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Preamble 

1. CAFFSA is the South Australian peak body for child safety and wellbeing and child 
protection, representing the needs of South Australian children, young people, families, 
and the non-government, not-for-profit organizations who support them. This 
submission was developed in partnership with representatives from CAFFSAs 
membership base, which comprises over forty agencies across South Australia who 
provide services to children and young people involved in or at risk of involvement with 
the child protection system.  
 

2. We welcome the opportunity to provide comment on the Fair Work Commission’s 
review of gender-based undervaluation in the Social, Community, Home Care and 
Disability Services (SCHADS) Award, and are pleased to respond to the Commission’s 
provisional decision and related discussion paper. The Commission’s intent to rectify 
undervaluation and simplify a complex classification structure is applauded and hope 
the Commission responds to the complexities the sector will encounter in the 
implementation of the proposals as they currently stand. 

Issues 

3. Timeframe for implementing a new classification structure 
 

4. All employees will need to be transitioned by the commencement date. It is understood 
that the Commission will establish a timeframe for organisations to implement when 
providing the final determination of the SCHADS Award. 
 

5. It is difficult for organisations to accurately assess how long implementation will take, 
or what resources will be required, in the absence of the final determination. As a result 
the sector is unable to assess the true impact. It would be preferable to receive the 
final determination first, understand the full impact of the changes, and then establish a 
realistic timeframe for implementation, in consultation with the sector.  
 

6. This approach would allow organisations to properly assess the impact, both financially 
and operationally. It would also strengthen advocacy efforts in relation to the true cost 
implications and any shortfalls in funding that may come from these changes. 
 

7. The administrative workload to implement the new award is substantial. Every Position 
Identification Document (PID), employee classification, and organisational structure will 
need to be reviewed and potentially revised. 
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8. In practice, transitioning to the new classification will require: 

 
a. An objective review of each role, in line with service agreements (i.e. what has been 

committed in relation to duties and qualifications).  
b. Assessment of which new classification applies to each role. 

c. Assessment of financial impacts - this will be both ongoing operational impacts as 
well as initial change impacts (such as increases in leave provisions which have the 
potential to materially impact the Balance Sheet of organisations which could lead 
to other downstream corporate governance obligations). 

d. Transition of employees to the new classification structure, supported by: 

• Clear communication to staff, and  

• Consistent messaging to address expectations. E.g. While staff may hold 
certain qualifications, classification is based on the role requirements, not the 
individual. This will take time to communicate effectively. 

e. Payroll system updates, including: 

• Setting up the new classification structure. 

• Removing outdated schedules. 

• Adding new rules for increments (noting that increment structures may 
differ). 

f. Discussions with funders, including: 

• Meetings to discuss the commercial impacts of the new classification. 

• Updating underlying workforce schedules. 

• Reaching agreement on revised funding. 

• Executing contract variations to support the new classification structure. 

 

 

9. The actions listed in points 1 and 2 alone will be a significant undertaking for any 
organisation with the majority of their staff/large numbers of staff on the SCHADS 
Award.  Further, the actual transition of staff will require significant time.  
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10. This is a significant undertaking and must be completed correctly. A timeframe of 18 to 
24 months would be the only reasonable option. 
 

11. If insufficient time is provided, the risk is that organisations may over or under classify 
employees. This is difficult to change, once established. Further, this could result in 
underpayments, or overpayments, making services financially unsustainable. 

 
Standard Rate 
 

12. Changes to the ‘Standard Rate’ as proposed, need to also be considered. Under the 
current Award, the standard rate is SACS Level 3.3 ($1,224.90) SACS Level 3.3 is 
proposed to translate to either Level 6.1 or 6.2 in the new structure ($1500.30 - 
$1579.30). If translated directly to Level 6.2, while retaining the percentages used to 
calculate allowances throughout the award remain the same, the cost of allowances 
would increase significantly.  
  

13. An alternative approach would be to use the rate that most closely aligns to the SACS 
Level 3.3 in dollars, for example, New Classification Level 2.2 which pays at 
$1,248.50.  This would lessen the financial impact of allowances for organisations, 
while remaining somewhat consistent with what staff are currently being paid. This 
would also limit the administrative burden on payroll system updates to any changes of 
percentages.  

