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3 APPLICATION 

This Agreement covers: 

3.1 Allied Health Professionals specified undP.r SchP.dule I of this Agreement and working in the 
Department of He;ilth; and in Children and Youth Services in the Department for Education, 
Children and Young People; and 

3} Allied Health Professionals specified under Schedule 2 of. this Agreement and wooong in the 
Department for Education, Children and Young People; Department or Jttstice; Department of 
Police, Fire and tmergency Man,1gement; and Department of Premier and Cabinet. 

4 DATE AND PERIOD or OPERATION 

4. I This Agreement cancels and replaces the Allied Health Profession"!' P11hlic Se<.tor Union Woges 
J\grecmcnt No. I of 2022 which was registered on 2.0 L>ecernber )072. 

4.2 This Agreement applies with effect from I July 2022 and will remain in force until 30 June 
202~. 

43 The patties agree to commence negotiations for a replacement agreement on or before 30 
November 2024. 

5 PARTIES BOUND 

This Agreement is between the Minister administering the Scote Service Act 2000; Auslrdlian 
Education Union, Tasmanian Branch; Comrnunily & Public Sector Union (Slate Public Services 
Federation l asmania) Inc.; and the Health Services Union, Tasmania Bianch. 

6 RELATIONSHIP TO A WARDS AND AGREEMENTS 

This Agreement prevails to the extent of any inconsistency llt1t or.wrs between 1his Agreement, the 
Health and Human Services (rasmanian Stale Service) Award, and the Tasmanian State Service 
Award, or any registered Agreement with lhe Minister administering the State Service Act 2000. 

7 SALARY INCREASES 

7.1 Sala1ics will increase as follows: 
(i) 3.5 per cent per annum with effect frorn the first full pay period commencing on or after 

(ffppcooa) I December 20?2; 

(ii) 

(iii) 

3 per cent per annurn with effect from the ffppcooa I December 2023 

3 per cent per annum with effect from the ffppcooa I I )ecemhr.r :.W2.4 
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7.2 All employees covered by this Agreement receive a flal rate $1,000 cost of living increase to 

the base salaries in Schedule S. 6 and 7 of this Agreement effective ffppcooa I December 

2022, to apply prior to the perce.ntage increa~e outlined in Oause 7.1 (i). 

7.3 In addttion to Clause 7.2 employees covered by this Agrrement at AHP Level A (new), Al~r 
Level I Y car 2 and A HP Level I Year 3, receive a $500 0al rate increase to their base salary, 

with effect from the ffppcooa I December 202?, to apply prior to the percentage increase 

outlined in Clause 7.1 (0. 

7.4 Employees c.overed by this.Agreement at Al tr Level A (new). AHP Level I Year 1. and AHP 

Level I Y ~.ar 3, receive a one-off Lower Income Payment as follows: 

{i) $1,000 (pro-rata) payable from the ffppcooa 20 December 7022. 

(iQ $500 (pro-rata) payable from the ffppcooa I De,;ember :2023 

(,ii) $500 (pro-rata) payable from the ffppcooa I December 202~ 

7.5 Part-time and casual employees will receive pro-rata payment of the Lower Income Payment 

referred to in Clause 7.4 on the basis of their average fortnightly hours w orked as a proportion 

of the full t ime c,quivalent fortnightly hours. The following approach applies to the calculation 

of average fortnightly hours worked: 

7.6 

(o) r or part-time employees who regularly work their contracteci hours, the average 
fortnightly hours will be those hours spedfied in tha1 employee's appointment; 

(ii) For part-time employees who regularly work a pattern of hours above their contracted 

hours, the fortnightly hours w ill be those holJrS worked in the employee's regular 

pattern: 

(iii) For fixed-term casual employees and for part lime employees who w orl< an irregular 
pattern o f hours, the average fortnightly hours will be calculated on the basis of average 

fortnightly hours worked over the previous 12 months. Where these employees have 

commenced employment w ithin 12 months of the date on which the Lower Income 

Payment is payable, the average fortnightly hours will be calculaled on the basis of the 

average fortnightly hours w orked over that employee's penod of employment. 

Schedules 5, 6 and 7 of this Agreement set out the annual rates of pay effective ffppcooa I 

December 2022, ffppcooa I December 2023, and ffppcooa I December 2024 and indude the 

structural adjustments 1.0 base salaries for certain levels required to fully implement the new 

AHP career structure over the life of the Agreement. 
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8 CLASSIFICATION STRUCTURE AND CLASSIFICATION STANDARDS 

8.1 The Classification Structure and Classification Standards arc set out in Schedule 3 of this 
Agreement and apply to the Allied Health Professions (AHPs) listed in Schedules I and 7. of 
this Agreement, excluding Ri1dialion Oncology Medic,al Pnysic:ists (Schedule 4). 

8.2 Over the life of this Agreement a new career structure and classification standards are to be 

implemented. With effect from first full pay period on or after I December 20ll the following 
additions and refinements to classification levels and classification standards arc to be 
implemented: -
(,) The new Oassification Standards set out in SrhP.Ciule 3 replace the cl;,ssificalion 

staJ'ldards set out in Schedule 3 of the Allied Health Professions Public Sector Union 
Wages Agreement No I of2022. 

(,0 AHP A - The nP.W AHP IP.Vet A is desir,ned lo facilitate employment of AHP students, 
generally during the period encompassing completion of pre-ently tertiary program 
requirements until their qualification is conferred and essential requirements for 
employment as an AHP IP.Vel I 2 are met (i.e. registration or professional membership 
requirements relevant to the profession). Al tr level A roles have a focus on pre-entry 
level students who are not autonomous practitioners and must work under direct 
supervision of an experienced AHP of the same profession and receive close direction 
lo undertake a limited ranr,e of routine profes.sional work forwhic.h they have been 
assessed as competent by the Employer. /\HP level A roles arc not included in the 
three streams that apply to AHP level 1-2 to /\HP level 5. 

(iiO The nP.W AHP Classifit-ation Standards for AHP's in Schedule I and 2 are aligned 
around three streams applied across classificatio,, levels AHP level 1-2 to AHr level 5. 
The three streams are clinical/professional, sdentifidrcgulatory and management 

(a) clinical/professional • roles are generally direct patient/client facing and based 
around a therapeutic relationship. 

(b) sdentifidrcgulatory - roles arc indirect patient/client facing and based around 
influencing and supporting the lheiapeutinelalionships of other hmllh 
professionals with their patients/clients, or roles are non-patient/client facing where 
the focus is scicntiiic analysis, monitoring. reporting an<Vor regulatory functions. 

(c) management • managerial roles ranging from operational coordination t.o senior 
management. 

(iv) The streams are designed to reflect the main practice contexts in which AHl's work 
and are not spedfic to any profession or role in which an AHP work,;. AHP roles may 
be classified based on assessment of the classification staJ'ldards within a stream and 
may also be classilied based on assessment against classification standards across more 
than one stream within lhe same classification level, r,articularly where 
clinical/professional or scientifidregulatory responsibilities are co.-nbined with 
management responsibilities. 

(v) AHP 1-2-AHP level 1-2 is a broad banded classification level that encompasses 
newly qualified to developing AHPs with a competent level of professional knowledge 
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(vO 

(vii} 

(viii) 

(ix) 

(x) 

(xi) 

and skill, gained thmugh satisfacto,y completion of the tertia,y qualification required 
for the profession. At a minimum, AHP level 1-2 must have obtained ent,y to practir.e 
professional competency/c;1p,tl:,ility as per the requirements of the relevant National 
Board or professional association. AHP level 1-2 positions may be advertised as the 
AHP level I range to attract new graduates and early career professionals or the AHP 
level 2 range to attract AHPs with at le.ist 3- or 4-years' experienr.e, depending on 
applicable appointment s.,la,y presoibed by clause 23. Adve,tising an Al IP Level 1-2 
position in the AHP level I range does not remove the broad banded classification or 
predude an employee applying for competency progression or accelerated 
competency progression when eligible (clause 9). 

AHP level 3 and AHP level -1 - there are no changes to the classification structure for 
AHP level 3 and AHP level 4. TI1e classification standards for this level are aligned 
around the three streams. 

AHP level 3 PU(; I (without PG Qual) and AHP level 3 PUG 2 and PUG 3 (with PG 
Qv-di) - The AHP Level 3 Personal Upgrade Scheme now applies to all AHPs 
(excluding Radiation Oncology Medical Physicists}. The PUG intrement levels are 
now included in Schedule S, 6 and 7. 

AHP 1GB- AHP level 4 grade B is a new classification level designed to address 
structural issues where certain AHP-li,vel 4 roles have managerial responsibilities 
including in relation to other AHP level 4 employees. ll1e classification of AHP level 4 
roles as AHP level 4 grade B will be detennincd by assessment against criteria 
developed by employing agencies in consultation with unions. TI1t, c.riteria should be 
reviewed and updated on a regular basis. 

AHPS-G 1-Y I to AHPS G4-Y2 Manager ·- Manager roles at this classification level are 
responsible for managing a single profession or multidisciplina,y service/business unit 
and/or ftmction and/or progrnm, including governance related activities. The 
service/business ur,il andlor function and/or program may operate across several sites 
and may have statewide operation. The naming of AHP level 5 gr<1de I lo AHP level 
S grade 4 manager roles is articulated consistently in Schedule 5 and 6. AHP Level 5 
manager roles are !(raded as grade I; grade 2; grade 3 and grade 4 and there are two 
increment levels per grade (YI and Y2). The classijication of AHP level 5 manager 
roles specified under Schedule 5 and Schedule 6 from Al IP level 5 1irade I 10 Al IP 
level S gr~de 4 will be det~.rmined by assessment against criteria developed by 
employing agencies in consultation with unions. Criteria should be reviewed and 
updated on a regular basis. 

AHPS 2 to AHPS-5 - Al IP Level 5 roles in Schedule 7 are not graded. 

AHPSS-G 1-2 to AHP!>S-G3-4 Specialised . The naming of AHP level SS grade 1-2 to 
AHP level SS grade 3 ·4 s1>edalised roles is articulated consistently in Schedule 5 and 6. 
Al IP Level 5 specialised roles arc broad banded a.s gracie 1-2 to grade 3-4. Specialised 
roles at this level are expected to have a depth of knowledge in the profession andlor 
multiple sub-speciahies, 1hat is significant to the Agency and a relevant post graduate 
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8.3 

8.4 

qualification is an essential requiremmt along with at least 8 year,' specialised 
experience. Pmgression from AI-IPSS Gl-2 to AHPSS G3-4 is in accordance with 
Schedule 9. 

(xii) AHPP5a-YI to Y6 - Practitioner- The naming of AHPP level Sa prac;lilioner m les is 
articulated consistently in Schedule S and 6. The AHPP lev<'!I Sa praclitioner roles 
cla~sifred under the dinicallprofessional stream and/or scientifidregulatory stream may 
also be applied to practitioner roles specified under Schedule 5 (AHl'~-2 to AHl'S-5). 
Practitioner roles at this level operate in accordance with broad objectives and are 
expec;t.ed to apply unusually significant dinical/professional and/or scie.1tific/regulatory 
knowledge and professional judgement in multiple sub-specialties relevant to the wori< 
area and in relation to the most novel, exceptionally complex or critical 
clinical/professional and/or sdenl ifidregulaIory work 

(xiii) AHPS-GS and AHPS-G6 - AHP level 5 grade 5 and /\HP level 5 grade 6 arc two new 
classification levels designed to address structural issues. AHP5-G5 and AHP~-G6 arc 
intended for AHP roles respnnsible for leading mulliple services/business unils and/or 
functions and/or programs. Some servir.es/husiness 1,nits, functions, and/or programs 
under the control of the position may operate across multiple sites and may have 
statewide operation. AHPS-GS and AHP5-G6 roles set the overall strategic direction 
that gtrides operational and business planning and have overall iiovemance 
respon~il,ililies ror the services/business units, functions and/or programs under their 
control. Roles at this level have highly significant corporate impact and influence within 
the Agency. The classification of AHP level S grade 5 and AHP level 5 grade 6 roles 
spe<:ified under Schedule 5, 6 and 7 will be determined by assessment against criteria 
developed by employing agencies in consultation with unions. Criteria shoulrl be 
reviewed and updated on a regular hasis. 

(xiv) AHP 6 - AHP level 6 roles are not included in the streams and have an executive 
management and leadership focus in relation to state-wide services, worl<forcc, policy 
and regulatory functions. The AHP level 6 classification is reserved ror roles that h,,ve 
paramount corpordte imrsu.l and influence within and outside the Agency induding al 
a multi-afency and/or whole of Government level. AHP level 6 roles act with 
autonomy to lead the development, coordination and implementation of policies, 
strategics, plans and initiatives with ,t sl«le wide, mulliagency, or whole or Gow.rnsnenl 
focus lo achieve Goverrmenl and Agency objectives. 

The Oassification Structure and Classifir.alion Standards set out in Schedule 1 or this 
Agreement apply 10 ihe. Radiation Oncology Medical Physicisls (ROMPs) listed in Schedules I 
or this AgreemenL 

Over the life of this Agreement the new ROMP <:<rree.r s1n,c1ure and da~sifir.ation slandards 
arc to be implemented. With effect from first full pay period commencing on or after I 
December 2022 the roUowing additions and refinements to dassificalion levels and 
das.-.ific:ation standards are to be implemented: 
(i) Tile new Radiation Oncology Medical Physicist Classification Standards scr out in 

Schedule 4 apply to all ROMPs roles. 
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Qi) ROMP level I (Registrar) - is t he graduate entry level for;, Registrar who is employed 
to undertake training in the radiation onc.ology medical physics speciatty through the 
ACPSEM TFAP. Progression to ROMP h,vel 2 is in accordance with Progression 
clause 2 and 3 in Schedule 4. 

(iii) ROMP level 2 (Specialist) - is a Specialist ROMP who has completed the ACPSEM 
TEAP and is an accredited ROMP. or who is a non-accredited ROMP. If the Specialist 
ROMP is a non-accredited ROMP. it is highly desirable that they are working towards 
accreditation as a ROMP with ACl'SEM. A non-,,cc;r-.,dited ROMP will not be eligible 
to increment to ROMP level 2 Year 1 until re.gi,terecJ on the ACPSEM Register of 
Qualified Medical Physics Speci;,lisls and Radiopha,maceutical Scientists. Progression 
to ROMP level 3 is by promotion or in accordance with the ROMP Personal 
Progression Pathway ( clause 28 and Schedule I 0). 

(iv) ROMP level 3 (Senior Specialist) - is a Senior Specialist ROMP who has significant 
experience post-accreditation as a ROMP with the ACPSEM, or a non-accredited 
ROMP with an equivalent level of experience and who is currently working t owards 
being an accredited ROMP and registered on the ACPSEM Register of Qualified 
Medical Physics Specialists and Radiopharmaceutical Scientists. If the Senior Specialist 
ROMP is a non-accredited ROMP, it is highly desirable that they are worl<ing towards 
accred~ation as a ROMP w~h ACPSFM. A non,acr.redited ROMP will not be eligible 
to increment to ROMP level 3 Year· 4 until registered on the ACPSEM Register of 
Qualified Medical Physics Specialists and Radiopharmaceutical Scientists. Progression 
to ROMP level 4 is by promotion. 

(v} ROMP level 4 (Deputy Chief or Principal} - is a Deputy Chier ROMP or Principal 
ROMP within a major tertiary radiation oncology service. If the Deputy Chief ROMP 
or Principal ROMP is.a non-accred~ec.l ROMP, il is highly desirable that t hey arc 
working towards accreditation as a ROMP with ACPSEM. A non-accredited ROMP 
will not be eligible for appointment to ROMP level 4 Grade 2 until registered on the 
ACPSEM Register of Qualified Medical Physit-s Specialists and Radiopharmaceutical 
Scientists. Progression lo ROMP level 5 is by promotion. 

(vi} ROMP level S (Chief) - is a Chief ROMP responsible for selling the overall strategic 
direction that guides operational and bvsiness planning for the radiation oncology 
medical physicist te,un under their control and who has over.II governance 
responsibilities ror the radiation oncology me.rlical physicist team under their control. 
ROMP level 5 Grade I is for the North West Regional Hospital. ROMP level 5 Grade 
2 is for the Launceston General I lospital and Royal Hobart Hospital. 

8.5 The Employer will transition identified roles to the new AHP 4-GB. AHP 5-GS and AHP 5-G6 
and the new ROMP classification structure within 90 days of registration of this Agreement 

9 COMPETENCY PROGRESSION BARRIER (LEVEL 1-2) - SCHEDULE I AND 2 

This clause cove.rs Allied Health Professionals containcri hy Schedule I and Sd1edule 2, including 

Forensic Scierltists but excluding Radiation Oncology Medic;.il Physicists. 
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9.1 Competency Progression 

(i) An Allied Health Professioml may, afLer reaching the classification Level 1, Year 6, apply 
to their manager for pe<Sonal progression to Level 2, Y car I. 

(ii) This applical ion must address the criteria as stipulated in Clause 9.3. A panel consisting 
of the Manager and a relevant Allied Health Professional will == the ;ipplic:ation. If the 
Allid Health Professional demonstrates they mc"t th" requirements as stipulated in 
Clause 9.3, they will be progressed to Level 2 Year I or>-their next annive<Sary. 

(iiO An Allied Health Professional who is unsuccP.ssful for crnnpetency progression may re­
apply prior to their next anniversary dale. 

9.2 Accelerated Competency Progression 

(i) An Allied Health Professional may, after reaching Level I, Y eai· 5 apply lo their Manager 
for accelerated progression to the classification of Level 2, Year I. 

(ii) This application must address the criteria as slip,~aled in Clause 9.3 and must be 
supported in writing by a senior Allied Health Professional. 

(iii) The application musl be subrnitled before the employee increments to Level I Year 6 
but may be assessed afier the employee has incremented to Level I Year 6. 

{iv) A panel consisling of their Manager and a relevant senior Allied Health Professior.il will 
~ssess the application. This panel will make a recommendation lo the delegated Manager 
who inay approve this accelerated progression. If the Allied Health Proressional 
demonstrates they meet the requirements as stipulated in Clause 9.3, they will be 
progressed to Level 2 Year I, with elTect from the date of their application. 

9.3 Competency Criteria 

The Allied Health Professional must demonstrate the ability to undertake routine professior,al work 

under routine supervision and direction. 

The Allied Health Profc-;sional must also demonstrate the ability t o fulfil at least three of the following 

criteria: 

(,) 

(ii) 

(iii) 

Demonstrates ability to undertake complex clinical/professional or 
complex/scientifidregulatory work under close supervision 

Demonstrates ability to provide clinical/professional supervision and support to less 
experienced AHPs, allied ht>.alth assistants, technicians, other personnel and students 
(unless precluded by regulatory or professional body requirements) 

Well developed conceptual, analytical and reasoning skills lo research, investigate and 
make modifications to established clinical/professional or scientifidregulatory practices or 

methods within scope of practice 
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(iv) Demonstrated competence a11d active participation in quality improvement, research. 
quality assurdnce and/ot accteditation activities 

(v) Demonstrated competence and active participation in activities related to education and 

training, projec.ts, policy, or regulation 

(vi) Demonstrated ability to contribute to the profession within the team, program and/or 
function and/orthrough the relevant professional hody 

(vii) Evidence of recognition as a resource person within the team, program and/or function 

(viii) Completion of a relevant graduate certificate (or higher qualification) or relevant and 
formally recognised profession specific learning pathway equivalent to a graduate 

certificate. 

