32. This approach would actively contribute to delivering better EEO outcomes. The Equal 

Remuneration Principle is a creature of the WAIRC, developed after hearing and 

receiving submissions from key industrial relations stakeholders, including 

representatives for the WA Government (particularly, the Minister for Industrial 

Relations), the Chamber of Commerce and Industry, UnionsWA and the Western 

Australian Council of Social Service Inc. In acknowledging it is resource intensive to 

run matters before the WAIRC, utilising the guidance provided by the principle in 

bargaining would encourage maintaining a fair and measured approach to addressing 

gender pay equity issues while saving parties significant resources’ costs if 

negotiations lead to agreed outcomes. 

6.33. Government has a leading role to correct and regulate market failure. The systemic 

undervaluing of women’s work as demonstrated by the gender pay gap data is an 

example of such market failure. 

6.34. The government must lead the intervention to empower women to have resilient 

household incomes, particularly single, female-led households, which make up approx. 

16.4% of households with children.12 This works as an economic and social stabiliser 

for the state. 

12 Using statistics from the ABS Labour Force Status of Families released on 12 October 2021, available from: 
https://www.abs.gov.au/statistics/labour/employment-and-unemployment/labour-force-status-
families/latest-release#main-features. 
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6.35. As outlined above, the public sector in WA employs a large proportion of women 

(approximately 1/3 of the female workforce across the three levels of government). 

With almost three quarters of the WA Public Sector workforce being women, a fair 

and robust wages policy would lead to the closing of the pay gap. 

6.36. Critical service delivery work should not continue to be undervalued by this 

government. Essential human services work, particularly caring roles, have long been 

considered “women’s work” and thus underpaid when compared to trade labour roles 

more traditionally considered “men’s work”.  

6.37. It is not acceptable that WA public sector workers be paid less than workers doing 

comparable value work in other industries such as the mining sector. 

6.38. In addition, the private sector competes with the public sector for skilled and 

productive workers. The mining and resources sectors are well-known for their 

attractive salaries and related employment benefits. With the large mining companies 

also focusing on increasing their diversity and looking to recruit more women across 

roles, levels and into senior leadership, this is an alarming risk to the government’s 

competitiveness as an employer of a high proportion of women. 

6.39. These companies are looking to actively address barriers to attracting and retaining 

women, such as reducing and preventing rife sexual harassment in the wake of the 

Respect@Work: National Inquiry into Sexual Harassment in Australian Workplaces 

2020 report. This, along with the expected future growth in the mining and resources 

sector, is likely to impact on the WA public sector’s capacity to retain highly skilled 

female employees and maintain service delivery in critical areas such as schools, 

education, healthcare and child protection. 
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6.40. Catherine13 is a Manager of Corporate Services at a primary school for the 

Department of Education. Her experience shows the financial impact of working in an 

occupation that is predominantly performed by women: 

“I do not believe I am paid fairly for the work I do. The amount of knowledge I 

have to hold and apply on a daily basis regarding finances, industrial law and 

human resources is significantly undervalued. I don’t believe there is a single 

person in any other Department within the State Government that has one 

person doing all of these tasks, as well as asset and resource management and 

replacement and IT management.   

Even within the Department of Education, secondary schools have specialised 

people in HR or finances, for example, however in a primary school, I am not 

provided that support. Yet, we have the MCS role within schools that is 

predominantly held by women that needs to have this vast amount of 

knowledge but aren’t paid accordingly. I highly doubt anyone in either the 

public or private sector would hold 5-6 significant ‘portfolios’ and be paid 

under $100k a year.” 

6.41. Additionally, women are more likely to bear the financial brunt of family obligations, 

which can worsen the impact of the gender pay gap. Catherine’s income has to cover 

the usual costs of living while providing for a young family. 