 
Recognition of Culture, Expertise, and Lived Experience 
 

14. The proposed framework does not adequately account for lived experience, cultural 
expertise, or years of service and experience, particularly in Regional, Rural, and 
Remote (RRR) communities where qualifications may not fully reflect capability or 
contribution. There is no recognition of the digital divide and limited access and 
resources for tertiary level study in RRR communities.15.   

Lack of Clarity for Administrative and Corporate Roles 

15. Administrative and corporate roles are not clearly defined or accounted for across all 
levels of the proposed award, creating ambiguity and potential inequity. 

Social Work Registration and Classification Interplay 

16. Although proposed for South Australia only, there is a lack of clarity around how 
professional registration requirements (e.g., for social workers) interact with 
classification levels, particularly regarding equivalency in qualifications and experience. 
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This would also need to be further considered and incorporated given the potential 
materiality of this, noting that it is only proposed South Australia (currently). 

 

Inconsistencies in Level Progression 

17. The proposed steps between levels appear inconsistent, which may lead to 
administrative challenges and confusion across the sector. This represents a significant 
shift from current practices. 

 

Impact on Staff Classification and Morale 

18. The impact that this will have on staff cannot be underestimated. For example, some 
staff may currently be classified above the proposed levels, leading to potential 
downgrades or perceived devaluation of their roles. This could negatively affect morale 
and retention in a sector that is already facing recruitment and retention challenges. 

Dollar Values and Indexation Timing 

19. The dollar values in the determination are based on pre-indexation figures. Without 
updates, these amounts will be outdated by the time of implementation (e.g. CPI 
increases will also be expected from 1 July 2026.) 

Uncertainty in Relation to Addressing Gender Inequality 

20. It is unclear how the proposed award framework addresses existing gender inequalities 
in the sector, particularly in roles traditionally held by women. Challenges/concerns 
identified can be seen to inadvertently reinforce existing disparities. 

 

Proposals 
 

21. Establish a phased implementation timeline of at least 18-24 months that follows 
publication of the final determination, with dedicated funding for administrative 
support. Organisations will need to establish taskforces and support team to assist with 
compliance and transition planning.  
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22. Utilise the rate that most closely aligns to the SACS Level 3.3 in dollar figures, for 
example, New Classification Level 2.2 which pays at $1,248.50.  This would lessen the 
financial impact of allowances for organisations, while remaining somewhat consistent 
with what staff are currently being paid. This would also limit the administrative burden 
on payroll system updates to any changes of percentages. 

 

23. Introduce mechanisms within the award to formally recognise lived experience and 
cultural knowledge, especially for roles in Regional, Rural, and Remote areas. Consider 
alternative pathways for classification that value expertise, experience and tenure in leu of 
formal qualifications. 
 

24. Clarify the relationship between registration requirements and classification levels. 
Provide guidance on how equivalent experience and qualifications will be assessed and 
recognised within the award (clarification on whether qualifications are essential or desirable 
is required.) 

 

25. Review the level progression steps to ensure consistency, transparency, and fairness. 
Provide detailed transition mapping to support organisations and employees in understanding 
the changes. 

 

26. Examine the impacts of the grandfathering to protect existing staff from adverse 
reclassification outcomes given the possibility of lowering morale when new staff are working 
to a lower rate to those grandfathered. It is understood that transitional allowances may 
maintain morale and acknowledge prior service. However, it would be valuable and 
appreciated if the Fair Work Commission provides detailed transition mapping to support 
organisations and employees in understanding the changes. 

 

27. Ensure all financial figures are updated to reflect current and projected CPI 
adjustments. Communicate clearly how and when indexation will be applied to avoid 
confusion and unrealistic expectations. 