T errns used in t hese criteria are consistent with the definitions included in the Classification Standards 
outlined in Schedule 3. 

10 OVERTIME 

Notwithstanding Part VII 3(b} of the Health aoo Human Services Award and Part VI .1(h) of the 
Tasmanian State Service Award an AHP subject to this Agreement is eligible for payment for 
overtime worked, if the Head of Agency or person alrthorise.o by the Head o f Agency has approved 

the overtime to be worl<ed. 

I I QUALIFICATIONS RECOGNITION 

11.1 Employees al Level 3 who obtain a relevant Graduate Diploma qualification (or equivalent) 
and who worl< in an area relevant to that qualification will be entitled to a one off 
advancement of two increment levels and thereafter be entitled to progress, by annual 
inaements to the Level 3.5 qualified increment point (AHP 3.5 (QuaO), 

11 .2 Employees at Level 4 who obtain a relevant Masters qualification (or equivalent) and who 
worl< in an area relevant to that qualification will be entitled to a one off advancement o f two 
increment levels anti thereafter are entitled to prog,..,_s.s, hy annual increments, to the Level 4.4 

qualified increment point (AHP 4.4 (Qtf<il)). 
I 1.3 For t he purposes of this clause the post-graduate qualification cannot be the employee's entry 

to practice qualification. 
I I :1 Employees who do not hold a relev.u1l graduate diploma or a relevant Masters degree as 

prescribed in sub clauses I 1.1 and I 1.2 of this clause arc not entitled to progress to increments 
levels 3.5 Qual or 4 .1 Qua! respectively. 

I 1.5 The provisions of this clause do not apply to Radiation Oncology Medical Physici.sts. 

12 CORRl::C r!ONS ALLOWANCE 

In c.ddition to the employee's salaried incrernenlal point (exduding shift allowance) an all-purpose 
allowance of 6.5 per cent is to be paid lo employees who arc engaged to undertake duties in a 
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Correclional Fa<.i!ity, a Forensic Mental Health Facility, the Scwre Mental Health Unit however titled, 
and the Ashley Youth Detention Centre. 

This allowance is payable for all periods of paid leave entitlements including personal leave ;md 
recreation leave, 

13 NIGHT SHIFT ALLOWANCE 

In substitution for the night shift allowance provision contained within Part VIII Clause I of the Health 
and Human Services (Ta.•;manian State Service) /\ward and Part VII Clause 2 of the Tasmanian State 
Service Award, a shift worker, whilst on night shift is to be paid J /.~ per cent more Lhan ·U-.e ordinary 
mte for such shift, effective from ffppcooa I December 2012. Current provisions regarding shift 

payrnenls contained within the Award will continue to apply. 

14 ON CALL ALLOWANCF. 

An employee who is rostercd to remain on call (that is, on call for duty at short notice and allowed 
to leave his/her place of employment) shall be paid an allowance of $4.82 per hour for each hour the 
employee is required to be available, with a minimum payment of $38.56 pet· day. 

15 AVAILABILITY ALLOWANCE 

I 5.1 The employer <Tu1y require an employee lo perfo,m work on an after-hours basis, where they 
are not recalled to work but rather provide a telephone or PC service from their home. 

I ~-2 An employee shall be paid an allowance of $3.78 per hour each hour the employee is required 

lo be available. 
I S.3 If an employee is required to undertake wori< from their home during this period of availability, 

the employee shall be remunerated time for time at the ordinary rate payable to the employee 
and rounded to the nearest hour with a minimum payment of one (1) hour. 

16 ADJUSTMENT OF WAGE RELATED ALLOWANCES 

Unless specified separately in this Agreement, all the monetary allowances in this Agreement will be 
automatically adjusted upward from ffppcooa I July i>.ad1 year by the same percentage as the salary 
rate for lowest level of the AHP Level 3 dassification in Sd1edu!e 5 increases between I July in the 
preceding year and 30 June of that year. 

17 HOURS OF WORK 

17.1 

17.2 

The ordinary hour.; of work for all employees bound by this Agreement are 38 hours per 
week and are to be worked in accordance with the provisions of the Tasmanian Slate Service 
Award in respe, t of employees engaged by the l)oj, l)PfEM. DFCYP, an<.1 DPAC as 
prescribed; or the Health and Human Services (Tasmanian State Service) Award in respect of 
employees engaged by l)oH and OECYP (children and youth services) as prescribed, 
Notwithstanding the provisions of Part VII Clause I (c) of the I lealth and Human Services 
Award. the spread of hours m;iy be al tered between 6.00am and 7.00pm to all or a section of 
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employees by mutual agreement in writing betv,een the employer, the relevant union and the 
majorily or lhe employees affected. but not so as lo require any employee to work more than 
nine hours in any day or more thiln 15:l hours in any lwo conset'IJlive fortnightly pay periods. 

17.3 Ail agreement made in accordance with suhd;mse 17.? may be in the form of a WFA or a SSS 
industrial agreement and for a period or up lo 12 mon1hs, at whid1 time the amingement may 
be reviewed, 

18 PROFESSIONAL DEVELOPMENT 

I I). I The parties recognise that continuous development of skills and knowledge is critical to bolh 
the provision of professional se<Vices to the Tasmanian community and pur;uit of excP.llence in 
the Allied Health Professior\S. 

18.2 Professional Development support will be available to provide Allied Health Professionals with 
assistance to develop professional knowledge and skills and for thr'! imparting of the knowledge 

and skills to other.;. Access to the entitlement contained in this clause will be by way of 
employee application. 

Pumosc: 

18.3 Professional Development indudes opportunities sometimes referred t.o as training or 
professional IP11ming. For the purpose of this section Professional Development includes but is 

not limited to: 

(i) Professional practice and remgniliun requirements; 

(iO Specific training cour;es relevant to the operational needs of lhe Agency; 

(iii) Exchange programs and other training initiatives; and 

(iv) Training and development requirements of lhe Heallh Professionals National 
Registration and Accreditation Scheme. 

18.4 Forthe purpose of this section Professional Dcvclopmenl does nol indude in-house. employer 
initiatives or opportunities employees participate in during the normal course of their work. 

Professional Develooment Fund 

18.5 A Profession11I Develorment Fund is to be created within e.1ch Agency for ead1 employee to 
access funds. The fund will allow each employee to access their entitlement as outlined at 

subdause 18.7. 

18.6 The Professional Oeveloprnenl entitlement for each employee will be available from the first 
full pay period on or after I December 2022. 

Access to Professional Development Fund 

18.7 An employee is er,Li tled lo $ 1000 per annum for professional development. 
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18.8 All employee may accumulate any unspent annual entillemer1ts ror a maximum pe1iod of five 
years. An employee may accumulate unspent funds from the preceding five years. 

18.9 The amount available lo an employee is dependent upon the years of accumulation. 

18.10 Costs assodated with professional development will be paid by the employer when access to 
professional development is approved. This will include costs for attendance at conferences 
and reasonable travel, accommodation ar1d meals. 

18.1 1 All employee's attendance at approved professional development will be counted as being on 

duty. 

18.12 Where an employee is absent frorn their normal duties due to Professior.,1 Development. 
their worl<load will be managed a~ appropriate to the duration of absence ,md the workload, 
and may indude repl, cement staffing. The parties acknowledge lh<1l workload should not be an 
impediment to umle, taking Professional Development and that adver,;e impact on other 

employees sho,jd be avoided. 

18.13 Nothing in this section preclu<les the ability or eitl1erthe employee to apply ror or lhe 
employer to grant any fw1ding or other support for Professional Developmenl/T raining in 
excess of t he entitlement al subclause 18.7 above. 

18.14 Management of funds and approvals are to he undertaken at an appropriate level within the 
Ar,ency that encourages equitable .tCCt'.SS, maximises relevance and efficiencies and enables 
approvals by an appropriate health professional. 

18.1) A decision on any application for access to funding for Professional Development made under 
this section will be communicated to the arplicant within 14 days of the submission to the 

relevant delegate. 

18.16 In t he event of a dispute, the G1i evance and Dispute Procedure in the relevant Award applies. 

19 PRECEPTOR ALLOWANCE: 

19.1 Employees, other than Forensic Scientists, dassificd up to and including AHP I.eve! 2 who are 
required to act as a preceptor, will be paid an allowan~e of $2.81 per hour with effect from 

ffppcooa the date of registration of this Agreement. 

19.2 The preceptor allowance wil only apply for the period of worl< in which the ern1~oyee is 
required to perfonn preceµlor duties and who is identified as the e.ssigned preceptor on the 

roster or in writing. 

19.1 Guidelines relating to the proceoure of accessing the preceptor allowance will b-, developed 
by the parties over the life of this Agreement. 

20 NOVATED LEASE 
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20.1 Employees may elP.Ct to salary sacrifice a proportion of their s,1lary for the novaled lease of a 
motor vehicle ~object to compliance with any Tasmanian or Commonwealth government 

directive and legislation. 

20.2 Salary sacrifice arrangements are to be administered by one or more organisations nominated 
by the employer following consultation with unions. 

(i) All fringe benefits tax, other tax liabilities, and/or direct administrative costs incurred by a 
salary sacririce anangement under this clause is the employee's responsibility and does 

no\ create any employer liability. 

(,i) The salary payable to an employee who enters into a salary sacrifice arrangement is the 
salary payable under that arrangement 

(iii) Payment of an aca'Ued leave entitlement, or in lieu of notice, made to an employee who 
ceases employment and employer and employee superannuation contributions and 
overt ime and penalty payments are based on the salary that would have been payable 
had the salary sacrific.e agreement nol existed. 

(iv) An employee who withdraws from a salary sacrifice arrangement is required to comply 
with the requirements of the administrator of that arrangement. 

2 1 SAFE WORKING AND FATIGUE MANAGEMENT 

21.1 rnsruplion to an employee's nonmal sleep routines as a consequence of a call out (extended 
hours of work) results in a loss of adequate, high quality. restorative sleep. 

21.2 Fatigue is tirednes.~ that results from physical or mental exertion. In a workplace environment 

the need to concentrate over a sustained period of time rnay cause fatigue. 

2 1.3 Both lack of sleep and fatigue, individually and in combination, can affect task performance 
levels, individual ht,alth and safety and the safety of oth.,rs. 

') 1.1 In the management of sleep disruption ;ind fatigue the employer is to ensure that the working 
arrangements of employees who are required lo perfonn call outs is undertaken as part of 
nonmal business planning and is reviewed regularly. 

2 1.5 W ithin a period of extended hours as a result of attending lo a call out a sufficient break 
should be taken for the employee t o recover frofrr the application of applying a further 
intensive period of concentration. 

21 .6 Where recall to duly is necessary pa1ticular att<"nlion should be given to the employee's 
curYent and recent work pattern to minimise sleep disruption and fatigue with the 
consequential loss of reduced work perfonmance and with t he object of addressing he.1lth and 
safety concerns of the individual. 

15 
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21.7 In matters associated with sleep and fatigue management the employee has a responsibility in 
meeling hE>.allh and safety obligations and to t;;ike r,o,;1500.Jble care not to put themselves or 

others at risk. 

(i) Where an employee is recalled lo work in accordance with Part VII Clause 6 of the 
Health and Human Se1Vic:es (T osmonion State Se Nice) Aword or Pait VI of the Tasmanian 
State Se/Vice Award to undertake duties and that work be<:omes continuous with the 
commencement of the ordinary hours of work suc.h time is counted towards the 
ordinary hours of work on that day. 

(ii) Where an employee has been subject to significant ime,mittent call outs over the 
previous 24-hour period, upo,1 the request or initiative of the employee, arrangements 
for alternative duties or a period of time from the workplace without loss of pay to 
maximise seivice delivery and employee safely will be available. 

22 PROFESSIONAL PRACTICE= FUNCTIONS ALLOWANCE 

22. I A professional practice functions allowance will be paid to Allied Health Professionals who are 
directed to perlorm higher level professional practice functions and where essential 
professional prrlclice inleNention is required beyond the scope of the employee's classification 

level. 

22.2 The professional practice functions allowance is payable where an Allied Health Professional 
accepts responsibility for higher level professional practice functions normally performed by 
· another /lllied Health l'rofessional and for whid, they are professionally trained and qualified. 

22.3 This could indude functions arising from a statutory obligation or delegated requirements. This 
allowance is payable after penorming these higher/extra professional practice functions for one 

days or more. 

22.4 The p.-ofessional practice functions allowance is nol pay<lble for undertaking higher level 
supervisory or management functions except where supervisory functions include prioritising 
wotkload on the basis of professional prdctice need or involves referrals to other professionals. 

22.5 The allowance quantum will be 1he difference betwcon the employee's cwrenl salary and the 
next higher salary rate of 1he next higher classification level. 

22.6 If the undertaking of these fonctions mntinues for S days or more the Higher Dl~ies 
Allowance provisions in the relevanl award will apply. 

23 APPOINTMENT SALARIES 

23.1 The appointment and entry classifi,:alion salary for the following is: 

(i) Psychologist with an Area of Practice Endorsement from the Psychology Board of 

Australia - Level 3 Y car 2 
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23.J. The minimum $alary on appointment ror the following: 

(i) 3 year bachelor degree - Level I Year) 

(Ii) 4 year bachelor degree or graduate entry Masters or professional doctorate -· Level I 
Year3 

23.3 The application of this datJSe is not intended to restrict the ability of Agencies to appoint 
employees to salary poinls above those outlined in this clause and within the salary range in 
appropri~le circumstances. 

23.1 For the purposes of 23.3 appropriate circumstances include, but are not limited to, where an 
employee has prior experience working in their allied heallh profession, whether in anot her 
agency, another jurisdiction, private sector and/or non-government sector. As a gene1<1I rule. 
the Y"= of experience working in their allied health profession correlates wilh a· 
recommendation for appointment above base (I.e. an Allied Health Proressk,nal wah three 
year/ experience could be recommended for appointment at AHP Level I Year 6). 

23.~ Where 'appointment is recommended within the AHP level 2 range, hiring managers must 
demonstrate in the selection documentation that the employee demonstrates capability to 
oper~te at AHP level 2 as ir the employee had been employed at AHP level I range and 
progressed Lo Al IP level 2 via competency progression or accelerdted competency 

progression. 

24 AHP LEVEL 3 PERSONAL UPGRADE SCHEME 

An AHP Personal Upgrade Scheme is available to AHP's (exduding Radiation Oncology Medical 

Physicists), as set out in Schedule 8 of this Agreement. 

25 MARKET ALLOWANCE 

25.1 On receipt of an application, the employer may detr.rmine to pay a market allowance of up to 
20 percent of the maximum salary level specmed in each grade of the classification structure as 
detailed in Schedules 5, 6, arxl 7 of this agreement where it can be demonstrated lo the 
satisfaction of the employer the following applies to a specific group or role: 

Q) Highly specialist skills at the respective work value level and/or: 

(ii) Starcity of skills compared to other similar roles al the work value level and/or: 

(oii) I ligh paying market rates for the particular role at the work value level. 

25.2 In exceptior.11 cin:umstances involving attraction and retention issues ror a specialised group or 
role the employer may determine a total package of conditions in excess of 20 per cent of the 
rr.1Xirnurn $alary level in each grade of the classification structure detailed in Schedules 5, 6 and 
7 of this Agreement. 



25.3 The details of the m;irkel allowance are to be in writing and may be expressed ir) 1he 
employee's instrument of appointment or in correspondence to the employee(s). 

26 DEPARTMENT FOR EDUCATION, CHILDREN AND YOUNG PEOPLE 

(DECYP) N ON-CONTACT/NON-A TTENDANCF TIME 

26.1 School-based Social Workers arid Sµeed, and Language Pathology/Pathologists within DECYP 
arc entitled to I O days per year of non-attendance time. 

26.2 For the purpose of this dause school-based Social Workers and Speech and Language 
Pathology/Pathologists indudes those assigned duties in the following t eams: Student 
Wellbeing, Safe Homes, Safe Families, English as an Additional Language and Flad< on Track 

26.3 LJurinjJ periods of non-contact/non-attendancf!, school based Social Workers and Speech and 
Language Pathology/Pathologists arc not required lo allend the workplace or undertake any 

tasks associated with their assigned duties. 

26.4 The non-contact/non-atterx:lance time to be taken during school holiday periods and may be 
taken in more than one period as agreed between the employer and the employee, subject to 

the operational and business requirements. 

25.5 Non-contact/non-attendasice days are not cumulative, are not paid out on SP.paralion and are 
pro-rata for part-time employees. 

27 PERSONAL IMPACT DAYS - CHILD SAFETY AND ADVICE AND REFERRAL 

LINE 

27. 1 An AHP employee a~gned an AHP classification and duties working within the Child Safety 
and Advic.e and Referral teams may apply for up to S pP.rsonal impad days in the first year of 
service and in each subsequent year for the purposes of being pmvided with additional 
support relating to the physical, mental, soci;i! ,ind emotional impact of exposure to incidents 
and vicarious trauma in the workplac;e. 

27.2 Personal impact days are nol cumulative, are not paid out on sepilralion and are rro-rata for 
part-time employees. 

2/J An employee who is applying in advance for. a personal impact day (or days) is to have 

a discussion with their manager who will sight and/or discuss the applic.ation and 

consider or discuss any relevant evidence. 

27.4 The employer is to consider other appropriate provisions that can be provided to an 
employee through the workplace, which may indude a referral to additional well-being 

supports. 
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?.75 Applications will be approved subject to consideration on a case-by-case basis and will 

be approved subject to the ongoing provision of services and operational 

requirements. but will not be unreasonably refused. 

28 AHP LEVEL 2 PERSONAL PROGRESSION PATHWAY 

An AHP Level 2 Personal Progression Pathway to AHP level 3 is available to employees, as set out 
in Schedule I O of this Agreement. The personal progression pathway will also apply to Radiation 
Oncology Medical Physicists. Further guidanc.e regarding the ROMP Personal Progression Pathway 
will be developed over the life of the Agreement. This will be modelled off the /\HP Level 2 
Personal Progression Pathway as set out in Schedule I O of this Agreement and implemented by the 

DoH. 

29 FORENSIC SCIENCE SERVICE TASMANIA SERIOUS CRIME 
QUALIFICATION AND CAPABILITY ALLOWANCE 

29.1 This allowance is intended to incentivise FSST starr to attain and retain authorisations and 
qualifications related lo serious crime scene response to facilitate a safe and sustainable Serious 
Crime Sc;ene Response Team roster. 

29.2 The applicable allowance ra1e is only paid to staff appointed to the Serious Crirne Scene 
Response Team. for the purpose of this clause, "appointed" means offidally appointed by the 
Director Forensic Science Services Tasmania (FSSl). The l)irector FSST will determine the 

necessary authorisations required at all levels. 
')9.3 The number of employees at each response group level required on the serious crime scene 

response team is to be determined by the Ht!ad of Agency or delegate giving consideration to 
the skills required and the terms of29.4. 

29.4 Roster arrangements will allow employee.s to have rostered fatigue and wcllbeing bre.•ks from 
being on-call. Employees will retain the allowance paymenl while on a rostered fatigue and 

wellbeing break. 
29.!> Employees will cease to be paid the allowance in accordance with the table below when they 

are no longer "appointed" to the Serious Crime Scene Response Team or cease to retain the 
necessary test authorisations or if they withdraw from U1e response team for personal reasons. 

