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TO: GLYNDALE EMPLOYEES Web: o alacaasn.au
ABN: 84 234747 620

RE: THE REAL STORY ABOUT A NEW GLYNDALE
AGREEMENT

®

The ALAEA and your base workplace Representatives have been attempting to
negotiate a better deal for Glyndale employees over recent months.

We firmly believe that the contribution that Engineers have made to the Company in
recent years through increased productivity and efficiency has not been adequately
recognised by the Company.

For a number of years, the Company has only been prepared to pay an annual
adjustment based on the CPI — this form of adjustment has not provided for any ‘real’
pay increases after taking account of inflation.

You deserve a better Agreement that provides for increases above inflation and
rewards you for your efforts.

Collective Agreement versus Australian Workplace Agreements

The Company continue to refuse the ALAEA’s request to convene a ballot amongst
all Glyndale employees to let you decide what form of Agreement should be
negotiated.

Why does Cobham management refuse to let you have a direct say on whether the
next Agreement should be a collective enterprise agreement or individual AWAs?

Recent data continues to show that collective agreements achieve superior outcomes
to AWAs. A recent study by a leading national legal firm Freehills, that has been
tabled in Federal Parliament, showed that between June 2004 and June 2005, union-
negotiated collective agreements achieved annual wage increases of 4.3% in contrast
to AWASs which achieved 2.5% (see attached page).

Contrary to the Cobham assertions, collective agreements are also flexible

instruments. They can provide for facilitative provisions to allow for base-specific
arrangements and allowances. They can also be varied during their life through a

"To undertake supervise and certify for the safety of all who fly,"





[image: image2.png]ALAEA NOTICE Page 2 of 3

democratic process whereby you have a direct say on whether an Agreement should be
changed.

Is the Company ‘filibustering’?

Following ALAEA representations on behalf of Perth members last year, the
Company informed the ALAEA and Glyndale employees that it would bring forward
negotiations for a new round of AWAs. It indicated there would be scope to recognise
improved productivity by providing pay increases superior to CPI adjustments.

However senior management is now embarking upon its ‘umpteenth’ national tour of
the bases. They say that some items of significance have not been tabled at recent
Glyndale bargaining meetings.

This is an unwarranted and gratuitous slight on the efforts of your respective base
workplace Representatives who have diligently attended the recent bargaining
meetings and brought issues to the table in the spirit of a “fair go for all” to achieve a
decent new Agreement.

Get back to the negotiating table

The issues are already well known. The Company should return to the negotiating
table and get on with negotiating a fair and reasonable new Agreement and not seek to
pursue divide and rule tactics in the workplace.

The annual leave fandango

The Company should also be prepared to negotiate with the ALAEA and Reps to sort
out the annual leave entitlement mess that currently sees engineers being treated
unfairly in relation to their leave accruals and entitlements.

Please note that a fair application of the annual leave provisions does not require the
voiding of either the 2001 or 2005 agreements — this is just Company ‘spin’. What it
does require is the proper application of the annual leave provisions so that you are
not short-changed on your annual leave.

When the Company comes a-calling

Tell them you support your base Reps and to stop the delays and to get on with
negotiating a fair deal for all Glyndale employees. Above all — ask them why they
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Snapshot of current agreement
making

Currently:
40% of employees are on collective agreements
2.4% are on AWAs
20% are paid on awards
10% to 15% covered by over-award arrangements
20% to 25% by individual arrangements (excluding AWAs)
Average annual wage increases between June 2004-5:
—  in agreements generally = 4% (down from 4.6%)
— union collective agreements = 4.3%
-~ non-union collective agreements = 3.5%
—  AWAs = 2.5%
46% of full-time employees work overtime regularly (over 33% don't get paid
for it).
Current industties with high wage outcomes include construction, mining and
education, where skills shortages are having the greatest impact
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