 

28. Provide clarity on how pay equity, career progression, and recognition of undervalued 
roles (often female-dominated) are explicitly addressed in this proposed award. For example, 
there is no inclusion of gender-sensitive language and provisions throughout the award 
documentation/recommendation and some roles traditionally filled by women will result in 
lower pay rates. 
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Submission ends 

 

 

 

 

 

 

 


	Gender Undervaluation – Priority Awards  (AM2024/19, AM2024/20, AM2024/21, AM2024/22, AM2024/23)
	Submission cover sheet
	Name
	Organisation
	Contact details:
	Priority Award(s):
	How to prepare a submission
	Issues



	1. Please see attached submission
	Proposals

	2. Please see attached submission
	1. CAFFSA is the South Australian peak body for child safety and wellbeing and child protection, representing the needs of South Australian children, young people, families, and the non-government, not-for-profit organizations who support them. This s...
	3. Timeframe for implementing a new classification structure
	4. All employees will need to be transitioned by the commencement date. It is understood that the Commission will establish a timeframe for organisations to implement when providing the final determination of the SCHADS Award.
	5. It is difficult for organisations to accurately assess how long implementation will take, or what resources will be required, in the absence of the final determination. As a result the sector is unable to assess the true impact. It would be prefera...
	6. This approach would allow organisations to properly assess the impact, both financially and operationally. It would also strengthen advocacy efforts in relation to the true cost implications and any shortfalls in funding that may come from these ch...
	7. The administrative workload to implement the new award is substantial. Every Position Identification Document (PID), employee classification, and organisational structure will need to be reviewed and potentially revised.
	8. In practice, transitioning to the new classification will require:
	a. An objective review of each role, in line with service agreements (i.e. what has been committed in relation to duties and qualifications).
	9. The actions listed in points 1 and 2 alone will be a significant undertaking for any organisation with the majority of their staff/large numbers of staff on the SCHADS Award.  Further, the actual transition of staff will require significant time.
	10. This is a significant undertaking and must be completed correctly. A timeframe of 18 to 24 months would be the only reasonable option.
	11. If insufficient time is provided, the risk is that organisations may over or under classify employees. This is difficult to change, once established. Further, this could result in underpayments, or overpayments, making services financially unsusta...
	Standard Rate
	12. Changes to the ‘Standard Rate’ as proposed, need to also be considered. Under the current Award, the standard rate is SACS Level 3.3 ($1,224.90) SACS Level 3.3 is proposed to translate to either Level 6.1 or 6.2 in the new structure ($1500.30 - $1...
	13. An alternative approach would be to use the rate that most closely aligns to the SACS Level 3.3 in dollars, for example, New Classification Level 2.2 which pays at $1,248.50.  This would lessen the financial impact of allowances for organisations,...
	Recognition of Culture, Expertise, and Lived Experience
	14. The proposed framework does not adequately account for lived experience, cultural expertise, or years of service and experience, particularly in Regional, Rural, and Remote (RRR) communities where qualifications may not fully reflect capability or...
	15. Administrative and corporate roles are not clearly defined or accounted for across all levels of the proposed award, creating ambiguity and potential inequity.
	16. Although proposed for South Australia only, there is a lack of clarity around how professional registration requirements (e.g., for social workers) interact with classification levels, particularly regarding equivalency in qualifications and exper...
	17. The proposed steps between levels appear inconsistent, which may lead to administrative challenges and confusion across the sector. This represents a significant shift from current practices.
	18. The impact that this will have on staff cannot be underestimated. For example, some staff may currently be classified above the proposed levels, leading to potential downgrades or perceived devaluation of their roles. This could negatively affect ...
	19. The dollar values in the determination are based on pre-indexation figures. Without updates, these amounts will be outdated by the time of implementation (e.g. CPI increases will also be expected from 1 July 2026.)
	20. It is unclear how the proposed award framework addresses existing gender inequalities in the sector, particularly in roles traditionally held by women. Challenges/concerns identified can be seen to inadvertently reinforce existing disparities.
	21. Establish a phased implementation timeline of at least 18-24 months that follows publication of the final determination, with dedicated funding for administrative support. Organisations will need to establish taskforces and support team to assist ...
	22. Utilise the rate that most closely aligns to the SACS Level 3.3 in dollar figures, for example, New Classification Level 2.2 which pays at $1,248.50.  This would lessen the financial impact of allowances for organisations, while remaining somewhat...