29.6 Nothing in this clause prevents the Director FSST from deploying Forensic Scientists to serious 
crime scenes to perform any role, as and where needed. However, such employe-,s rnusl be 
appropriately supervised and undertaking training and development required for that role. 

29.7 Allowances under this clause are paid in addition to allowances under clauses 14 anu 15 (on-
call and availability). An employee would only be entitled on one Level of allowance and the 

allowance will be paid on a fortnightly basis. 
29.8 For the purposes of this clause the qualificatioos requirements lor the various levels or 

allowance GJJ\l)(>I be the employee's entry to practice qualification. 
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Serious Allowance Rates 
Crime 
Qualification 
and 
Capability 
Allowance 
Level 
Level I Level I.I - $2518 pa~ 
Allowance A Forensic Scientist appointed to the serious crime scene response team (I" scientist) with the 

necessary authorisations to lead a serious crime respor,sc. 
Level 1.2 - $3147 p.a. 
As almve (I .I) and in possession of relevant Advanced Diploma level (AQF6) qualification(s) in 
crime scene examination (or equivalerlt AQF6 or AQF7). 
Level I .3 - $3777 p.a. 
As above (I .I) fill>! in possession of relevant Graduate Certificate level (AQF8) qualification(s) 
in crime scene examination /oreouivalenl ot higher). 

l.eve12 Leve12. I - $1259 p.a. -
Allowance A Forensic Sdenlist appointed to the serious crime scene response team (2"' sde,11ist) with the 

necessary authorisations to attend and as.,ist the lead ~dentist 
Level 2.2 - $1888 p.a 
As above (2. I) and in poss..,,-sion of relevant Diploma level (AQFS) qualiftcation(s) in crime 
scene examination tor =uivalent AQfS or higher). 

Level J Level 3.1 - $629 p.a. 
Allowance Any FSST staff member appointed to the serious crime scene response team (3"' scientist). 

Level 3.2 - $945 p.a. 
After 2 year.; acmmulated appointment at Level 3.1 or after completion of 5 days of 
accunulatcd crime scene duties, whid1ever occurs first -

30 DAY WORKER - CHRISTMAS CLOSE DOWN DAYS 

30.1 

30.2 

30.3 

Notwithstaoding Part VIII Clause 5(a)(vi9 of the T asmaniarl State SeNice Award and Part IX 
Clause S(a)(iv) of the Health and Human Services Award, where a Head of Agency 
determines to close an Agen~y or part of an Agency for the period commencing from 
Christmas Day and ending on New Year's Day including days tl.it are not. State Service 
Holidays with Pay, day workers who work in that Agency or parts of that Agen~y that are 
closed will be entitled 10 three (3) Christmas close down days with pay10 cover those usual 
working days without deduaion from recreation leave. 

Where a day worker entitled to the Christmas close dow,, days is directed to attend work on 
any of those three (3) Chistmas close down days, they will have access to the Christmas close 
down days worked up until 30 June of 1hat same year. Any O,ristmas close down day/s not 
taken before JO June of that year will be forfeited. 

Where a day worker is entitled to Christmas dose down days in accord,mce with suhdause 
30.2 the day/s are to be taken at a time or times mutually agreed between the employee and 
the employer: The employer will not unreasonably deny an employee an opportunity to 
acc:P.ss these days. 
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30.4 The rate of salary paid lo an employee directed to work on a Oiristma~ close down day will 
be the normal rate of salary the employee would have rP.Ceived for the ordinary hours of work 

during the relevant period. 

30.S For those employees covered by the Health and Human Services Award who arc entitled to 
IP.ave loading on recreation leave, no recreation leave loading is payable on the Christmas close 

down days. 

30.6 Part-time employees entitled to Christmas close down day/swill only be paid for the days I hey 
would normally work during lhe period from Christmas Day and ending on New Year's Day. 

30.7 Employees eligible for Christmas dose down days who are on a period of unpaid or paid leave 
(other than recreation leave) and who would not otherwise be at work will nol be eligible for 
Christmas close down days. 

30.8 Christm«s dose down days do not accrue and any days not accessed in accordance with 30.2 
are not eligible to be paid out on cessation of employment. 

30.9 Heads of Agency are to determine by I November of the relevant year whether the Agency 
or parts of the Agency are to be dosed for the for the period commencing from Christmas 
Day and ending on New Y e(u's Day. This detennination will be communicated lo employees 
by I November each year. Where the determination by the Head of Ar,ency for an Agency 
or part of an Agency is different from the determination made in the previous year, the Head 
of Agency will provide reasons why the detennination has changed. 

30.1 0 ·1 his clause is subject to review over the life of the Agreement. 

31 GRIEVANCES AND DISPUTE SETTLING PROCEDURE 

31 .1 ·1 he parties are committed to avoiding indLtslrial disputation about the application of this 

Agreement. 

31 .2 If a grievance or dispute arise about the application of this Agreement: 

(0 In the first instance, it is to be dealt with at the workplace by appropriate cmployc,r and 

employee representatives; 

(i9 In circumstances where discussions at lhat level fail to resolve the grievance or dispute, 
the issue will be referred to appropriate union and managemenl representatives; and 

(iii) If still unresolved, the matter \viii be referred to the T;;smanian Industrial Commission. 

31.3 Where a grievance or dispute is being dP.ait with under this process, no1mal work will 

continue. 

31.4 This grie¼lnce 3nd dispute procedure does nol take away an employee's rights to seek redress 
of a griev3nce either under the State Servi<:e A(:c 2000 ,xthe /nduSltial Relations Act 1984, or 
any other relevant legislation. 
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32 NO EXTRA CLAIMS 

TI"' parties to this Agreement undertake that. for the li(e of I his Agreement. they will oot initiate any 
additional daims regarding Sill~ry or conditions of employment. 

33 SIGNATO RIES 

SIGNED ro R AND ON BEHALF OF 

The Minister administering the Sto!e Seivk:e A,;t 2000 

. \ .-.,\ ._., 
S1gned: .. .• \~J·····~ ·· ···· 

\ ""\'=\ ".)_~. Oate: .. ....... .. . . .... . .. ...... . ... . . .... ... ... . .. ... .. . .. . 

SIGNED FOR AND ON BEHALF OF 

Australian Education Union, I asmanian Brand, 

. L-/0 ' Signed: .......... . .. . . .. . .. . . .. ..... . .... . .... . .. . . .. . . .. . . . . 

Dale: ... .. . •.. . ... .. 1.~.1~.1.~~ ............ ....... .. , . 
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SIGNED FOR AND ON BEl tALF OF 

Community & Public Sector Union (State Public Services Federation Tasmania) Inc. 

Signed: ... . ;f~ ........... . 

IC\ · lo · '2.....3 Date: .... .... .. ...... ...... ........ . . .......... .. .. . ...... . 

SIGNED FOR AND ON RF.HAI F OF 

Health SeNiccs U i , Tasmania Branch 

Name: ...... ............. ~'-'\ .. ~~ 

Date . ... .\C\ .. \ .. ~\.1-:~ .... ................ . 
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Schedule I - DOH and DECYP (children and youth services) Allied Health 

Professional Groups - Health and Human Service Award 

Aboriginal and Torres Strait Islander I lealth Practice 
Audioloi,,y 
Cardiac Physiology 
Children and Families/Youth Justice Pmfessional 
Counselling (Degree Qualified AQF level 7) 

Dental Prosthetics 
Dental Therapy 
Diagnostic Radiography/Medical Imaging 
Dietetics 
Diversional Therapy (Degree Qualified AQf level 7) 

• Environmental Health Officer 
Epidemiology 
Exercise Physiologist 
Genetic Counselling 
Health Physics 

• Mammography 
~ Medical Libra, ian 
• Medi<.al Science 

Microbiology 
Music Therapy 
Neurophysiology Science 
Nudear Medicine Tedmology 
Occupational Therapy 
Optometry 
Oral Health Therapy 
Orthoptics 
Orthotics/Prosthetics 
Perfusionisl 
Phannacy 
Physiotherapy 
Play Therapy (Degree Qualified AQF level 7) 

• Podiatry 
Psychology 
Public Health Officer/Public Health Science 
Radiation Oncology Medical Physics 
Rehabilitation Counselling (Degree Qualified /\QF level 7) 

• Respiratory Science 
Social Work 
Sonography 
Speech Pathology 



The above list includes positions required to coordinate, manage, advise and undertake research or projects 
in relation to any of the above professions. · 
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Schedule 2 - DECYP, DPFEM, DPAC and DOJ Allied Health Professional Groups 

- Tasmanian State Service Award 

Department for Education, Children and Young People 

• Speech Pathology 

• Social Work 

Department of Police, Rre and Emergency Management 

Psychology 

• forensic Science (FSS.I) 

Department of Premier and Cabinet 

Occupational Therapy 

Psychology 

Social Work 
~ Speech Pathology 

Department of Justice 

• Psychology 

The above list includes positions required to coordinate, manage, advise and undertake research or projects 
in relation to any of the above professions. 

The DECYP , DPFEM, DoJ or DPAC may also employ any Allied Health Profession included in Schedule 
as/when required to meet the operational requirements. 
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Schedule 3 - Allied Health Professional Classification Standards 

Preamble 
The Allied Health Professional Cla.ssifi,:atim, Standards (AHP Classification Standards) apply lo the Allied 
Health Professions (AHPs) listed in Sd1edules I and 2 of this Agreement. excluding Radiation Oncology 
Meqical Physicists (Sd1edule 1) 

All AHPs must complete a tertiary entry to practice qualification. For AHPs specified under Schedule I and 
Schedule 2 

• AHPs regulated under the National Registration and Accreditation Scheme must complete a tertiary 
qualification approved by the relevant National Board and cu,rent registration with the relevant 
National Board is required. 

• Seif-regulated AHPs musl complete a minimlXl1 AQF level 7 qualifiG1tion "J~)r'Oved by the professional 
ho<iy responsible ror accrediting programs of study for the profossi,x, in Australia and eligibility for 
membership, or full membecl1ip with, the proressional association, is required. 

Other professions specified under Schedule 2 must wmplete a tertiary entry to practice qualification 
approved by the Head or the State Service in accordance with Employment Direction I. 

The essential requirements ror AHPs specified under Schedtde I are outlined in the Department of Health's 
Allied Health Professional and Allied Hec,lth Assiswnt Essential and Desirable requirements Protocol. 

In addition to entry to practice qualifications, certain professions and/or classification levels rnay have other 
essential and/or desirable post gr"dduate education reqt.ircmcnts. 

The AHP Classification Standards determine the classification level for AHPs employed in the Tasmanian 
State Service. n ie Al IP Classification Standards align to the AHP career structure and arc based around 
seven job components, each containing a series of descriptors. 

• Focus: the primary purpose of the work 
• Context and Framework the operating environment and decision-making framework 
• Knowledge, Skills and Expertise: includes qualifications and experience 
• Interpersonal Skills: oral and written communication skills and the ability to lead people and manage 

relationships. 
• Judgement: critical thinking. problem solving and decision-making requirements 
• Influence: the impact of the work 
• Leadership, Accountability and Responsibility: the principal responsibilities of the work 

The AHP Classification Standards provide an objective guide to assess statements of duties against and 
detennine classification levels that arc consistent ,Kross agencies, professions and practice contexts. 
Positions are classified according to assessment against the job components, not by position title. 

A 'best fit' approach applies to classifying AHP roles against the AHP Classification Standards. The job 
components have equal weight or effect and no classification standards (descriptors) within a job 
component has more importance than another. Some classification standards (descriptors). however. are 
more relevant in describing different tyrx,s or work than others, and therefore will have more influence in 
dassirying that won<. Not every classi fication standard (descriptor) applies to any individual job. TI1e AHP 
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Classification Standards are appropriately used when job components and the overall theme or "feel" of a 
partic1,lar classification level provides the "best lit" to an employee's duties. In using the AHi' clat,sific.ation 
Siandards it is important to consider particuL1r organisational arrangements, such as the reporting 
relationships above and below specifically ilssigned dulies. 

The new AHP level A is designed to facilitate employment of /\HP students. r,enerJlly during the period 
encompassing completion of pre entry tertiary program requirements until their qualification is conferred 
and essential rcql1iremenls for employment as an /\HP level 1-2 ilre met (i.e. registration or professional 
membership requirements relevant to the profession). AHP level A mles are not included in the three 
stream$ that apply to AHP level 1-2 to AHP level 5. 

The AHP Oa'lSification Standards arc aligned around three streams applied across classification levels AHP 
I evel 1-2 lo AHP Level 5 

• Clinical/Professional Stream; roles are generally direct patient/client facing and based around a 
therapeutic reL1tionship 

• SdentifidRegulatory Stream; roles are indirect patient/client facing and bilSed ,,round influencing and 
supporl ing the therapeutic relationships of other heallh professionals with their patients/clients, or roles 
are non-patient/cli~,nt facing where the focus is scientific analysis, monitoring, r'l,porting and/or regulatory 
functions 

• Management Stream; managerial roles ranging from operational coordination to senior management 
TI,e streams are designed to reflect the main prdc:lice contexts in which AHPs wori< and are not specific to 
any profession or role in which an AHP worl<s. AHP roles may be classified based on assessment of the 
dassification standards (descriptors) within a stream. However, AHP roles may also be classified based on 
assessment agairts1 dassification standards (descriptors) across more than one stream within the s.ime 
classification level, partkularly where clinicaVprofessional or sdentific/regulatory responsibilities are combined 
with ma11<1gement responsibilities. 

AHPs are increasingly worl<ing in roles focused predominantly on the education of AHPs undertaking pre­
e.ntry level tertiary qualifications and/or roles foe.used on undertaking formal resear<h The AHP 
Classification Standards include d,,ssification standards ( descriptors) within the Oin,caVProfessional and 
Scientific/Regulatory st"'ams that describe the expect,,tions across lhe classification levels regarding 
education and rese..irch in various job components. Applying the 'best fit' principal, these classification 
standards can be used to support appropriate classification of AHP roles primarily focused on education 
and/or rese,tr<,h. 

AHP I evel 6 roles are considered to predominanUy have an executive management and leadershi() focus in 
relation to statewide sc,vices, worldorce, policy and regulatory functions and the classification standards are 
not separated into streams at this classification level 

The /\HP classification standards will be reviewed when this Agreement is renegotiated to ensure they 
remain contemporary. 

Definitions 

The following lenns and definitions arc provided to support interpretation of the classification descriptors. 
Certain 1enm may be combined to describe expectations at different levels ie. 'complex' and 
'clinical/pmfessional work' or 'limited' and 'd inical/professional supervision'. 

,.,..___ 

.r: ~~ 
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Term Definition 
Accredilat ior1 Accreartation is a recognised evaluation process to assess quality and safety. In 

these classification standards (descriptors), the term may refer to accreartation in 
the context of education and training programs and/or profession specific 
requirements lo pr.tctice, arnl/or aw-.,uitalion of facilities and/or services against 
various national standards. 

Advanced A very high level of competency, skill and expertise gained through extensive 
experience, continuing profes-sional d<Welopment and/or post grad0<1te education 
and lrainin2. 

Allied Health Refers to professions specified under Schedule I or 2 of this Agreement. 
Professional Abbreviated to AHP. 
Broad supervision Means an employee possesses advanced knowledge, skills and expertise, and is 
and direct ion considered highly competent in their .profession, exercises advanced professional 

judgement anu requires little guidance. An employee receives instnJC:lion in the 
form of broadly stated objectives. They have a delegated level of authority and 
discretion to plan and otheiwisc achieve results and are expected to plan and 
complete work inde1>e11denlly, can suggest and initiate improvements and c;m 
deal comnmentlv with hiohlv comolex matters. 

Business Unit A business unit is defined by the wntext in which it is operated within the 
Agency. ·1 he contextual infonnation regarding the customers and the nature of 
the business unit is what needs to be provided to determine the classification of 
the position. Contributing factors can include but are not limited to size, scope, 
complexity and inOuence. Use of the term "business unit" is a conceptual 
statement and ovenides any use of the lenn within the organisational 
nomenclature of the time. 

Clinical Therapeutic care that requires ongoing assessment, planning, intervention and 
evaluation bv AHl's. 

Clinical/professional The knowledge o f principles, techniques and skills applicable to the profession or 
knowledge sub-spec.ialty. Clinical/professional knowledge is obtained from completing a 

tertiary entry to practice qualification relevant to the profession, as well as 
experience. continuing professional development arn.Vor- fo,mal post entry level 
tertiary education and.training. 
The term is further defined at different cia...sific.ation levels by terms such as 
'routine', 'oroficient', 'advanced', 'e=ert' ,,nd 'oaramount'. 

Ctinical/profcssiorml Leadership is the capacity to guide the development of individuals, teams, 
leadership services, fw,ctions and/or programs, especially as related to influencing slrdtegic 

direction and the setting of standards of practice. 
C/inkal leadership is the application of leadership in a clinical context and relating 
to clinical services and clinical outcomes. 
Professional leadership is the application of leadership in a pmfessional context 
including in relation to professional knowledge and professional governance. 
The Lenn is further defined at different dassification levels by terms such as 
'profidenl ', 'advanced' and 'evne1t'. 

Clinical/professional Supervisic)J) relates to the ongoing development of skills and knowledge required 
s11pervisfor1 by the /\HP under the guidance of a more senior Al IP. It ensures the AHP 

achieves and maintains the expected professional standards of work in that 
pmfession. The supervisor may not necessarily be the AHP's day-to-day manager. 
Oinical supe,vision is the component of supervision whicl1 specifically focuses on 
developing clinical skills and furthering dinical ,,hililies Lhrough facilitated reflection 
on ,:linical scenarios, multidisciplinary approaches or profession-specific 
development. --..... 
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Professional sr,pe,vision is the component of super'Vision dedicated to facilitating in-
dep1h reflection on non-clinical specific tasks or duties, that still fall within the 
duties of the AMP. This could include projec,t management skills, general 
communication and prioritisation skills. general career discussions or teamwork 
issues. 
The level of supervision may be direct, dose, routine, limited or broad for AHP 
levels A to 1. Al IP levels 5 anci 6 ope,dte with considerable autonomy or 
autonomously wiU, varying levels of direction in the e<?nlext of professional 
supervision. 
P/eose Note: I! is recognised !hot n/1 AHPs require supervision ond support in t/ie 
execution of their roles regotdless of level and that this is on expecrolion in re la lion to 
comnlvlno wirh t>ro(cssional storKJords ond oovemonce orron~cmcnts. 

Clinical/professional Refers generally to the tw- of work within the remit of t he profession. Fufther 
work guidance may be drawn from professional capabililie.~c.ompetencies and/or 

professional standards governed by National Boards or prnf~-~sional assodations, 
The term is further defined at different classification levels by terms such as 
'routine', 'novel', 'con11~ex', 'critical', 'highly complex', 'exceptionally complex' or 
'soedalised', 

Close supervision Re<:1uire.~ that the supervisor is reildily available for direct supervision on "" 
and direction agreed frequent basis and doscly supervises the worl<, providing dear, detailed 

and specific instructions. The AHP wo.-ks as directed and consults with the 
suoervisor as needed on all matters not covered in the oriQinal instruction. 