“I’m a single parent with minimal child support ($40 per week for two children 

under the age of 13). I have had yearly increases to rent, the last 12 months 

being the worst, an increase of $60 per week. $1000 a year doesn’t even cover 

13 Not her real name. 
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a third of that. 

Two years ago, I had the hot water system blow up into my house, however it 

had unknowingly been leaking for weeks prior to blowing up. The leak 

waterlogged hundreds of dollars worth of clothes that I needed to replace. It 

also caused me a $950 gas bill because the system had been constantly heating 

a water leak. My rental didn’t cover either cost. I had to borrow money from 

my family to pay for the bill, while I charged new clothes to my credit card and 

paid this off over a few months. 

The only reason I haven’t left my role is because of the pandemic. I needed 

stability to continue supporting my family, as well as a role that didn’t require 

me forking out thousands of dollars in child care during 12 weeks of school 

holidays.” 

7. Part 6: Caps undermine budget outcomes

7.1. Wage increases are not just competition for other outcomes in the government’s

budget. Public sector wages are crucial to achieving those outcomes. 

7.2. The government has presented wage increases as needing to be considered alongside 

other budget demands of key service delivery, crisis response capacity and investing 

to meet future needs. Framing wages policy as competition for these outcomes is 

misleading.  

7.3. The past two years of living with COVID-19 have shown that there is no crisis 

response without public sector workers. Public sector workers have kept the state 

running during the pandemic. Public sector workers were essential workers who kept 
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coming into their workplaces during lockdowns, either because they provided 

essential services or because they were needed to support other essential workers.  

7.4. This has been acknowledged by the Premier, the Honourable Mark McGowan MLA, 

who stated in correspondence to UnionsWA Secretary Owen Whittle dated 17 

September 2021: 

“The Western Australian public sector workers played a vital role in providing essential 

work to the Western Australian community throughout the COVID-19 pandemic and 

as the State progresses its economic recovery.” 

7.5. Failing to offer fair wages achieved through a genuine bargaining process will drive 

workers away from the public sector and hurt the government’s crisis response 

capacity. 

7.6. There is no key service delivery without public sector workers. The services are 

provided by public sector workers, and supported by public sector workers. Failing to 

attract and retain staff in service delivery agencies will compromise the delivery and 

reputation of key government services like healthcare, child protection, education, law 

enforcement and the justice system 

7.7. Investment to meet future needs also cannot occur without public sector workers. 

Public sector workers collect the government revenue that drives investment, they 

work in approvals agencies that green light infrastructure projects, and they engage 

with stakeholders to determine what the state’s future needs are. 

7.8. Public sector workers are the eyes, ears, brains, hands and heart of the government. 

Without them, the government cannot deliver its other budget outcomes. The wages 

that the government pays its workers need to be considered a part of its crisis 
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response capacity, its investment in future needs, and key service delivery - not as 

competition for their budgets. 

8. Part 7: Caps hurt the economy

8.1. At a time when WA is recovering from the economic shocks of the COVID-19

pandemic, the government needs to do everything it can to help the economy recover. 

Continuing to suppress public sector wages through a wage increase cap will damage 

the economy for years to come. 

8.2. The overall Australian economy has suffered poor wage growth for a number of years 

but, as has been shown already in this submission, wage growth in the WA public 

sector has been the poorest in all jurisdictions. COVID-19 has worsened or delayed 

the recovery in wages, with public and private sector employers showing hesitancy to 

invest in wages during a time of economic uncertainty.  

8.3. Commentators including the Reserve Bank agree that stagnant wage growth will limit 

Australia’s post-COVID economic recovery. Government austerity measures such as 

caps on wage increases worsen this problem. In the federal system, poor wages 

outcomes in public sector enterprise agreements (EA) registered with the Fair Work 

Commission corresponded with record low wage increases across all approved EAs in 

the December 2020 quarter. In the same period, wage outcomes in public sector 

approved EAs was only 1.9%14.  