Complex Complicated, involved, intricate and involving rnany different influences. Complex 
clinicaVprofcssional or sdenlifidregulatory work denotes work in which the range 
of options is imprecise, requires high level application of general principles, ;md 
may require some adaptation of accepted practices and procedures. The work 
commonly involves elements or· interrelationships between tasks. 
Complexity rnay also refer to the intersection between the care needs of the 
clients/patients/consumers or lhe intersection between stakeholders (i.e. police 
officers, courts). 
The extensions of cornulex are 'hiohlv complex' and 'exceotionallv comolex'. 

Competent Achieving an agreed level of capability that allows adequate performance at a 
£iven classification level. 

Consultant Refers to a,1 AHP with spet:ialised level of knowledge, skills and experlise who is 
recognised as a state or nation-wide leader in their given profession or sub-
specially. They arc utilised as a,1 expert reference point in their profession or sub-
soeciallv. 

Corpo:-ate impact Means a measure of the effect of decisions made or advice required in a position 
on Agency policies and operations and the achievement of objectives. 
Corporate impact is direct in the ,.ase of decisions taken, e.g. in detennining 
policy or committing resources or indirect where advice or recommendations are 
involved. The effect of advice or r-ecomrnendations is a measure of the influence 
of the ,,dvice and recommendations upcm the decision-maker and the 
consequences for the organisation of the decision made. Reconunendations of~ 
hiP,hly technical or specialised nature, for example may influence the work of a 
major function or area of the Agency's operations or have an effect beyond the 
Aeencv. 

Critical May be used in the sense c;ornrnonly accepted in relation to critical issues or 
critical decision making. 
Critical clinical/professional or scientifidregulatory work requires independent 
orofessional iudoement and judicious evaluation to inform decision making and 
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where the effects of decision-making impact the work area and outcomes for the 
team, service/business unit, function and/or nro2ram. 

Demonstrates /\n appointee to a role exhibits a given d1aracteristic required of the role in 
either an easilv observable or readilv quantifiable way. 

Direct supervision Requires that the supervisor is proximate and aVJJl able Lo supervise the work 
·1 he supetvisor provides clear, detailed and specific instructions. The AH P worl<s 
as directed and consults with 'lhe supervisor on all matters not covered in the 
ori2inal instrvction. 

Expert Means extraordir1a,y proficiency and connotes high level knowledge, skill an<l 
expe,tisc in the given profession and/or StJb-spedalty gained through extensive 
Avnerience and nost-oraduatc education and trainin2. 

FTE Full Time Equivalent includes all professional, technical or support employees 
under management of a given individual or in a given service, team, function 
and/or program. May include those ~ TE for which both operational and 
orofessional resnonsibilitv is held. 

Function A related and aligned area of activities combined to form a unit within the 
oroanisational structure of an Aoencv. 

Generalist An Al-IP who works to the full scope of practice of the profession. This may 
include working to extended or advanced scope of practice. 

Governance Governance encon,passes the system by which an organisation is controlled and 
operates. and the mechanisms by which ii, and its people, are held to account. 
Ethic;, risk management, compliance and administration are all elements of 
governance. lndudes corporate governance, professional governance and d init-al 
governance 
Corporate goverr,aoa, refers to the framework of rules, relationships, systems and 
processes within and by which authority is 1>.xerdsed and controlled in 
organisations. 
Professional governance pertains to a specific profession and includes the mle.s and 
responsibilities that arc attributed to maintaining and being accountable for 
professional standards and quality. Elements ol professional governance may 
include but arc not limited to; 
(a) Profession-specific supervision framewori<; 
(b) Competency assessment and review; 
( c) Performance and development; 
(d) Prof1>.ssional development and training; and 
( e) Clinical audit processes 
C/ini<.ol governance is the set of relationships and responsibilities established by a 
health seivic:e organisation between its state or tenitory departmenL of he,~th 
(for the public sector), governing body, exe~-ulive, clinicians, patients, consumers 
and other stakeholders to ensure good clinical outcomes. 
This includes activities at 'the individual and professional level and may indude hut 
are not limited to; 
(a) Endorsement (clear standards e.g. credentiai ng, compeien~y a~essment); 
(b) Development (e.g. professional support); and 
(cl MoniloriMlreoortino nroccsses (e.g. registration checks, clinical audit) 

Guidance lnrormal professional advice about what to do and how to do it and given 
without close suoervision. 

limited supervision means that an occupant possesses proficient knowledge, skills and expertise and 
and direction demonstrate proficiency in their profession, exercise initiative and judgement, 

require !united guidance and are expected 10 plan and complete work with 
considerable independence. Suoervision is orovided on an a11rced basis and or as 
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required for novel, complex or critical situations for whirh there are no 
documented precedents. 
Work may be subject to progress checks but where these checks are made, they 
are usually confined to ensuring that in general tenns, satisfactory progress is 
being made. In a small number of cases, where t he work is novel or critical, 
checks may indude an assessment of the int egrity of tasks/activities a~ 1hey are 
comoleted. 

Managerial Includes responsibilities related to the managemenl of teams/services, functions 
responsibilities and/or progr.uns, including but not limited to accountability for human, financial 

and information resources and assets under- the control of the position. 
Managerial responsibilities also include implementation of strategies and 
processes, achievement of objectives and to ensure that professiona.1 standards 
and governance arranocments arc comnlied with. 

Mentoring lnfonnal professional development activity desigm,d 10 enhance the knowledge, 
skills and abili1ies of otl1e1s by attions such as role modelling, advocacy and 
S\Jooo,1 to other health nrofessionals. 

Multi-disciplinary The <.ombination of several health profe:,'5ions. This could include different 
professinns e.g. ocu.1pa1ional therapist, physiotherapist, social workl:?r; nurse etc as 
well as technicians, assistants and/or administrative staff. 

National Bo,trel A National Board established underthe Health Praclitioner Regulation l;fo!ionol 
Low (os in force iu eod, S!ote and tetri!OI)') /\et 2010 to govern a health profession 
or <>l'OUD of health orofessions 

Novel [ ncompasses work requiring a degree of creativity, originality, ingenuity and 
initiative, and of a type of work not nonnally unde,taken. The term may refer to 
the introduction o f a new tecl,nolooy or □rocess used elsewhere. 

Operational Relates to roles and responsibilities that support the day-to-day management of 
management te<1ms/services, functions and/or programs including recruilment, service planning 

and development, staff management, service reporting budget rnanagemen1 e!c It 
may or may not include human resource, financial and/or information 
mana2emen1 deleoations. 

Paramount The hi•hest level of knowledge, skill, c=crtise, influence, irnr.>act and/or advice. 
Professional A peak body responsible for a self-regulated allied health profession, induding 
Association accreditation of aoproved oroer.irns of sl udv. 
Professional Critical thinking, problem solving and dedsion-making requirements in the 
iudeemcnt context of professional knowledoe, skills and ex(>P.rtise. 
Profrdent A high level of wrnpelency and skill gained through experience and advancing 

the employee's level of professio,,al knowledge. This may be achieved through 
continuine orofessional develonment and/or post ernduate eclucatio11 and trainine. 

Program A progr~rn may stand alone or be located within a function. Typically involves 
related professions within a function of an Agency or related professions that 
range across functional areas. May have a nefrned life span and/or include 

Quality assurance 
rcsnnnsibifitv for oroject(s) and/or strateoic ooli~• initiatives. 
A progr.irn for the systematic monitoring and evaluation of the various aspects o f 
a µroject, service, or facility to ensure that standards of quality are being met. 
Mav be a =ulatorv and/or accreditation requirement. 

Reference ooint Resoonsibiitv of a role to orovide advice. ouidance, and suon<>rt. 
Routine Refers to the type o f tasks and duties that align with the threshold professional 

capabilities/competencies relevant to the profession and/or other conventior.11 

.-.. 
Routine supervision 

e.stablished oractices, methods and Drofessional standards . 
Means ~-.at an employee has good position kMwledge, skills and abilities and can 

and direction deal with most ro,,tine tasks/duties. Instruction is orovidoo r""ardine what is 
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required, including the method of approach and any unusual or diffic1Jlt features, 
except where they are fomiliar with the work Normally, the immediate 
supervisor provides the instruction. 
Routine supervision requires that the supervisor is available for direct supervision 
on an agreed and regular basis, with additional supervision provided as required 
or as requested, partiwlarly where guidance is sought for more complex matters, 
but in oeneral the emplovec can oorform their duties without close suoervision. 

Scientifidregulatory The knowledge of scientific principles, techniques and skills applicable to the 
knowledge profession or sub-specially. The knowledge of legislative, regulatory and/or other 

statutes, and their application to public administration, governance and safety. 
Scientifidregulatory knowledge is obtained from completing a tertiary entry to 
practice qualifi<:<1tion relevd!1t to the µrofession, as well as experience, continuing 
professional develooment and/or post ~radua\e education ,md trainin•. 

Sciernifidregulatory Refers generally to the type of work within the remit of the field of science. 
work Further guicfonce may be drawn from professional capabilities/competencies 

and/or professional standards governed by National Boards or professional 
associations. 
Refers generally to t he type of work within the rP.mit of the regulatory 
responsibilities defined by legislation, regulation and/or other statutes. The term 
is further defined at different classification levels by terms such as 'routine', 'never, 
'complex', 'critical', 'hi~hlv comolcx', 'exceptionaBv comnlex' or 's=cialised', 

Service A service is defined by the context in which it is orerated within the Agency. 
·1 he contextual informalion regarding the customers and the nat11rP. of lhP. 
service provided is wfiat needs to be provided Lo determine the classification of 
the rosltion. Contributing factors can include but are not limited to size, scope, 
complexity and influen,e. Use of the te,m "service" is a conceptual statement 
and overrides any use of the tenn within the ori:anisational nomenclature of the 
time. 

Specialised Mc.ins the cornbinalion of expe,t level knowledge, skills and experience within a 
given profession that is obtained through post-graduate education and training, 
experience and continuing professional development, and may include 
(a) specialised area of practice within a profession and/or 
(b) specialised methods. procedures. arid/or tecl)niques within the scope of 
l)ractice of a profession 

Specialist Refers to the definition under the Health Practitioner Regulation Nationol Law 
20 I O ( as in force in each state and territory) Ac:t 20 I 0. Use of the term is 
restricted by the National Law and recognition by any profession needs approval 
by the ministe<l<>I coundl. Scope of practice determined by recognised boL1ndaries 
of specialist practice. Is registered as a specialist by Ahpra. For the purpose of 
evaluation "spedalist" desaibes a health practitioner recognised for their breadth 
of knowled2e and skill within their specialised area of nractice. 

Statewide The impact of the role that may inOuence services, professional groups, or clinical 
practice across the wfiole of Tasmania. St;ite.wide is the scope of practice 
required of the role, not the oe.-son. 

Sub-specialty Describes a more focused scope of practice within that of a profession. May 
include where the /\HP works with a discrete patient/c6ent group in a defined 
selling or where the AHP's work is focused on particular methods, pmt:edure.s, 
and/or techniques. A nev, graduate may work in a sub-specially area of practice. 
Does not determine the level of nrnc:Llce. 

Team A sub-set of cmolovees within a service/business unit. 
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Technicians Employees not classified under this Agreement who are responsible for the 
operation of. and sometimes interpretation of; data from healthcare or scientific 
apnaratus. 

Work area n,e area in which an employee wori<s. May hP. parl of a le.am/seNice, function 
and/or proorJm. 

AHP level A (AHP A) 
FOCUS 
• AHP level A is designed to facilitate employment of AHP students, generally during the period 

encompassing completion o f pre-enl!y tertiary program requirements until their qualification is 
conferred and essential requirements for employment as an AHP level 1-2 are met (i.e. registration 
or professional membership requirements relevant to the profession). 

• Consideration may be given to employing AHi' students over the course of their final ye.,r . 
However. AHi' level A must not be used to employ an AHi' student unde<1aking a professional 
experience placement or work integrated learning that is a requirement of their pre-entry tertiary 
qualification. 

• An AHP level A is not an autonomous pra<.lilioner and must work under direct supervision of an 
experienced AHP of the same profession and receive ,.lose direction to undertake a limited range of 
rollline professional work for which t hey have been assessed as competent by the Employer. 

• Actively pa<1icipates within the team, service/business unit, function arv:J/or program and c<>llerl 
required data an<l ol her infonnation. 

• May participate in other activities related to education and 1raining, research, quality improvement, 

• 
projects. policy and/or regulation. 
May work alongside allied health assistants, technicians, o1her employees but must not have 

• 
supervisory responsibilities. 
AHP level A is reseived for fixed tern, and frxed tern, casual empl<>yrnenl. Employees must not be 
pem,anently annointcd to AHP level A positions. 

CONTEXT AND FRAMEWORK 
• Operates within legislation, regulations, professional standards and operational guidefines. systems, 

and orocesses under direct supervision. 
KNOWLEDGE. SKILLS AND EXPERTISE 
• AHP level A employees must be airrently enrolled in the final year of a pre-entry ter1iary program 

relevant 'lo allied health professions included in Schedule I or Schedule 2 and hold student 
registration with the relevant National Board or be elir,ible ror student membership with the relevant 
professional association (as applicable 10 the profession). . Dcmon,;1_~1te a limited range of knowledge, skills, and experience in their given profession for which 
they have been assessed as competent by the Employer with the ability to apply established methods 
and procedures toward the completion of re<]uired dinicaVprofessional or scientifidregulatory tasks. 

• Demonstrates compelenl knowledge and skill to provide infom1atior1 to clients, colleagues and 
stakeholders. 

• Dcmonstrate.s t he ability to participate in q1.1<,li1y o,· service improvement activities under direct 
suoervision. 

INTERPERSONAL SKILLS 
• Demonstrates the ability lo work in a team . 
• Builds and maintains effective relationships with patients/clients, colleagues and stakeholders. . 
• Demonstrates the ability lo apply effective written and verbal communication skill~ 10 perfom, 

clinical/ororessional or scientifidr""ulatorv work commensurate with level of competence. 
JUDGEMENT 
• DemonslrJ\es sound reasoninq skills and abilitv to exnlain decision-makin2 . 
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• Demonstrates understanding of relevant legislatio11, regulitlions, µrofessional standards, established 
clinical/professional or scientifidregt~atory pra,,tices or methods and operational guidelines, systems, 
and processes. 

INFLUENCE 
• The wo,k supports effective provision of services, functions and/or programs a1 the individual, group 

and/or population level 
• ·1 he work supports service delivery performance, achievement of objectives and outcomes for the 

team, service/business unit, function and/or nrn<>ram. 
LEADERSHIP, ACCOUNT ABILITY AND RESPONSIBILITY 
• Performs clinical/professional or scientifidrcgulatory work commensurate with level of competency 

• 
under the direct supervision of an experienced /\HP of the S<l!Yle profession. 
Manages own professional ~iandards and regulatory requirements relating to pre entry level 
registration, accreditation, certification and/or mr.mbership, as applicable to the profession. 

• Responsible for the appropriate use of allocated resources. 
• Conlribules to rnanagement activities including governance related activities and collection of 

statistics and other infonnation or data. 

AHP level 1-2 (AHP 1-2) 
FOCUS 
AHP level 1-2 is a broad banded d,1~'$ification level that encompasses newly qualified to developing AHPs 
with a competent level of professional knowledge and skill, gaifled through satisfactory completion of the 
tertiary qualification required for the profession. At a minimum, AHP level 1-2 must have obtained entry 
to practice (threshold) professional competencyk.apability as per the requirements of the relevant 
National Board or professional associ.1tion. 

AHP level 1-2 positions may be advertised as the AHP level I range to attract new graduates and early 
career professionals or the AHP level 2 range to attract AHPs w ith at least 3 or 4 years' experience, 
depending on applicable appointment salary pl'escribed by clause 23. Arlvcrtising an AHP Level 1-2 
position in the Al IP level I range does not remove the !,road banded classification or preclude an 
employee applying for competency progression or accelerated compelerxy pro)Jression as prescribed by 
clause 9 when eligible. 

O inical/Professional Stream 
• Performs routine clinical/professional work in their given profession, working in team<, 

services/business units, functions and/or programs, operating al lhe level of professional practice 
commensurate with level of cxpetience. 

• Contributes to management activities including govemanr.e related activities and collection of 
statistics and other information and data. 

• May p,irtidpale in other activities t hat may be related lo education and training. research, quality 
improvement, proje.<:l s, policy and/or regulation. 

• Initially, works under close supervision and direction. Supervision decreases as experience is gained, 
until a wide range of tasks and duties arc capilble of being performed under routine supervision and 
direction. 

• Complex clinical/professional work may be perfom,e<l under dose supervision. 
• With experience, provides clinical and/or professional supervision and support to less experienced 

AHPs, allied health assistants, tcchnici~.Hs, other personnel, and students (unless precluded by 
rcgu~1tory or professional body requirements). 

ScientifidRegulatory Stream 
• Per forms routine scientifidregulalory work in their given profession, wor1<ing in teams, 

services/business units, functions and/or pmgrams, operating at the level of professional practice 
commensurate with level of ev=rience. 
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• Cont,ibutes to management activities including quality assurance and accreditation activities and 
collection of r;tatistics and other information and data. 

• May participate in other activities that may be related to education and training, research, quality 

• 
improvffi'IP.<lt, projeas, policy and/or regulation. 
Initially, works uncler dose supervision and direction. Supervision decreases as experienc.e is gained, 
until a wide range of tasks and dLrties are capable o f being performed under routine supervision and 
direction. 

• Cornplex scientific/regulatory work may be performed under dose supervision . 
• W ith experience, provides professional supervision and Sllpport to less experienced AHPs, 

technicians, other personnel, an<;J students (unless precluded by regulatory or professional body 
requirements). 

CONTEXT AND FRAMEWORK 
Oinical/Professional Stream 
• Operates within legislation, regulations, cJinical/professional standards and operational guidelines, 

• 
systems, and processes. 
May modify established clinical/professional practices or methods within scope of prnc:tice acc.ording 
to p,·ofessional, policy, regulatory and/ortechnok,gical requirements. developments, and evidence. 

Scientific/Regulatory Stream 
• Operates within legislation, regulations, scienlific/regulatory standards and operational guidelines, 

• 
systems, and proc<:>.sses. 
May modify established scientifidi"egulalory practices or methods within scope of practice according 
to professional, policv, reoulatorv and/or technological reouiremenls, developments, and evidence. 

KNOWLEDGE, SKlllS AND EXPERTISE 
ClinicaVProfessional Stream 
• Demonstrates recognised ciinical/professional knowledge, skills. and expertise, to a competent level, 

ol>tained Lhrough tertiary qualification relevant lo the profession. 
• Demons\r.>les the ability to apply established methods and procedures toward the completion of 

required clinical/professional tasks, commensurate with level of experience. 
• Well-developed conceptual, analytical and reasoning skills to research, investigate and make 

modifications to established clinical/professional practices or methods within scope of practice. 
• l)emonstrdtes competent knowledge, skill and expertise in quality improvement and research 

protocols and applicable methodology relevant to allied health professional practice under 
supervision o f a mcw-c expc,ienced AHf'. 

• Demonstrates ability lo participate in activities that may be related Lo education and training, projects • 
policy, or regulation, under supervision of a more experienced AHi'. 