8.4. This wage suppression is the product of active wage suppression taking place over a 

number of years across multiple jurisdictions, including WA. A wages policy that 

14 Alison Pennington and Jim Stanford, “Public Sector Wage Caps Push Wages in Agreements to 30-Year 
Low”, Pearls and Irritations, 1 April 2021. 
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includes a cap on wage increases will continue this wage suppression and depress 

wages at a time when growth is most needed. 

8.5. Government representatives have sought to downplay the economic benefit to the 

state of public sector wage growth, especially by saying that the principal benefit of 

increased wages goes to the federal government in tax revenue.  

8.6. These arguments obscure the point. Wages policy setting has the capacity to drive 

economic growth by putting money in the hands of people who are most likely to 

spend it locally. Wage increases achieve this while at the same time strengthening 

service delivery, investment in future needs, and COVID-19 response capacity. 

8.7. Sam15 is a CSA member working as a TAFE librarian. A meaningful pay rise to him 

means taking pressure off of his household budget and allowing him to spend more 

into the economy. 

“As a full-time permanent level 2.4 worker, after 5 years of annual pay rises of 

less than $20 per week, I haven’t been to a dentist for even a check-up in over 

3 years. I have significant debt. I took my daughter to Japan for 2 weeks in 

January 2020, just before COVID-19 became a part of our lives, but I won’t be 

finished paying off that loan until May 2022. I have no savings. 

The situation I am in isn’t the result of any wild financial mismanagement on 

my part. Quite the opposite, as my need for budgeting means I know exactly 

where every dollar I earn is going to be spent before each payday. This is just 

the stark reality of living in the forced austerity brought about by sustained 

wages stagnation. 

15 Not his real name. 
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If I had just an extra $50 or $60 a week, then things such as returning to having 

regular dental check-ups, servicing my car properly, or even considering 

trading it in for a newer one become realistic. I could pay down my outstanding 

debts faster and make quality rather than budget purchases of clothes, goods 

and services.  

Then there’s the whole possibility of going out for dinner, or to see 

entertainment, or have a breakfast or lunch at my local café on the weekend. 

In my individual case, as someone who lives with an elderly parent, I would 

consider paying someone to come for a few hours each week to help with 

keeping the house clean. 

I wouldn’t get so stressed when my daughter needs things for school. I could 

plan a decent family holiday, knowing it won’t take me years to pay it off.” 

8.8. Sam’s comments show how wage increases for public sector workers have a 

compounding positive impact, in direct contrast to the compounding negative effect 

of wage suppression. For him, a more substantial pay rise means not just more money 

to spend, it also means freedom from worrying about how he’s going to provide for 

his family. 

8.9. A person in Sam’s position, who is doing the duty of both a father and a son, deserves 

to be rewarded for his service to the public with the dignity that comes from getting 

ahead of simply making ends meet: 

“A fair pay rise would mean that I could see the benefit of being a full-time 

worker, and not just feel as though I give up my time to survive and merely 

maintain my ability to go back to work each week. 
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Public sector workers have been pushed to breaking point and there must be 

a change of attitude and approach from the government.” 

9. Part 8: Caps punish productivity

9.1. Productivity is difficult to measure in the public sector. It looks different in different

agencies, employing different workers, who are achieving different outcomes. 

9.2. A full discussion about how to evaluate productivity should be had with each union in 

the agreement bargaining space. However, one indicator of productivity is whether 

public sector workers are delivering more with less. This is the case in the public sector 

now.  

9.3. The suppression of wages under wages policy has occurred in the context of multiple 

voluntary severance schemes being implemented over the past decade. These 

schemes have resulted in 7,126 separations (Hon. Sue Ellery, Hansard, Legislative 

Council, 2 June 2021).  

9.4. The net savings to the government of these separations is tracking towards $524 

million by 2022-23. However, while the government is enjoying these savings, public 

sector workers are bearing the cost. They are being asked to do more work, in an 

environment of underinvestment and divestment, for less real pay. 