SdentifidRegulatory Stream 
• Demonstrates recognised scientific/regulatory knowledge. skills, and expertise, to a competent level, 

obtained through tertiary qualification relevJnt to the profession. 
• Demonstrates the ability Lo apply established methods and procedures toward the completion of 

required scientific/regulatory tasks, commensurate with level of experience. 
• W ell-developed conceptual, analytical, and reasoning skills to research, investigate and make 

modifications to established scientifidregulatory practices or methods within scope of practice. 
• Demonstrates competent knowledge, skill and experfoe in quality improvement and research 

protocols and ilj)plicable methodology relevant to scientifid regulalory practice under supervision of a 

• 
more E>.xperienced AHP. 
Demonstrates ability to participate in activities that may be rehted to quality assurance, education 
and trainine, oroiccts, oolicy, or reoulation, under suocrvision of a more experien<.ed AHP. 

INTERPERSONAL SKILLS 
Clinical/Professional Stream 
• Works as an effective, supportive, ~nd c:001>er<ltive team member in a manner consistent with 

positive workolac:~ ndllJre. 
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• Actively participates within the team, services/business units, program and/or function. 
• Builds and maintains effective professional relationships with patients/clients, colleagues, and 

stakeholders. 
• Demonstrates ability to apply effective written and verbal communication skills to perfonn routine 

clinical/professional work. 
• Demonstrates the abilily to effectively disseminate infom'lalion to stakeholders, in terms which are 

understandable. 
• W ith experience, rmvides some support to less experienced AHPs, allied health assistants, 

technicians. other personnel, and students. 
• Under supeNision, may be required to interprel and explain complex professior,il issues. 
SdentifidRegulatory Stream 
• Worl<s as an effective, supportive, and cooperative team member in a manner consistent with 

positive workplace t\lllure 
• Actively participates within the team, services/business units, program and/or funt'tion. 
• Builds and maintains effective professional rel1tionships wilh colleagues and stakeholders. 
• Demonstrates ability to apply effective written and verbal communication skills to perform routine 

scientifidregulatory work. 
• Demonstrates the ability to effectively disseminate information to stakeholders, in terms which arc 

understandable. 
• With experience, provides some suppo,t to less experienced AHPs, technicians, other personnel, 

and students. 
• Under supeNision, may be r~uired to intQmret and explain comolex scientific/reJ?ulatory issues. 
IUDGEMENT 
Oinical/Professional Stream 
• Exercises routine professional judgement and decision-making capability with increasing 

independence. 
• As experience builds, makes decisions, and solves problems with increasing independence up to an 

induding under routine supeivision and direction. 
• Interprets and applies relevant legislation, regulations, d inir.rJ/professional standards, established 

clinical/professional practices or methods and operational guidelines, systems. and processes. 
ScientifidRegulatory Stream 
• Exercises roLrtine profossional judgement and dedsion-makir,g r.apability with increasing 

independence. 
• As experience builds, makes decisions, and solves problems with increasing independence up to and 

including under routine supervision amJ direction. 
• Interprets arxl applies relevant legislation, regulations. professional standards, established 

sdentifidregulatory practices or methods and operational guideli11es, svstems, and orocesses. 
INFLUENCE 
Clinical/Professional Stream 
• The work inOui,rn:es the effective provision of services, functions and/or programs at the individual, 

group and/or population level. 
• The work influences service delivery performance, achievement of objectives and oulcomes for the 

team, servicefousiness unit. function and/or 1>rogram. 
• Advice has minimal corvorate impact and influence beyond the immediate work area. 
• Contributes to how priorities are determined regarding routine clinicaVprofessiunal work; 

management activities including governance related ,«:livilies, collection of statistics and other 
information and data; and other activities that may be related to education, research, quality 
improvement, projects, policy and/or regulation. 

• Wrth experience amJ professional development, the level of inOuence increases through researching, 
investigating, and making modifrcations to established clinical/professional practices or methods within 
scope of practice, to achieve outcomes and obiettives. 
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ScienlifidRegulatory Stream 
• The work influences the efreclive provision of scientiiidrcgulatory services, functions and/or progr«ms 

at the individual, gro~ and/or population level. 
• The work influences service delivery perforrnance, achievement of objetlives and outcomes for the 

tmm, service/business unit, function and/or program. 
• Advice has minimal c;orporate impact and influence beyond the immediate work area . 
• Conlribul~-S lo how priorities are determined regarding routine scicntifidregulatory work; 

management activities indu<li, ,g quality assurance ac.iivities, colle~tion of statistics and other 
information and data; and other activities that may be related to education, research, quality 

• 
improvemMl, projects, policy and/or regul.,tion. 
With experience and professional development, the level of influence increases through resean;hing. 
inve,;tigating. and making modifications to established sdentifidregulatory practices or methods within 
scooe of oractice, to achieve outcomes and obiectives. 

LEADERSHIP, ACCOUNTABILITY AND RESPONSIBIU1Y 
ClinicaVProfessional Stream 
• Accountable and responsible for pnwision of routine clinical/professional services under lhe 

supervision of more experienced Al IPs. 
• With experience, is capable or. and P.xpected to, prioritise own workload . 
• Manages own professional standards and regulatory requirements relating to professional registration, 

accreditation, certification and/or mem~rship, as applicable to the profession. 
• Uses allocated resources appropriately . 
• Contributes to man;igemenl adivit ies including governance related activities and collection of 

statistics and other information or data. 
• Participates in p,·ofessional development education and trainin1i, 
• Commensurate with level of experience in role, provides peer support and instruction on matters 

pertaining to routine dinical/profcssional work to less experienced AHPs. 
• Contributes ideas to deliver agreed outcomes . 
• Commensurate with level of experience in mle, provides dinical/profcssional supervision for students 

• 
whh the support of a more experienced AHP. 
With experience, provides feedback lo supervisors or managers in relation to the pe,fonnance 
appraisal and develop,nent of less experienced AHPs, allied health assistants, technicians, and other 
personnel. 

SdentifidRegulalory Stream 
• Accountable and responsible for provision of routine scientific/regulatory services under the 

supervision of more experienced AHPs. 
• W rth experience, is capable of, and expected to, prioritise own workload . 

• Manages own professional standards and regulatory requirements relating to professional registration, 
accreditation, cerlific.ation and/or membership, as applicable to the profession. 

• Uses allocated resources appropriately . 
• Contributes lo management activities including quality assurance and accreditation activities .,,,d 

collection of statistics and olher infonmation or data. 
• Participates in professional development, education and training . 
• Commen.surate with level of experience in role, provides peer support and instruction on matters 

pertaining to routine scientifidregulalory professional work to less experienced AHPs. 
• Contributes ide,,s lo deliver agreed outcomes . 
• Commensurate with level of experience in role, provides education for students with the support of 

a senior AHP. 
• W ith experience, provides feedback to supcNisors or managers in relation to the penorrn.,,,ce 

appraisal and develooment of less expe.rienced AHPs, technicians and other personnel. 

AHP level 3 (AHP3) 
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FOCUS 
ClinicaVProfessional Stream 
• A senior AHP with a proficient level of clinicaVprofessional knowledge, skills and experience applied 

lo effectively maintain a complex and varied case!oad with considerable independence, where 
principles, pmr.t!dures, techniques or methods require adaptation or modification to address complex 
clinicaVprofessional cases or matters relevant to the profession and work area. May also undertake 

· novel and/or oitical clinical/professional work. 
• Performs complex and varied, novel and/or critical clinicaVprofessional work in single profession or 

mutlidisciplina,y teams, services/business units, fund ions an<Vor programs. 
• Performs most ctinical/professional tasks and duties with considerable independence and receives 

limited clinical and/or professional supervision and direction. 
• Coordinates activit ies related to governance within the. team, service/business unit, function and/or 

program. 
• Coordimtes activities that may be related to e<lur,,tion and training, research, quality improvement, 

projects, policy and/or regulation. 
• Provides clinical/professional supervision to less experienced AHPs, allied health assistants, 

technicians, other personnel, and students (unless precluded hy regulatory or professional body 
re9uirements). 

ScientifidRegulatory Stream 
• A senior AHP with a proficient level or sdentifidregu1atory knowledge, skills, and experience in t heir 

given profession, applied to: 
o Perform complex and varied, novel and/or critical scientifidregulatory work with limited 

supervision and direction: and/or 
o Supporting the operational management of a defined single profession or multidisciplirwy team, 

function and/or program operating within or across a service/business unit, including 
development of less experienced AHPs, technicians. other personnel, and st uden1s; coordination 
of worl<Jlow processes and quality of output produced within the t eam, function and/or program; 
and implementing occupational health and.safety guidelines. 

• Performs complex and varied, novel and/or critical scientifidregulatory work with considerable 
independence. with scientifidregulatory decisions based on valid, reliable evidence and where 
principles, procedures, techniques. or methods require adaptation or modification LO address 
complex scientifidregulatory cases or matters relevant to the profession and work area. 

• Performs complex and varied, novel and/or critical scicntifidrcgulatory work in single profession or 
multidisciplinary teams, services/business units, functions and/or programs. 

• Perfonns most scientifidregulatory tasks and duties with considerable independence and receives 
limited professional supervision and direction. 

• Coordinates activities ihal may be related to sdentifidregulalory education and t raining, research, 
quality assurance, quality improvement ar1d accreditatiol'\ projects, policy and/or regulation. 

• Coordinates activities related to governance within the team, service/business unit. function and/or 
program. 

• Provides supervision, guidance, and advice l o less experienced AHPs, technicians, other personnel, 
and students (unless preduded by regulatory or professional body requirements). 

Management Stream 
• AHP level 3 roles with managerial responsibilities demonstrate a proficient level of profession.,! and 

managerial knowledge, skills and experience. 
• AHP level 3 roles with managerial responsibilities continue to perform complex and varied, novel 

and/or oitical clfnical/professional or scienlificfregulatOfy work with some operatioml rrumagerner,t 
responsibilities. 

• Roles Sl~>porl the operational management <>fa defined single profession or multidisciplinary team, 
function and/or omorarn ooeratin2 within or across a service/business unit 
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• AHP level 3 roles with mamgerial responsibilities interpret legislation, regulations, policy and 
guidelines .ind coordinate delivery of services, functions and/or programs consistent with operational 
and business plans determined by l~gher level rnanagemcnt. 

• Pc.forms most 1asks and duties with considerable independence and receives limited supervision and 
direction. 

• Coordinales activities that may be relatP.d lo education and training, research, quality improvement. 

. projects, policy and/or regulation. 
Provides supenlision to less experienced AHPs, allied health assistants, technici,ms, other personnel. 
and students (unless oreduded bv reoulato,y or profassional bodv ceouirementsl . 

CONTEXT AND FRAMEWORK 
ClinicaVProfessional Stream 
• Operates with considerable inoerendence within established opcr;,tional gtridelines, systems, and 

• 
processes in a challenging and demanding environment. 
Some interpretation of legislation, regulations, professional standards and operational guidelines, 
systems and processes may be required to support complex and varied, novel and/or critical 
clinical/professional work 

• · Modifit>s established clinical/professional 1>r,Klices OI' methods within scope of prac.lice according to 
professional, policy, regulatory and/or t echnological requirements, developments, and evidence to 
support complex and varied, novel and/or critical dinicaVprofcssional work 

Scientific/Regulatory Stream 
• Operates with considerable independence within established operational guidelines, systems, and 

• 
processes in a challenging and demanding environment. 
Some intcrpretalion of legislalion, regulatioos, prolessional standards and operational gvidelines, 
syslems and processes may be required to support complex and v;mcxl, novel and/or criLical 

• 
scientifidregulatory work 
Modifies established scientifidregulatory practices or methods within scope of practice according to 
professional, policy, regulatory and/or technological requirements, developments, and evidence to 
support complex and w.ried, novel and/or critical scientific/regulatory worl<. 

Management stream 
• Operates under supenlision within established managernenl and operational decision-making 

frameworks, guidelines. systems. processes, and operational and business plans in a challenging and 

• 
demanding environment. 
Some interpretation of established management and operational decision-making frameworks, 
guidelines, systems. and processes may be required. 

• Guidance and inslructioo may on occasion be received 011 the implementation of modifications 
con.~islent with policy, regulatory and/or technological requirements, developments, and evidence. 

• Modifies es1ahlishetl dinicaVprofcssional or scientifidregulatory practices or methods within scope of 
practice according to professiorstl, policy, regulatory and/or technological requirements, 
developments. and evidence to support complex and varied, novel and/or critical dinical/pm fessional 
or scientifidrem ilatory work 

KNOWLEDGE. SKILLS AND EXPERTISE 
ClinicaVProfessional Stream 
• Oemonstr-dtes proficient clinical/rmfossional kr,owledge, skills, and expertise to anvise colleagues, 

management and other stakeholders regarding complex and varied, novel and/or critical 

• 
clinical/professional work 
Demonstrates proficient clinical/professional knowledge, skills. expertise (in one or more area~ of 
practice/modalities) and diniral/pmfessional leadership skills. Area of praaice may be generalist 
ar.cJ/or a defined sub-specially. 

• Uses knowledge, skills, and expertise to contrib1rte lo the knowledge base of the team, 
servk.e/business unit. function and/or program, and is recognised as a reference point within the 
team. service/business u1it. function and/or proi:ram. 

-
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• Demonstrates proficient kr1owledge and understanding regm!ing Al IP education and training, 
including accreditation standards and ilssessment methodologies relevant to pre entry level 
professional experience pl1cemeots and work integrated learning. 

• Demonstrates l'roficient knowledge and understanding of various research, quality improvement and 

• 
project management methodologies, and their ilpplicatioo in different contexts. 
Demonstrates proficient knowledge and understanding of policy development and regtllatory 

• 
processes and functions. 
Applies evidence that supports continuous improvement of local service delivery and/or 
function/program outcomes. 

• Relevant postgraduate qlkllificalions are desirable . 
SdentifidRegulatory Stream 
• Demons'u-ates proficient sdenLifidregulatory knowledge, skills, and expertise to advise colleagues, 

management and other stakeholders re.ganling complex and varied. novP.I and/or critical 
scientifidregulatory work. 

• Demonstrates proficient scientific/regulatory knowledge, skills, expertise (in one or more areas of 
practice/modalities) and professional leadership skills. Area of practice may be gP.neralist and/or a 

• 
defined sub-spccialty. 
Uses knowledge, skills, and expertise to contribute to the knowledge base of the team, 
seNice/business unit, function and/or program, and is recognised as a reference point within the 
team, sel\lice/business unit. function and/or program. 

• Demonstrates proficient knowledge and understanding regarding AHP edllcation and training . 
induding accreditation standards and assessment methodoloP,ies relevant lo pre-entry level 
professional experience placements and work integrated learning. 

• Demonstrates proficient knowledge and understanding of various research, quality improvement and 
project management methodologies, and their application in different contexts. 

• Demonstrate.s proficient knowledge and underslanding of poficy development and regulatory 
processes and functions. 

• Applies evidence that supports continuous improve.men\ of local sel\lice delivery and/or 
function/program outcomes. 

• RelevJnl postgraduate qualifications are desirable . 
Management stream 
• Applies proficient professional knowledge, skills and expertise wilh c.ompetent managerial knowledge, 

skills. and expertise to capably perform some operational management duties. 
• Competently provides advic.e regarding direction to the \~.am. function and/or program . 
• Demonstrates competent knowledge and understanding of relevant legislation, regulations, policy, 

financial and adminisl<11tive frameworks, government decision-making processes, i.lr1d their application 

• 
to management in the public sector. 
Demonstrates competent management abilit ies obtained through developmer\l activities, post 
graduate education or formal qualification. 

• Demonstrates proficient knowledge and understanding regarding AHP education and training, 
including accreditation standards and assessment rnethoc.Jologies relevant to pre-entry .level 
professional experience placements and work integrated learning. 

• Demonstrates pmfidenl knowledge and understanding of various research, quality improvement and 
projecl management methodologies, and their application in different contexts. 

• Demonstrates proficient knowledge and understanding of policy development and regulatory 
orocesses and fun~tioos. 

INTERPERSONAL SKIU5 
ClinicaVProfossional Stream 
• Demonstrates proficien~ communication, interpersor.11 and clinical/professional leadership sl<ills lO 

align a team, function and/or progr.im with Lhe strategic direction and operational and business plans 
and contributes Lo a oositive workolace culture. 

\ 
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• Actively c.onlribules to lhe team, service/business unit, runction and/or program . 
• Develops effective profcssio11al relationships with patients/clients, colleagues, and stakeholders to 

infom, ;tnd influence dinicaVprofcssional outcomes and/or encourage behaviour and other <:hange. 
• Communicates compf P.x infonnation dearly and effectively with rurpose to patients/clients, 

• 
colleagues and stakeholders in terms whirh (;l(1 be understood and implemented. 
Dcmonstr.1te-s the ability to adjust communication slyfe in response to different purposes and 
audier1<.-es. 

• Provides day to day support to less experienced AHPs, allied health assistants. technicians. other 
personnel. and students. 

ScientifidRegulatory Stream 
• Demonstrates proficient c.o,nmunication, interpersonal and proressional leadership skills to align a 

team, function and/or program with the strategic direction and operational and business plans and 
contributes to a positive workplace culture. 

• Adively contributes to the team, service/business urut. function and/or program . 
• I )evelops e[(ective proressional relationships with colleagues and stakeholders to inrorm and influence 

• 
scientifidregufatory outcomes and/or encourage behaviour and other change. 
Communicates complex information clearly and effectively with purpose to colfeag1Jes and 
stakeholders in tCfTYls whic:b can be understood and implemented. 

• Demonstrates the ability to adjust communic.ation style in response to different purvoses and 
audiences. 

• Provides day to day support to fess experienced AHPs, technicians, other rersonnel, and students. 
Management stream 
• Demonstrates proficient communication, interpersonal and prore_s.,ional leadership skills to align a 

team, function ,md/or program with the operational and business plans, strategic direction, and 

• 
contributes to a positive workplace culture. 
Develops effective professional relationships within and across the team, service/business unit. 

• 
function and/or program and promotes cooperJtion, teamwork and understanding. 
Communicates clearly and effeClively with purpose and dcmonslrJtes the ability to adjust 
communic.ation style in response to different purposes and audiences. 

• Provides day to day support 10 less experienced AHPs. allied health assislants, technicians, other 
personnel, and students. 

JUDGEMENT 
Clinical/Professional Stream 
• Exercises independent proressional judgement and decision-makinr, <.apability in relation to 

dinicaf/caseload management, handling a complex and varied, novel ;u1cl/or critical casefoad. 
• Exercises initiative, Oexibility, and creativity to improve outcomes for patients/clients and/or ad,ieve 

outcomes for the function and/or pi'Ogram. 
• Proficient conceptual, analytical, and reasoning skills to research., investigate and propose options 

regarding the implement.ition and delive1y of complex and varied, novel and/or critical 

• 
clirur.aVprofessional work 
Options proposed are constrained by the existing policy and regulatory framework. budget, and 
resource considerations. 

ScientifrdRegulatory Stream 
• Exercises independent proressior,al judgement and decision-making capability in relation to 

scientiridregulatory output m,magemenl, handling a complex and varied, novel an<Vor critical 
workload. 

• Exercises initiative. 1lexibilily, and creatMty to improve outcomes for stakeholders and/or achieve 
outcomes for the function and/or program. 

• Proficient conceptual, analytical, and rca_soning skills to research, investigate and propose options 
regarding lhe implementation and delivery of complex and varied, novel and/or critical 
scientiftdre2ufatory work 
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• Options proposed are constrained by the existing policy and regulatory fr.imework, budget, and 
resource considerations. 

Management stream 
• Competently makes sound decisions rela1ed to operational management resporisibilities. 
• Proficient conceptual, analytical, and reasoning skills to research, investigate and propose options 

regarding the opcrntional management of activities within the team, function and/or program. 
• Options proposed are constrained by the existing poli~y and regulatory framework, budget, and 

resource considerations. 
INFLUENCE 
O inical/Professional Stream 
• ·1 he work has a direct influence on effective provision of services, functions and/or progrJms al the 

individual, group and/or population level. 
• Work that modifies established clinical/professional pr.ictices 01· methods may affect outcomes for 

the team, service/business unit, function and/or program. 
• Advice has limited corporate impact and influence beyond the immediate work area. 
• The work has limited influence on the implementation of Government and/or Agency policy, and 

achievement of related objectives. through service delivery and/or function/program outcomes. 
Scientifir/Regulatory Stream 
• The work has a direct influence on effective provision ol scientific/regulatory services. functions 

and/or programs at the individual, group and/or population level. 
• Work that modifies established scienlific/rcgulatory practices or methods may affect outcomes for 

the team, service/business unit, function and/or program. 
• Advice has limited corporate impact ilI1d influence beyond the immediate work arm. 
• The work has limited influence on the implementation of Government and/or Agency policy. and 

achievement of re.lated objectives, t hrough service delivery and/or function/progr&n ouLcomes. 
Management Stream 
• The work has a direct influence the achievement of team, function and/or program objectives. 
• Work that modifies established dinicaUprofcssional or sciet1Lific/regulatory practices or metho<Js may 

affect outcomes for the team, service/business unit, function and/or program. 
• Contributes to how priorities are detenrnined and <.oordinates activities across the Learn. function 

and/or program consistent with the strategic direction, operational and business plans, and priorities. 
• Acivice has limited corporate impacl and influence beyond the immediate work area. 
• The work has limited influence on the implementation of Government and/or Agency polity, and 

achievement of related obiectives, throueh service delivery and/or funct.ion/oro2ram outcomes. 
LEADERSHIP, ACCOUNTABILllY AND RESPONSIBILITY 
Clinical/Professional Stream 
• Provides advice Lo supervisors and/or managers regarding se.vice. function and/or program delivery 

matters including but not limited to desigf\ development. and evaluation; options for prioritisation 
and workload management; equipment and technology. 

• Supports day to day 01>erational management through coordir,ation and supervision of 
workflow/ovtputs for the team, setvice/business unit, function and/or program. 

• Ensures efficient use of resources to deliver agreed outcomes at the team, function and/or program 
level. 

• Undert,tkes, monitors, and reports on governance related activities within the team, service/business 
unit. function and/or progr.im, 

• l Jndertakes, monitors, and reports on professional work practices and outcomes within a team, 
service/business unit, function and/or program. 

• Assists in identifying training needs and provides feedback lo supervisors or managers in relation to 
the performance appraisal and development, of less experienced AHPs, allied health assistants, 
technicians and other personnel and may s14)port 1he performance appraisal and development of 
select staff. 

43 



y 
\ 

• Supports higher level management to achieve challenging and sometimes compe1in1.( priorities. 
• Represents the work are<1 al meetings and in other forums. 
• Provides input into strategic planning for the ream, seivice/business unit, function amJ/or program. 
ScientifidRegu!atory Stream 
• ProvidP-~ advice to supervisors and/or managers regarding service, funtiion iUKl/Or program delivery 

matters including hul not limited to design. developrne,111, and evaluation; options for prioritisation 
and workload/output management; equipme,,t and technology. 

• Supports diiy to day operational management through coordination and supervision of 
workflow/outputs for the t<'.am, se,vice/business unit, function arnVor program. 

• Ensures effi6ent use of resources to deliver· agreed outcomes at the team, seivice/business unit, 
function aoo/or program level. 

• Undertake.s, monitors, and reports on governance related activities within the team, service/business 
unit, function and/or program 

• Unde,takes, monitors, and reports on scientifidregulatory work prac.1ic;es and outcomes within a 
t eam, service/business unit, function and/or program. 

• Assists in identifying training needs and provides feedback to supervisors or managers in rek1tion to 
the performance appraisal and develOj»nMI, of less experienced AHPs, technicians and other 
personnel and may support the performance appraisal and development of select st.1ff. 

• Suprorts higher level managemenl to achieve challenging and sometimes competing priorities. 
• Represents the work area al meetings and in other forum~. 
• Provides input into strategic pl1rming for the team, service/business unit, function and/or program. 
Management Stream 
• Provides advice regarding direction to the team, function and/or pror,ram. 
• Provides advice Lo supervisors and/or managers regarding service. function and/or program delivery 

matters induding bul not limited to design, development, ,md evaluation; options for prioritisa1ion 
and woMoad management cquirrnent and technology. 

• Ensures efficient use of resources to deliver agreed outcomes at the team, service/business unit, 
function and/or program level. 

• Undertakes, moniLors, and reports on gove.m~.nce related activities within the te;,un, secvice/business 
unit, function and/or program. 

• Underlakes, monitors, and reports on proressional work practices and outcomes within a team, 
seivice/business unit, function aoo/or program. 

• Assists in identifying training needs and provides feedback to supcivisors ex· rnanagers in relation to 
the performance appraisal and development. of less experienced AH Ps, allied health assistants, 
technicians and other personnel and may support the performance appraisal and development or 
select Slaff. 

• Supports higher level management to achieve c:h;dlenging and sometimes competing priorities. 
• Represen1s the work area at meetings and in other rorurns. 
• Provides inout into sLrategic planning for the team, service/business unit, function and/or program. 

AHP level 4 (AHP 4 and AHP 4-GB) 
FOCUS 
ClinicaVProfessional Stream 
• An AHP with an advanced level of profe~siooal knowledge and skill aud extensive expe,ience, applied 

to provide independent dinical/profcssional services of a highly complex and varie<J nature, with 
moderate scope, where princirles, procedures, techniques, or methods require constant adaptation 
or modification to manage and resolve highly complex clinical/professional problems relevant to the 
profession and work area. May also perform novel and/or critical dirwcal/profossional work, 
particularly where precedent is lacking, and advanced sl<ills are required. 

• Pertorms clinical/professional tasks and dlrtics independently and receives broad dinicaVprofessional 
supervision and direction. 
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• Leads activities related to governance, edrn;ation and training. research, quality improvement, prt,ject.s, 
policy and/or regulation, i11duding mentoring, informing changes to established clinical/professional 
prdClices, providing clinicaVprofessional advice to shape service, function and/or program delive1y and 
the development of clinical/professional competence in others. 

• Performs highly complex and va,ied dinicaVprofessional work in single profession or multidisciplinary 
temr1s, service/business unit, functions and/or programs. 

• Provides clinical and/or professional supervision to less experienced AHPs, .~lied health assistants, 
technicians, other personnel, and students (unless precluded by regulatory or professional body 
requirements). 

• Roles classified in the AHP level 4 Oinical/Professional Stream may also have managerial 
rcsponsibiliti~-' commensurate with the AHP level 4 management stream. This may include 
managerial responsibilities across one or more sites, managerial responsibilities for single profession 
and/or multidisciplinary teams, function and/or program and a formal role in performance appraisal 
and management of staff. However, the primary focus of the role is highly complex and varied 
clinical/professional work 

ScicntifidRegulatory Stream 
• An AHP with an advanced level of scienlifidregulatory knowledge and skill, extensive experien~e. and 

leadership within their given profession. or may provide leadership across two or more sub­
specialties. 

• Applies advanced scientifidregulatory knowledge, skills, and extenslive experience to provide 
independent scientifidregulatory services of a highly complex and varied nature, with moderate 
scope, where principles. procedures, techniques, or methods require constant .adaptation or 
modification lo manage and resolve highly complex scienlifidreg<Jla:tory problems relevant to t he 
profession and work area. May also perform novel and/or critical clinic.Mprofessional wori<, 
particularly where precedent is lacking. and advanced skills are required. 

• Performs scientifidregu!ato,y tasks and duties independently arid r·eceives broad professional 
supervision and direction. 

• Leads activities related to quality assurance, quality management, education and training. research, 
4uality improvement and accreditation, projects, policy and/or regulation, including mentoring, 
informing dw,ges to estabushed scientifidregulatory practices, providing scicntifidregulatory advice to 
shape service, function and/or 1>row= delivery and the development of scientifidregulatory 
competence in others. 

• Roles classified in the AHP level 4 Scientifidregt~atory stream may also have managerial 
responsibilities commensurate wnh the AHP level 4 management stream. TI1is may include 
managerial responsibilities across one or more siles, managerial responsjbilities for single profession 
and/or multidisciplinary teams, functions and/or programs ann a formal role in performance appraisal 
and management of staff. However, the primary focus of the role is highly complex and vasied 
scientifidrcgulatory work. 

Management Stream 
• AHP level 4 roles with managerial rcsponsibilil it>$ demonstrate an advanced level of professional arid 

managerial knowledge, skills, ,md experience. 
• AHP level 4 roles with managerial responsibi6lies provide operational management lo a single 

profession and/or murtidisciplinary teams, function and/or program, including professional supervision 
and have a formal role in the performance appraisal and managemMt of staff. 

• Roles dassified at this level support higher level management roles with governance related aelivilies 
and with the allocation, mordination and monitoring of human, physical and financial resources for a 
defined team. function and/or program, including but not limited to !hose operating within or across 
services/business urits. 

• Influence the development of operational and business plans lo support service delivery and/or 
achieving function and/or progr.un objectives. 

• Contributes to the oMoinQ review of, education. research, noliN and/a,· rc2ulato1Y matters. 



• The Grading of AHP level 4 roles as AHi' level 4 grnde B (AHP 4-G13) will be determined by 
assessment against criteria developed by employing agencies in consultation with unions. Criteria 
should be J"(."Viewed and 1•vlated on a re~ular basis. 

CONTEXT AND FRAMEWORK 
Oinical/Professional Stream 
• Operates independently within established operational guidelines. systems, and processes in a highly 

challenging and demamJing environment. 
• Considerable interpretation of legislation, regulation, professional standards a, ,d operational 

guidelines, ~ystems and processes arc required lo support highly complex and varied, novel and/or 
critical professional work 

• Constan1 adaptation and modification of established clinical/professional prnctices or methods and/or 
trialling of novel r>rnctic.es or methods is required to address highly complex and varied 
dinical/professional wori<. Adaptation and modification must remain within scope of practice and 
according to professional, policy, regulatory arv:J/or technological requirements. developments, and 
evidence. 

• Applies advanced dinical/professioml knowledge to develop the knowledge base of others and lead 
changes to established clinical/professional practices or methods within the team, service/busine.s.s 
unit, fum:tion and/or program. 

ScientifidRegulatory Stream 
• Operates independently within e.stablished operational guidelines, systems, and processes in a highly 

challenging and demanding environment. 
• Considerable interpretation of legislation, regulation, professional standards and opcratiomtl 

guidelines, systems and processes are required to support highly complex and varied, novel and/or 
critical scientifidrcgulatory work. 

• Cons1ant adaptation and modifiG1tion of established scientifidregulatory practices ur methods and/or 
trialling of now,I practices or methods is required to address highly complex and varied 
scientifidregulatory work. Adaptation or modification must remain within scope of practice and 
according to professional, policy, regulatory =Vnr technological requirements, developments. and 
evidence. 

• Applies advanced scientifidrcgulatory knowledge to develop the knowledge base of others and lead 
changes to established scientifidregulatory practi~-es or methods within the tc.1m, service/business 
unit, function and/or progn,m. 

• Ensures th.1t service initiatives arc integrated into scientifidrcgulatory practice. organisational 
r,uidelines, systems, and proces.~es. 

Management stream 
• Operates with significant independence within established management and operntional decision­

making framewor1<s, guidelines, systems and processes and openUional and business plans in a highly 
challenging and demanding environment. 

• Provides leadership to influence the development, imple.mmtati□11 and evaluation of operational and 
business plans U1at support service delivery, function and/or program objectives. 

• Established management ,md operational decision making frarneworl<s. guidelines, systems, and 
processes may require considerable interprelation and initiative to achieve service delivery and/or 
function and program objectives. 

• Defines core service delivery, function and/or program issues, and develops options for new 
operational Quidelines, 5,ttten1s and processes whic.h mav si2nificantly alter n11tcornes. 

KNOWLEDGE, SKJUS AND EXPERTISE 
Clinical/Professional Stream 
• Demonstrates advanced clinical/professional knowledge, skills and expertise and advanced 

pmfes.sional judgement in advising and influencing higher level managemenl and stakeholders 
=arding highly comr,lex and varied. novel ancVor critical· dinicaVorofessional work 
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• Demoimrates adwnced knowledge, skills, and expertise in highly complex. contemporary, 
clinical/professional practice standards, in one or more areas of practice/modalities. Area of practice 
may be generalist and/or a defined suo-specialty. 

• Applies advanced clinical/professioml knowledge. skills, expertise and clinical/professional le.ader.;hip 
skills to support the development of clinical/professional competence in other members of the team, 
service/business unit. function and/or program, and acts as the reference point for clinical/professional 
advice across one O!' more areas of practice or sub-specialties, al a service/business unit level. 

• Applies advanced knowledge, skills ,111<.I expertise that facilitate novel and/or critical decisions and 

• 
continuous qvalily improvement in a highly complex caseload. 
Demonstrates advanced knowledge, skills and expertise regarding edu,.ation and training. research, 

• 
qvality improvement, project management, policy development and regulatory matters. 
Relevant postgraduate qualifications are highly desirable and contribute lo achieving the adV3nced 
professional knowledge, skills and expertise required to operate at this level. 

• Postgraduate qualifications may be an essential requirement. 
ScientifidRcgulatory Stream 
• 0Mionstrdtes advanced scientifidregulatory knowledge, skills and expertise and advanced 

professional judgement in advising and influencing higher level management and stakehold= 

• 
regarding highly complex and varied, novel and/or critical scientifidregulatory work 
Demonstrates advanced knowledge, skills, and expertise in highly complex, contemporary, 
sdentifidregulatory practice standards, in one or more areas of practice/modalities. Area of practice 
may be generalist and/or a defined sub-specially. 

• Applies advanced scientifidrey,ulatory knowledge, skills, expertise, and 1>rofessional leadership skills to 
support the development of scientifidrcgulatory compe1ence in other members of the team, 
service/business unit, fune1ion and/or program. and acts as {he referenc.e point for scientifidregulatory 
advice across one or more areas of rraclice or sub-specialties, at a service level/business unit. 

• Applies advariced knowledge, skills and expertise that. facilitate novel and/or critical decisions and 
continuous quality improvement in a highly complex workload. 

• Demonstrates advanced knowledge, skills and expertise regarding education and training, research, 
quallty improvement, project management, policy development and regulatory matters. 

• Demonstrates advanced scientifidregulatory amJ managerial knowledge, skills and expertise and 
leadership skills LO capably perfom1 operational managerial duties for single profession and/or 
multidisciplinary teams. functions and/or programs. operating either al single or multiple sites. 

• RelCV3nt postgraduate qualifications are highly desirable and contribute to achieving the advanced 
scientifidrcgulatory knowledge, skills and expertise required to operate at this level. 

• Postgraduate qualifications may be an essential requirement. 
Management stream 
• Applies advanced professional and managerial knowledge, skills and expertise and leadership skills to 

capably perform operational management duties. 
• Proficiently provides direction to the team, function and/or pmgram . 
• Dernons1rates advanced knowledge and unclers1anding of relevant legislation, regulations, policy, 

financial and administrative frameworks, government derision-making processes, and demonstrates 
proficiency in their application to management in the public sector. 

• Demonstrates advanced management knowledge, skill and expertise obtained through ex1">erience 
and development activities, post graduate education or formal qualification. Relevant post graduate 

• 

qualifications in management or system atlministration are desirable and contribute to the 
management knowledge and skills required to ope<ale at this level. 
Demonstrates advanced knowledge, skills and experience regardinii education and training, research, 
quality impmvement, quality assurance, accredilation, project management, rolicy development 
and/or reoulatorv matters, and c.,,.nertise to lead related activities. 

INTERPERSONAL SKILLS 
Clinical/Professional Stream 
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• Demonstrates advanced communication, negotiation, conflict management skills and 

• 

clinical/professional leadership skills to ~lign a team, function and/or program with the operational and 
business plans, strategic direction, and actively builds and influence a positive wori<placc culture. 
Leads and motivates others to develop knowledge, skills, and cxpertis<: and t.o won< collaboratively as 
a team, f,mction and/or program, where there are ,:ometimes competing piiorities. 

• Communicates highly complex information to patients/clients, cdleagues and stakeholders in tenns 

• 
which can be understood and implemented. 
Develops and maintains productive relationships with peers and sl,ikeholders with similar levels of 
skill and experience in related teams, se,vices/liusiness units, functions and/or programs to share ideas 
and to resolve problems. 

ScientifidRegulatory Stream 
• Demonstrates advanced communication, negotiation, conflict management skills and professional 

leadership skills to align a team. furu:Lion and/or program with the operational and business plans, 

• 
strategic direclion, and actively builds and influence a positive wori<place culture. 
Leads and motivates others to develop knowledge. skills, and expertise and to won< collabor.1Lively as 
a team, function and/or program, where Lhere are sometimes competin?, priorities. 

• Communic-Jles highly complex information applicable to strategic direction and changing workplace 
practices to colleagues and stakeholders in tenns which can be understood and implemented. 

• Develops and maintains productive relationships with peers and stakeholders with similar levels of 
skill and experience in related teams, services/business units. functions and/or programs to share id~IS 
and to resolve problems. 

Management stream 
• Demonstrates advanced communication, negotiation, conflict managemenl skills and 

clinical/professional leadership skills to align a team, furKLion and/or program with the operational and 
business plans, strategic direction, and actively builds and influences a positive workplace culture. 

• Manage staff and stakeholders to facilitate cooperation, teamwori< and understanding . 
• Develops and maintains prmluctive relationships with peers and stakeholders with similar level of skill 

and experience in related teams, services/business units, functions and/or program to share ideas and 
resolve oroblems. 

IUDGEMENT 
ClinicaVProfessional Stream 
• b<ercises advanced professional judgement and decision-making Gtpabilily in relation to highly 

complex dinicaVcaseload management and lo improve and influence clinic,11/professional competence 
in others through the provision of clinical/professional supervision and advocacy. 

• Demonstrates innovation and adaptability lo identify, implement and evaluate solutions to highly 

• 
complex problems impacting the team, service/business unit, function and/or program. 
Advanced conceptual. analylit-al, and reasoning skills to research, investigate and propose 
recommendations regarding the implementation, delivery, and evaluation of highly <:ornplex and 
varied, novel and/or critirnl clinical/professional work 

• Options recommended arc constrained by the existing policy and regulatory frJrneworks, budget, 
and resource considerations, but will require the adaptation and modmcation of established 
clinical/professional practices or methods and/or trialling of novel practices or methods and may 
require the development of new operational guidelines, systems, and processes, which may 
significantly alter outcomes. 