9.5. According to our recent survey of the entire CSA membership: 

(1) 80% of respondents have experienced an increased workload since the

start of the pandemic and they expect that workload to continue in the

long term;

(2) 50% of respondents believe that there are issues in their Department

impacting service delivery;
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(3) 88% attribute these issues to vacant FTE, insufficient staffing or an

inappropriate staffing structure;

(4) 33% work unpaid time in excess of their ordinary hours; and

(5) 80% believed that $1000 per year is not adequate compensation for

the work they do.

9.6. At the same time, WA’s population growth has increased pressure on the public sector 

to provide more services, in particular for children in care (Increasing Demand for 

Government Services Index, Review of Wages Policy Presentation, Department of 

Treasury, September 2021). 

9.7. CSA members, which include child protection workers and family support officers, are 

dedicated. They care about the work that they do and often work beyond their normal 

hours to ensure that public sector services continue to operate for the benefit of the 

community. However, they are not seeing this good will and dedication being 

rewarded. 
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10. Conclusion

10.1. The CPSU/CSA thanks the Minister for conducting this review, the first of its kind, 

and for inviting unions to consult on changes to wages policy.  

10.2. The government now has an opportunity to make a decision that will improve the lives 

of its employees, strengthen our economy, and safeguard its service delivery capacity. 

10.3. This will not be delivered by a marginally improved wages cap. 

10.4. We urge the government to seize this opportunity to enable genuine bargaining and 

real wages growth, and limit the cause for future industrial disputes. 

10.5. Should you require any further discussion of the contents of this submission, please 

do not hesitate to contact Branch/General Secretary Rikki Hendon. 

Page Number 37



 

 

Environmental Science 

Job Projections in this field to 2025 7% growth in employment of environmental scientists projected by 20251 
Current jobs in this field  As at 21 October 2021, 133 jobs in Mining Sector WA, 298 jobs across all sectors WA2 

 

Example – Comparison of Environmental Science roles in WA Mining Sector and DMIRS 

Job Title Environmental Advisor – Mining Sector 
(Typical info in WA jobs advertised on Seek) 

Environmental Officer - DMIRS  
(see attached JDF) 

Salary Most of the jobs don’t advertise salary however 
Seek states that the salary on offer is typically 
$100,000 – $130,0003 

SCL 2 - $96,548 - $106,179  

Qualification Bachelor of Science, Environmental Science, 
Engineering, Geology or equivalent 

Bachelor Environmental Science or appropriate 
equivalent 

Prior Knowledge and Experience Knowledge of environmental approvals process 
and legislative requirements for WA 
 
Minimum 5 years relevant experience in 
environmental assessments and approvals 
 
Strong analytical reporting and verbal 
communication skills. 
 
 

Working within environmental approvals process 
and legislative requirements 
 
Demonstrated knowledge and experience in 
environmental management including the 
assessment of environmental aspects and risks 
associated with mining and/or petroleum 
development activities. 
 
Experience in preparing reports on 
environmental assessments, investigations 
and/or analytical research 
 

Key Duties • Assisting in development of approval 
applications 

Under limited supervision: 

 
1 Labour Market Information Portal https://lmip.gov.au/default.aspx?LMIP/GainInsights/EmploymentProjections  
2 Seek website: https://www.seek.com.au/environmental-science-jobs/in-Western-Australia-WA  
3 Seek website: https://www.seek.com.au/career-advice/role/environmental-
specialist?insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insig
hts 

Appendix 

https://lmip.gov.au/default.aspx?LMIP/GainInsights/EmploymentProjections
https://www.seek.com.au/environmental-science-jobs/in-Western-Australia-WA
https://www.seek.com.au/career-advice/role/environmental-specialist?insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights
https://www.seek.com.au/career-advice/role/environmental-specialist?insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights
https://www.seek.com.au/career-advice/role/environmental-specialist?insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights


• Developing processes and procedures taking
into account environmental requirements

• Assessment of complex mining/petroleum
proposals and native vegetation clearing
applications

• Prepare reports and correspondence related
to complex environmental assessments

• Environmental compliance reporting
• Conducting environmental inspections and

audits
• Ensuring compliance with environmental

standards

• Monitor compliance as an inspector
• Undertake incident and compliance

investigations

• Consulting and liaising with stakeholders • Provide technical advice and assist in drafting
guidance material for industry and stake
holders

• Provide specialist/technical advice to
stakeholders



 

Job Title Senior Environmental Advisor – Mining Sector 
(Typical info in WA jobs advertised on Seek) 

Senior Environmental Officer - DMIRS  
(see attached JDF) 

Salary Most of the jobs don’t advertise salary however 
Seek states that the salary on offer is typically 
$130,000 – $160,0004 

SCL 3 - $111,533 - $122,969  

Qualification Bachelor of Science, Environmental Science, 
Engineering, Geology or equivalent 

Bachelor Environmental Science or appropriate 
equivalent 

Prior Knowledge and Experience Working knowledge of environmental approvals 
process and legislative requirements for WA 
 
Significant relevant experience in environmental 
assessments and approvals, environmental 
management 
 
Strong analytical reporting and verbal 
communication skills. Strong technical writing 
capability. 
 
Working knowledge and experience in the 
application of environmental impact and risk 
assessment practices, petroleum and 
environmental legislation and regulatory 
approval and compliance frameworks 
 
 

Working within environmental approvals process 
and legislative requirements 
 
Considerable knowledge and significant 
experience in environmental management 
including assessment of environmental aspects 
and risks 
 
Significant experience in preparing reports on 
complex environmental assessments, 
investigations and/or analytical research 
 

Key Duties • Compile environmental management plans 
and procedures 

• Assist with development of statutory 
reporting and approvals 

• Assessment of complex mining/petroleum 
proposals and native vegetation clearing 
applications 

• Prepare reports and correspondence related 
to complex environmental assessments and 
makes decisions or recommendations as 
required 

 

 
4 Seek website: https://www.seek.com.au/career-advice/salary?roleId=environmental-
adviser&roleTitle=Principal%20Environment%20Adviser&stateId=3107&locationId=1009&insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=L
MIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights  

https://www.seek.com.au/career-advice/salary?roleId=environmental-adviser&roleTitle=Principal%20Environment%20Adviser&stateId=3107&locationId=1009&insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights
https://www.seek.com.au/career-advice/salary?roleId=environmental-adviser&roleTitle=Principal%20Environment%20Adviser&stateId=3107&locationId=1009&insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights
https://www.seek.com.au/career-advice/salary?roleId=environmental-adviser&roleTitle=Principal%20Environment%20Adviser&stateId=3107&locationId=1009&insight=salary&utm_campaign=LMIS_Web&utm_source=SEEK&utm_medium=LMIS&utm_content=Job_Details_Insights&campaigncode=lrn:skj:sklm:cg:jbd:insights


 

• Ensure all inspections and monitoring 
programs are carried out and meet 
obligations 

• Investigating and reviewing incidents and 
hazards and improvement opportunities 

• Prepare annual reports on environmental 
obligations and conditions 

• Monitor compliance as an inspector 
• Undertake or manage incident and 

compliance investigations 
 
 

• Consulting and liaising with stakeholders 
• Develop and facilitate training on 

environmental awareness. 

• Provide technical advice and assist in drafting 
guidance material for industry and stake 
holders 

• Provide specialist/technical advice to 
stakeholders 

 


	State Budget 2.pdf
	CPSUCSA SPR response paper FINAL.pdf
	OLE_LINK4
	OLE_LINK2
	OLE_LINK1
	OLE_LINK3

	ADPEA67.tmp
	“A Proud, Productive Public Sector Workforce”