ScientifidRegulatory Stream 
• [xercises advance<i professional judgement and decision making capability in relation to highly 

complex scientifidregulatory output management and to improve an<i influence scientifidrcgulatory 
competence in others through the provision of professional supervision and advoc-Jcy. 

• Demonstrates innovation and adaptability to identify. implement and evaluate solutions to highly 
comolex problems imoactino the te.1m, service/business unit. function ancl/or program. 
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• Advanced conceptual, analytit-al, and rea~oning skills to research, invesligale and propose 
recommendalions regarding the implement.itiori, delivery, and evaluation of highly complex and 
varied, novel and/or critical scier1tifidregulatory work 

• Options recommended are constrained by the existing policy and regulatory frameworks, budget. 
and resource considerations, but will require the adaptation and modification of established 
scientifidregulatory practices or methods and/or trialling of novel practices or methods and may 
require the developrnenl of new operational guidelines, systems, and processes, which may 
significantly alter outcomes. 

Management stream 
• Proficiently makes mamgerial decisions . 
• Demonstrates innovation and adaptability lo identify, implement and evaluate solutions to highly 

complex problems impacting the team, function and/or program. 
• Options recommended arc constrained by the existing policy and regulatory fr.,neworks, budget 

and resource considerations, but may require the development of new operational guidelir1es, 
svstems and orocesses which m.iv sienificantlv alter outcomes 

INFLUENCE 
Clinical/Professional Stream 
• The work significililtly inBuences the effective, and efficient operation of the team, function and/or 

progr<lm. 
• Has moderate cOfpOrale impact and inlluence beyond the immediate work area . 
• Advice provided results in the adaptation and modification of established dinicaVprofessional 

practices or methods and/or trialling of novel practices or methods and may require the 
development of new operational guidelines, systems. and processes. 

• The nature of the response required to address emerging evidence and changes in practice will alter 
the way work is performed within the team, service/business unit function or program and will affect 
outcomes for the team, service/business unit. function and/or proiiram. 

• The work has moderate influence on the implementation of Government and/or Agency policy, and 
achievement of rela:ted objectives. through service delivery and/or function/program outcomes. 

ScientifidRegulatory Stream 
• The work significantly influences the effective and efficient operation of the tmm, function and/or 

program. 
• Has moder~te corporate impact and influence beyond the immediate wOfk area . 
• Advice provided results in the adaptation and rnodiric;ation of established.scientilklregulatory 

practices or methods and/or triallin)l of novel practices or methods and may require the 

• 
development of new operational guidelines, systems, and processes. 
The nature of the response required to address emerging evidence and changes in p<'ilctice will alter 
the way work is performed within the team, service/business unit, function or program and will affect 
outcomes for the learn, seivice/business unit, function and/or program. 

• The work has moderate influence on the implementation of C,ovemment and/or Agency policy, and 
achievement of related objectives, through service defrvery and/or function/program outcomes. 

Management Stream 
• The work significanlty influences the effective and efficient operation of the team, function and/or 

program, 
• Has moderate corporate impact and influence beyond the immediate work area . 
• Advice provided may require the development of new operational guidelines, systems and processes 

which may significantly alter outcomes. 
• Provides direction to staff within the learn, function and/or progrdfl'l to effectively manage lhe te,un, 

function anci/or program consistent with the strategic direction. operational and business plans, and 
priorities. 

• The work has moderate influence on ·1 he implementation of Govemrnenl and/or Agency policy, and 
ad1ievement of related obiectives, throuoh service delive,v and/or fi.inction/nrooram outcomes. 
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LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILITY 
Clinical/Professional Stream 
• Accountable and responsible for provision of autonomous and advanced dinic:al/professional services 

of a highly complex and varied, novel and/or oitical nature, with moderate scope. 
• Provides advice lo senior management, colleagues and other relevant stakeholders regarding highly 

complex professional standards and development of dini<aVprofessional services, functions and/or 
programs. 

• Responsible for the optimal use of resources to deliver services, functions and/or pn,grams and 
achieve agreed outcomes. 

• Leads change through service-wide governance related activities and the development of others. 
• Has a leadership role within the team, service/business unit, function and/or progrwu lhal supports 

higher level management to achieve challenging and sometimes competing priorities. 
• Represents the work are;i wiU, llie authority to conduct and commit to a negotiated outcome 

regarding operational processes and which roay have implications heyond the immediate work are.i. 
• Contributes to strategic planning for a service. 
ScientifidRegulatory St ream 
• Accountable and responsible for provision of auto1<)n1ous and advanced sdenlifidregulato1y services 

of a highly complex and vJried, novel and/or critical nature, vvith moderate scope. 
• Provides advice lo senior management, colleagues and other relev,mt stakeholders regarding highly 

complex scientifidregulatory standards and development of sdentifidregulatory services, func.tions 
and/or progrdlns. 

• Responsible for the optimal use of resources to deliver services, functions ,uxl/or programs and 
achieve agreed outcomes. 

• Leads change through service-wide govemance related activities and the development of 
sdentif,c/regulatory competence in others. through the independent application of adv,mced 
scientifir/regulatory expertise to improve practices. 

• Provide professional lea,lership within the team, service/business unit, function ,u,d/or program. Has a 
leadership role within t he team, service/business unit, function and/or program that supports highet 
level management to achieve challenging and sometunes competing priorities. 

• Resport~ible for the day-to-day oper&liunal management of a sc.ientifidregulatory work unit or work 
units, including responsibility for quality assurar'1<:e, quality management, performance appraisal and 
other operational issues, ac.ross one or more sites. 

• Represents the work area with the authority to conduct and commit lo a negotiated outcome 
regarding operational processes and which f1'1<1Y have implications beyond lhe irnmediate won< area. 

• Contributes lo strategic planning for a service/business unit. 
Management Stream 
• Responsible for operational management induding direction of work priorities and practices: 

monitoring workllow; management of staff. profession.11 supeNision, perfonnance appraisal and 
implementing programs aml strategies to address identified training needs. 
Responsible and accountable for suppor1i11g higher level management with the allocation, 
coordination and monitoring of human, physical and financial resources, including administration and 
c,on1rol of budget(s), assets an<lior facilities. 

• Undertakes slrategic planning for the learn, function and/or program. 
• Leads govemance related activities within the team, funclioo and/or program. 
• Has a leadership role within the team, sP.rvice/business unit, fonction and/or program that supports 

higher level management to achieve challenging and sometimes competing priorilies. 
• Represents the work are,1 wilh the aulhority to conduct and commit to a negotiated outcome 

re2ardinQ ooera1ional processes and which n.1v have imolications bevond the immediate work area. 

AHPlevelS 
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(AHPS G I to AHP G4 (manager roles); AHPSS G 1-2 to AHPSS G3-4 (specialised roles); 
AHPP5a (practitioner roles); AHPS GS and AHPS G6) 
FOCUS 
The AHP level 5 dinical/profer.sional stream and scientifidregulatory stream 
May be applied Lo specialised roles specified under Sd1edules 5 and 6 where the cl;,ssificalion level is 
broad banded as AHP level 5 Grade 1-2 to /\HP level 5 Grade 3-4 (AHPSS G 1-2 to AHPSS G3-4)). 
Specialised roles at this level are expected to have a depth of knowledge in the profession and/or 
multiple sub-speciallies, thal is significant to the Agency. Persons at this level often have a national 
reputation. There is a requirement for a high degree of originality and analytic-al and conceptual skills in 
the resolution of exceptionally complex technical or polity issues. The work requires expert knowledge 
in the profession and/or multiple suh-specialties and in mosl c.,ses a comprehensive knowledge of 
relevant legislation and policies. The work re,1uires constant adaptation of existing principles to new and 
unusual problems and involves frequent changes in policy, program or technological requirements. A 
relevant° post gradu<lte qualification is an essential requirement along wilh a1 least 8 years specialised 
experience. Progression from AHP level 5S Grade 1-2 Lo AHP level SS Grade 3-4 is in accordance with 
Schedue 9. 

The AHP level S dinical/p,ofessional stream and scientifidregulatory stream may also be applied to 
pmctitioner roles (AHPPSa) specified under Schedules 5 and 6. Practitioner· roles al this level operate in 
accordance wilh broad objectives and are cxpecled lo apply unusually.signijicant d inical/professional 
knowledge and professional judgement in multiple sub-spccialties relewnl to lhe work area and in 
relation to the most novel, exceptionally complex or critical clinical/professional work. 

Clinical/Professional Stream 
• An AHP with an expert level of clinical/professional knowledge. skills, and experient-e. 
• Perfonms the most novel, exceptionally complex, critical and/or specialised cEnical/professional work 

with significant scope, in a single profession or multidisciplinary service/business unit, function and/or 
program. 

• Provides formal, consultant-level clinical/professional seivices, and uses exI,e1'l command of 
specialised tedmiques within the given proression, often at a state and/or national level. 

• Provides expert level clinical/professional leadership to develop and adva11ce the professional 
knowledge, skills, and expertise of others withir\ or outside the service/business unit, function and/or 
program. 

• Makes decisions on the most novel, ext-eptionally complex or critical interventio11s and/or specialised 
techniques or slralegies that may have significant consequences for patients/clients and/or has 
;;ignificant corporate impact and influence beyond the immediate work area 

• Roles classified in the AHP level 5 dinicaVprofessio11al stream may also have managerial 
responsibilities commenslirate with the AHP level 5 management stream. However, the primary 
focus of the role is the most novel, exceptionally complex. critical and/or specialised 
d inical/professional work. 

ScientifidRegulatory Stream 
• An AHP with an expert level of scientifidregulalory knowleclge, skills, and experience. 
• Perfonms the mosl novel, exceptionally complex. critical and/or specialised scientifidregulatory work 

with significant scope. in a single profession or multidisciplinary service/business unit, function and/or 
progmm. 

• Provides formal, consullanl-level scientifidregulatory services, and uses expert command of 
specialised techniques within the given profession, often at a state and/or national level. 

• Provides expert level professional leadership 10 develop and advance the scienlilidregu1alOIY 
knowledge, skills. and expertise of others within or outside the service/business unit, function and/or 
program. 
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• Makes decisions on thi< most novel, exceptionally complex or critical inteNentions and/or specialised 
techniques or strategies that may have signific:ant consequences for patients/clients, colleagues and/or 
stakeholders and/or has significant corporate impact and influence beyond the immcxliate work area. 

• Holes classified in the AHP level 5 scien1ific/regulatory stream may also have managerial 
responsibilities c:ornrnensurate with t he /\HI' level S management stream. However. the primaiy 
focus of the role is the most novel, exceptionally complex, critical and/or specialised 
scientijidregulatory work. 

Management Stream 
• An 'AHP with an expert level of professional and managerial knowledge, skills, and exµerience. 
• Al IP level 5 roles have designated responsibility for managing a single profession or multidisci1)linary 

service/business unit and/or a fu,1ction and/or program induding governance related activities. 
• The seNice/business unit, function and/or program m,,y operate across several sites and may have 

statewide operation. 
• Provides professional supervision to peers ;md/or subordinates (unless precluded by regulatory or 

professional body ra 1uirements). 
• Sets slr<1legic direction, and is responsible for operational and business planning, for the 

seNice/business unit, function and/or program, and has a direct influence in the development, 
interpretation and implementation of operating guidelines, systems, and processes. 

• I las significant corporate impact and influence beyond the immediate work. 
The Grading of /\HP level 5 Manager roles (AHP 5 G I to AHP 5 G4} specified under Schedule S or 
Schedule 6 will be deterrnined by assessment against criteria developed by employing agencies in 
consultation with unions. Criteria should be reviewed and updated on a regular basis. I he AHP level S 
(/\Hl'S-2 to AHPS-5) specified under Schedule 7 is not graded. 

In addition, roles specified trnder Sd ,edule 5, Schedule 6 or Schedule 7 that are dassified as AHi' level 5 
grade 5 (AHP SGS) [AHP level 5 grade SA (AHP 5 GSA) in Schedule 7] and AHP level 5 grade 6 (AHP 
S G6). are reseNed for roles: 
• Hesponsihle for leading multiple seivices/business units and/or functions and/or programs. Some 

services/business units and/or functions and/or programs under the control of the position may 
operate across several sites and may have statewide operation. 

• Sets the overall strategic direction tt.,t r,uides operational and business planning for the 
services/business units, functions and/or programs undi<r their control. 

• Has overall govemaJ)Ce responsibilities for the services/business units, functions and/or programs 
under their control. 

• Ha.~ highly significant corporate im1)act and influence within the Agen,y. 
The Grading of AHP level 5 grade 5/5/\ and AHP level 5 grade 6 will be determined by assessment 
against criteria developed by employing agencies in consultatioll with unions. Criteria should be reviewed 
and updated on a regular basis. 
CONTEXT AND FRAMEWORK 
ClinicaVProfessional Stream 
• Operates with considerahle autonomy. limited direction, and in accordance with Government and/or 

Agency obji<c:1ives and policy in a highly challenpjng, complex. and sensitive environment. 
• Determines priorities and strategies for the service/business unit. function and/or program related to 

the most novel, exceptionally complex, critical and/or specialised professional work. 
• Requires innovation and interpretation as <'..xisting precedents and policy may he limited. Emerging 

issues can be due to significant operational concerns and can anticipate regulatory ct.,nge. 
• Roles lead the integration of service initiatives into d inicaVprofcssional prrlclk<', organisational 

euidelines, systems, and processes. 
ScientifidRegulatory Stream 
• Operates with considerable autonomy, limited direction. and in accordance with Government and/or 

A!!encv obiectives and noli~ in a hiohly challenl irll<, complex, and sensitive environment. 
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• Detem1i11es priorities and strategics for the service/business unit, function ~nd/or progrdnl related to 
the most novel, exceptionally complex, aitical and/or specialised sdentifidregulatory work. 

• Requires imovation and interpretation as existing precedents and policy may be limited. Emerging 
issues can be due to significant operational concerns and can anlicipate regulatory change. 

• Roles lead the integration of service initiatives into scientifidregulatory proctice, organisational 
guidelines, systems, and processes. 

Management stream 
• Operates with considerable autMomy and limited direction regarding managerial and oper•Lional 

matters. 
• Operates in accordance with Government a11d/or Agency objectives and policy to effectively manage 

the service/business unit, function and/or program in a highly challenging, complex. and sensitive 
environment subject to constant change and influenced by social, political, and ind,,strial events. 

• Detennines appropriate priorities, strategics, milestones and approaches for the service/business unit, 
function and/or program. 

• Requires innovation and interpretation as existing r,receclents and policy may be lim~ed. Emerging 
issues can be due to significant operational concerns and can anlicipal.e regulatory change. 

In addition, roles specified under Schedule -~. Schedule 6 or Schedule , that are dassified as Al IP level 5 
grade 5 (AHP 5 GS) (AHP level 5 grade SA (AHP 5 GSA) in Schedule 7] and Al IP level 5 grade 6 (AHi' 
5 G6), are for roles that: 
• Operate with considerable autonomy and minimal direction within the Agency. 
• Government and/or Agency objeclives and policy govern positions da~sifted at this level. 

Considerable innovation and interoretation are required where nrccedcnts and policy are limited. 
KNOWLEDGE, SKILLS AND EXPERTISE -ClinicaJ/Professional Stream 
• Demonstrates expert level knowledge and skill in the most novel, exceptionally complex. critical 

and/or a specialt~ed _area of expertise and expert clinical/professional leadership skills. 
• Provides expert dinical/professional services and authoritative advice and acts as a reference point for 

the profession/service (within and outside the service) at a statewide or national level. 
• Demonstrates expert dinicaVprofession.,I lmder..hip in the developrneflt, implementation and 

evaluation of professional standards, t echniques, strategies, and policies related to specialised area of 
expertise, often on a statewide basis. 

• Advocates for and influences the service/business unit, function and/or program, generolly on matters 
of high importance, using negotiation and conflict management skills with relevant stakeholders. 

• Pel'SOns at this level often have a state or national reputation. 
• Demonstrates recognised specialised expertise, knowledge and skills obtained through formal 

qualifications, post graduate education and training, and continuing professional development in area 
of expertisc/spcc~,lised practice. A relevant post graduate qualification is an essential reqvirement 
along with at least 8 years speci;tlised experience for specialised roles. 

• Expert level research, investigative, analytical and appraisal skills. 
• Demonstrated contribution to research and knowledge in a given profession through publication in 

peer reviewed publications for specialised roles. 
• Leads and drives service quality and service improvement activities, shaping service delivery and the 

development of clinical/professional ('.Ompetence in others. 
• Participates in statewide committees and may be a reprE>.sentative on national committees. 
Scientifid Regulatory Stream 
• Demonstrates expett level knowledge and skill in the most novel, exceptionally complex. critical 

and/or a specialised area of scientifidregulatory expertise and expert professional t~,dership skills. 
• Provides expert scientifidr~-gulatory services and authoritative advice and acts as a reference point for 

the orofession/se,vice (within and outside the service\ at a statcwidc or national level. 
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• Demonstrates expert profession,1I leadership in the development, implemenlalion and evaluation of 
professional standards, techniques, strategics, nnd polide.~ related to specialised area of expertise, 
often on a statewide basis. 

• Advocates ror and inOuences the service/business unit, runction and/or program, generally on matters 
or hiY,h importance. using ncgotialion an<l conflict management skills with relevant stakeholders. 

• Persons at this level often have a state or nalional repulation. 
• Demonstrates recognised specialised expertise, knowledge and skills obtained through formal 

qualmcatior1s, postgraduate education and training, and continuing professional development in area 
of expertise/specialised practice. A relevant post graduate (Jualifir.ation is an essential requirement 
along with at least 8 years specialised experience for specialised roles. 

• Expert level research, investigative, an,1lytic,1I and apprnisal skills. 
• I )emonstrated contribution to research and knowledge in a given proression through publication in 

peer reviewed publk'lltions for specialised roles. 
• Leads and drives service q1J<1lity and service improvement activities, shaping service delivery and the 

development of scientifidrcgulatory competence in others. 
• Participates in statewide committees and may be a representative on national corrvnittccs. 
Management stream 
• Applies expert professional and managerial knowledge. skill and expertise to effectively lead and 

mana1:e the service/business unit and/or function and/or progr;un. 
• Dcmon,I rdles ability to a,ticulate and implement strategic direction for the service/business unit, 

runction and/or progrJm. 
• Advocates for and influences the service, function and/or program, generally on rnatters of high 

importance, using negotiation and conflict management skills with relevant stakeholders 
• Exµer'l knowledge and understanding of relevant legislation, regulations, policy, financial and 

administrative frarneworl<s, government decision-making processes, and demonstrates Lhe ability to 
manage and advise others regarding t heir application to management in the public sector. 

• Demonstrates expert profession.ii leadership in the development. implementation and evaluation of 
strategic, operation,1I, and business plans and other work related to governance. 

• Demonstrates recognised managerial expertise, knowledge and skills obtained through formal 
qualifications, postgraduate education and training. or continuing professional development. 

• Participates in statcwide committees and may be a representative on national committees. 
In addition. roles specified under Sche<:fule S, Schedule 6 or Schedlfo I that are dassified as AHP level 5 
grade 5 (AHP 5 G!>) LAHP level 5 grade SA (AHP 5 GSA) in Schedule 7) and AHP level 5 grade 6 (AHP 
S G6). is reserved for roles: 
• That require proressional leadership and management expertise, in a strategic c,1padty, oblained 

lhrough extensive prior experience in leadership and man,1gernent roles. 
• Apply expert professional knowledge, skill, and ,;.xpertise in a strategic capacity over multiple 

services/business urits, funclions and/or programs. 
• Advocate for and influence opcratiomd decisions within the Agency, using expert negotiation and 

conflict management skills with internal and external slakeholders, particularly in response to complex 
issues in situations of differinv interests. 

INTERPERSONAL SKILLS 
Clinical!Professional Stream 
• Provides expert clinic,al/professional leadership in a manner that exemplifies and establishes posiliv~ 

workplace culture. 
• Leads and motivates others to identify ~1ralegic opportunities, promote strategic direction, 

operational and business plans, facilitate cooper;ition and teamwork. build understanding and 
cap,,bilily and ad1ieve outcomes, where Lhere are multiple competing priorilies. 

• Articulates lhe most novel, exceptionally complex. aitical and/or specialised information and issues to 
oalients/clients, colleaoues and stakeholders in terms which can be understood and unplemcntcd. 
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• Engages and collaborates with key internal and external stakeholders to share ideas and to resolve 
exceptionally complex and/or specialised prublems related to area of expertise. 

SdentifidRegulatory Stream 
• Provides expert professional leadership in a manner that exemplifies and establishes positive 

workplace culture. 
• Leads and motivates others Lo identify strategic opportunities, promote strategic direction, 

operational and business plans, facilitate cooperation and teamwork. build understanding and 
capability and achieve outcomes, where t here arc multiple competing priorities. 

• Articulates the most novel, exceptionally complex, critical and/or specialised information and issues ·to 
colleagues and stakeholders in tenms which c.m be understood and implemented. 

• ~ngages and collaborates with key internal and external stakeholders to share ideas and to resolve 
P.xceptionally complex ancVor specialised problems related to area of expertise. 

Management stream 
• Leads and manages in a manner that exemplifies and establishes positive workplace culture. 
• Manages staff and stakeholders to achieve Government and/or Agency objectives where there are 

multiple competing priorities. 
• Builds and maintains effeO.ive re.lationships with a diverse range of stakeholder.;; nurtures· internal and 

external relationships; facilitates cooperation and partnerships and values differences and diversity in a 
highly challenging, complex, and sensitive environment. 

In ;iddition, roles specified under Sd1edule 5, Schedule 6 or Schedule 7 that arc classified a, Al IP level 5 
grade 5 (AHP 5 G5) [AHP level 5 grade SA (Al IP 5 GS/\) in Schedule 7) ;ind Al IP level 5 grade 6 (AHP 
S G6), is reserved for roles: 
• Rcsponsihle for leading and establishing positive workplace culture across the services/business units, 

functions and/or programs under their control. 
• !'hat engage and collaborate with internal and external stakeholders to identify strategic opportunities 

and resolve complex and significant operational issues that have highly significant corporate impact 
within the Agency. and which may impact external stakeholders. 

• That work c.oostructively as a member of a leadership team for a defined operational group of the 
A•encv. 

JUDGEMENT 
Clinical/Professional Stream 
• exercises expert professional judgement in relation to the most novel, exceptionally complex, c.rilical 

and/or specialised professional work and identifies, defines. and develops options for the Government 
and/or Agency regarding complex policy and/or improved delivery of a service/business unit, functiOf\ 
and/or program. This may require the development of new solutions to unusual or emerging 
problems, including where precedent and policy may be limited. 

• /\dorts a flexible, creative, and innovative approach in the implementation of Government and/or 
Agency objetiives, and the integration of relevant solutions from diveise professions or areas o f 
expertise. 

• Recommendations made arc cormrnined by the policy and regulatory framework. budget, and 
resource considerations, but may require the development of new (and/or adaptation of established) 
service, function and or program delivery methodologies. 

ScientifidRegulatory Stream 
• fxercises expert professional judgement in relation to \he most novel, exceptionally <:omplex, critical 

and/or specialised scicntifidrcgulatory work and identifies, definP.s, and develops options for the 
Government and/or Agency regarding complex policy and/or improved delivery of a service/business 
unit, ftmction and/or pror,rarn, This may require the development of new solutions to unusual or 
emerging problems, including where 1>re<:edent and policy may be limited. 

• Adopts a flexible, creative, and innovative approach in lhe implementation of Government and/or 
Agency objectives, and the integration of relevant solutions from diverse professions or areas of 
exoertise. 
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• Rccommi,ndations made are constrained by the policy and regulatory framcworl<, hudgel, and 
resource conside.rations, hut may require the development of new (and/or adaptation of established) 
service, function and or program dclive,y melhodolor,ies. 

Management stream 
• Exercis~,s expert professional judgement in relation to the management of a service/business unit, 

function and/or program and identifies, defines, an<l develops recommendations for Govemmenl 
and/or Agency regarding complex op«rational matters and/or improved delivery of a service, function 
and/or program. This may require the development of new solutions to unusual or eme,ging 
problems, including where precedent and policy may be limited. 

• Adopts ;i flexible, <:reative, and innovative approach in the implementation of Govemment and/ 
Agency objectives, and the integration of relevant solutions frnm diverse professions. 

• Recommendations made arc constrained by 1 he policy and regulatory framework, hudgel, and 
resource considerations, but may require the development of new (and/or adaptation of established) 
service, function and or program delivery methodologies. 

In addition, roles specified under Schedule 5, Schedule 6 or· Schedule 7 that are classified as AHP level 5 
grade 5 (AHP 5 GS) [/\HP level S grade SA (AHP 5 GSA) in Schedule 7) and Al IP level 5 grade 6 (AHP 
5 G6), is reserved for roles: 
• That exercise expert professional judgement in a strategic (·apadly over multiple services/business 

units, fun(·lions and/or programs within an Ar,ency. 
• That demonstrate t he ability to understand the political. social, and operational environment to 

identify complex and significant operational issues and make recommendations 011 slr-ategies and 
approa.ches to remediate complex and significa11l operational issues. 

• Recommendations may require the development of novel strategies and approad1es, and the 
outcomes achieved have highly significant corporate impact and influence within the Agen~y and may 
imoact and influence extemal slakeholders. 

INFLUENCE 
'clinical/Professional Stream 

• The work has significant influence on the achievement of Government and/or Agency objectives. 
• Contributes to the development of cfinical/profcssion.,I competence in the profession/service al a 

state or national level and advocates fnr and influences the profession/service's s1ra1egic direction of 
clinical/professional practice. 

• I las significant corporate impact and influence beyond the immediale work area. 
• l)ecisions may alter how Government and/or the Agency responds to emerging trends, induding 

new (and/or adaptation o f established) service, function and or program delivery methodologies, 
adoptio11 of new systems or methods. and/or changes to the way work is organised arnl/or 
pe,forrned. 

• Outcomes may improve community benefits and may have signific.ant and far-reaching implications 
across the (;ovemment and/or Agency. 

• Provides conclusive and authorilalive clinical/professiorol advice lha:I has significant corporate impact. 
• Alternative sources of advice arc limited within ihe Agency. 
ScientifidRegulatory Stream 
• The wo,k has significant influence on the achievement of Government and/or' Agency objectives. 
• Contributes lo the development of scicntifidregulatory competence in the profession/service al a 

stale or national level and advoca1es for and influences the professionlse1vice's strategic direction of 
scientifidregulalory practice. 

• I las significant corporate impaa and influence beyond the immediate work area. 
• Decisions may alter how Government and/or the /\gcncy responds to emerging 11-ends, including 

new (and/or adaplalion of established) service, function and or program delivery methodologies, 
adoption of new systems or melhods, and/or clianges to the way work is organised and/or 
oerfonncd. 
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• Outcomes may improve community benefits and may have significant and far-reaching implicalions 
acros.s the_ Government and/or Agency. 

• Provides conclusive and authoritative scientifidregulatory advice ·that has significant corporate irnpacJ. 
• Alternative sources of advice ore limited within the Agency. 
Management Stream 
• The wor1< has significant influence on the achievement of Govenune,1t and/or Ageflcy objectives. 
• Contributes to the development of managerial competence in others within or outside the 

service/business unit, function ar)(l/or program through mcntoring, supervision, and support. 
• Has significant COl))Orate impact and influence beyond the immediate work area. 
• Provides management advice and service delivery, function and/or program outcomes are all ered as 

a result. 
• Decisions may alter how Gover runent and/or the Agency responds to emerging trends. including 

new (and/or adaptation of established) service, function and or program delivery methodologies, 
adoption of new systems or methods, and/or changes to the way work is organised and/or 
perfonned. 

• Alternative sources of advice are limited within the Agency. 
In addition, roles specified under Schedule 5, Schedule 6 or Schedule 7 that are classified as AHP level 5 
grade~ (AHP 5 GS) [AHP level 5 grade SA (AHP S GSA) in Schedule 7) and AHP level 5 grade 6 (AHP 
S G6), is reserved for roles: 
• That have highly significant influence on the achievement of Govemment and/or Agency objectives. 
• That have higtdy significant corporate impact and inOue.nce within the Agency. 
• Provide high-level advice and recommendations directly to executive management regarding the 

multiple services/business units, functions and/or programs under their control. 
• A lternative sources of advice are verv limited within the Aeencv. 
LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILITY 
Clinical/Professional Stream 
• Accountable and responsible for provision of expert level dinicaVrrofessional leadership to support 

services which ,ire I he rnost novel, exceptionally complex, critical and/or specialised, with significant 
scope. 

• Responsible for solving large scale, exceptionally complex problems throtJgh recognised expertise and 
expert interpretation of existing health (or other relevant) service systems, profession;d standards, 
and other considerations. 

• Exhibits expert leadership, advocacy, and influence in the development of professional competence 
within the given profession/service, often at a state and/or national level. 

• Demonstrates leadership in the supervision, education and training of stafr and students and provides 
expe.rt training and guidance to experienced /\HPs looking to b,i ld capability. 

• Leads cooperation, teamwork and understanding in undertaking the most novel, exceptionally 
wmplcx. critical and/or specialised services, that o ften include multiple competing priorities. 

• Represents areas of responsibility with the authority to conduct and commit to a negotiated 
outcome regarding strategies, policies, programs, and objectives and which have implications beyond 
the immediate work area. 

• Clinical/professional roles at AHP level 5 may have a high level of managerial responsibility across 
single professions ,md/or mufti-disciplinary teams, functions and/or programs, C01M1ensurate with 
AHP level S management stream responsibilities. Mam1gcrnent will be strategically foCllsed, with 
accountahil~ies focused on leading service delivery in the given dinical/professional profession. 

ScientifidRegulatory Stream 
• Accountable and responsible for provision of expert level professional leadership to support services 

which are t he most r,ovel, exceptionally complex, critical and/or specialised, with significant scope. 
• Responsible for solving large scale. exceptionally complex problems through recognised expertise and 

expert interpretation of existing health (or other relevant) service systems, professional standards, 
and other considerations. 
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• Exhibits expert leadership, advocacy. and influence in the development of scientifidregulatory 
competence within the given pmfession/setvice, often at a state and/or national level. 

• Demonstrates leadership in the supervision, education and training of staff and students ,md provides 
expert training and guidance to experienced Alf Ps looking to build ,apa!Jility. 

• Leads cooperation, teamworl< and understar<ling in undertaking the most novel, exceptionally 
complex. critical and/or specialised se,vices, that often indude multiple competing priorities. 

• Represents areas of responsibility with the authority to conduct and commit to a negotiated 
outcome regarding strategies, policies, programs, and objectives and which have implications beyond 
the immediate worl< area. 

• Scientifidregulatory roles at /\HP lcvd S may have a high level of managerial responsibility across 
single professions anti/or multi-disciplinary teams. functions and/or programs, commensurate with 
AHP level 5 management stream responsibilities. Manar,ement will be strategically foc:usP.d, wilh 
accountabilities focused on leading service delivery in the given st:ientifidregulatory professio,-.. 

Management Stream 
• /\ccountabl" and responsible for providing leadership and for· selling dear perfo,mance expectations; 

performance management and development of staff; and supporting slafr to maintain focus and 
productivity. 

• Responsible for all aspects of slralegk. and operational management of the given area(s) of 
respMsibility. 

• /\ccountable and responsible for the administration, direction and control of human, physical and 
financial.resources under the contml or the positiol\ induding meP.linr, specified financial, quality, and 
other key p1-,formance indicators. 

• Sets, implements. and reports on strategic direction for the service./business units and/or function 
and/or program. 

• Leads gove1'Tl<1nce r"Eelated activities across the service/business unit and/or function and/or program. 
• Represents with the authority to conduct and commit to a negotiated outcome regarding objectives, 

concepts, str.ilegies, and policies for the area of respor,sibility and which have implications beyond the 
immediate worl< area. 

In addition, roles specified under Schedule 5, Schedule 6 or Schedule 7 that ilre clil5Sified as AHP level 5 
grade 5 (/\HP 5 GS) (AHP IP.vel S grade SA (/\HP 5 G5A) in St+1edule 7) and Al-IP level 5 grade 6 (AHP 
S G6), is reserved for roles: 
• Responsible and accountable for senior Jc.1dership and strategic direction for multiple 

services/business units and/or functions and/or programs. induding the development and 
implement;1tion of important strategic corporate initiatives in response to emerging ch,dlenges and 
which may include c:ornplex service, function and/or pmgram models. 

• That represent areas of responsibility within the Agency with authority to identiry and negotiate 
mutually acceptable solutions to comolex issues in situations of differing interests. 

AHP level 6 (AHP6) 
FOCUS 
• Executive mar.1gement and leadership of multiple and varied services at a statewide level. 
and/or 
• 

• 

• 

Executive managernent and leadership of major functions and/or programs at a statewide, 
multiagency and/or whole of govemment level, including but not limited to roles with leadership 
responsibilities related to specific legislative or regulatory functions and/or allied health worl<force and 
policy. 
Al IP level 6 roles have paramount corporate impact and influence within and outside the Agency 
including at a multi-agency and/or whole of Government level. 
Al IP level 6 roles act with autonomy to lead the development, coordination and implementation of 
policies, strategies, plans and initiatives wnh a statewide, multiagency, or whole of Government focus 
to achieve Govemmenl and Aeen~ obiectivcs. 
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• Provides professional supervision to peers and/or subordinates (unless preduded by regulatory or 
orofcssional bod,, r=uirements) . 

,_ CONTEXT AND FRAMEWORK 
• Operates autonomously. Only broad Guvemment and Agency objectives and policy govern 

• 
positions dassified at this level. 
Direction would be an exception and limited only to issues which have par.lffioun\ corporate impact 

• 
at an AgMcy, multi-agency and/or whole of Government level. 
Opc.-ates in a highly challenging, complex, and sensitive environment subject to significant and 
constant change that is influenced by social, political, policy, regulatory and industrial events at a State 
and National level. 

• Significant innovation and interpretation are required as precedents and policy are lacking. £merginii 
issues can be due to significant communitv and/or orofessional corKems and leQislative chanoe. 

KNOWLEDGE, SKIU5 AND EXPERTISE 
• Demonstr.ttes I>aramount professional expertise with executive level professional leadership and 

management expertise, including strategic alignment of direction with relevant Government and 

• 
national policies. 
Paramount understanding of current, and capacity to predict future, AHP issues including workforce, 
education and training, regulation, policy .ind legislation, the associated risks and/or sensitivities and 

• 

demonstrated ability to ini1iate and lead the development, implementation and evaluation of 
solutions, slrategies, and policies. at a statewide, multi-agency aoo/or whole of Government level. 
Applies paramount professional knowledge, skill, and expertise in a strategic. statewide, multi:agency 

• 
and/or whole of Government capacity. 
Formally recognised at a State and National level for providing authoritative advice on n,tun, 
development of statewide services, workforce, policy, and regulatory matters. 

• RepresMts the Government and Agency in a fom)al capacity in various State and National fora 
• Advocates authorit.itively on a State. National, or International basis . 
• PostQraduatc aualifications in leadershio, oovemance. administration, or oolicv are highly desirable . 
INTERPERSONAL SKILLS 
• Leads and influences positive workplace culture, including strategies, policies, and initiatives, at a 

• 
statewidc, rnultiagency and/or whole of Government level. 
Demonstrated ability to clearly ,lftic.ulate and effectively manage highly difficult, rnrnplex and/or 
sensitive issues al an Agency, multiagency and/or wh"le of Government level which may be poli tically, 

• 
industrially, or socially sensitive. 
Works constructively as a member of a I1>.adership team at a strategic statewide ,u·,d/or Agenc.y level. 

• Proven liaison and consultation experience and thi, ability to rroactively forge collaborative 
n,Ja:tionships and partnerships with a diverse range of stakeholders across the Agency, in other· 
agencies and jurisdictions as well as outside Government ir)cluding professional bodies, industrial 
bodies, community organisations and tertiary education partners to achieve Government and Agency 
obieclives. 

JUDGEMENT 
• Exercises autonomous professional judgement and focuses on Government and Agenc_y ob;eclives in 

• 
managing very difficult and very complex situations, induding where precedent and policy are lacking. 
Ability lo understand the political, soda!, and operational environment to identify critical issues, make 
sound judgements and provide authoritative strategic advice and recommendations about strategics, 
directions and p,iorities that may be original, innovative, or unprec;edenled and which have 
par.tn1ount corporate impact within ,mcl outside the Agency. including at a multi-agency and/or whole 
of Government level. 

• Recommendations require the development of novel strategies and pdic.ies. and the outcomes 
achieved are orieinal, innovative, and unorececlented. 

INFLUENCE 
• I he work has noramount influence on the ad1ievement of Government and A£encv objectives . 
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• Advice has paramount corporate impacl and influence at an Agmry, multiple Agency and/or whole 
of Government level. 

• Has slrategic influence on the design, implementation and evaluation or new statewide se,vices 
and/or m;ijor funclions and/or programs and/or policy and/or regulation at an /\gency, multi-agency 
and/or whole of Govemment level. 

• Determines strategic priorities across allied health workforce, policy, and reg1.Aatory (110<.tions and/or 

• 
services at an Agency, mufti-;igertry and/or whole of Government level. 
Provides paramount authoritative advice lo Agency Executive, Head of Agency and/or Government. 

• Alternative sources or advice are extremely limited and may be external to Government. 
LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILllY 
• Accountable and responsible for demonstrating executive level professional leadership through 

harnes.,;ing l<nowledge to hid rcsc-,,rch, development and/or implementation o f mulliple and varied 
state-wide services and/or major functions and/or programs at a statewide, multiagency and/or whole 

• 
or government level, in response to eme,wng challenges which may lie outside ;,.xisting parameters 
Responsible for all a.~1:>ects of management and administration of multiple and varied services/business 
units at a state-wide level and/or major functions and/or programs, induding meeting specified 
financial, quality and time related objeclivF-~ and the optimal use of resources. 

• Responsible for selling the strategic direction and driving improvement and reform, including their 
flow on implications, across allied health workforce, policy, and regulatory funr\ic)(IS a,1(Vor services at 

• 
a state-wide, m11l\i-age119 amJ/or whole of Government level. 
Is accountable fully for input into Government and /\gency policy ond all other professional cO<Jnscl 

• 
provided to interested stakeholders. 
Represents and negotiates on behalf of the GovemrneJ1l and Agency to advance the interests in 
respec:l to a broad range of allied heitl\h professional workforce, policy, regulatory and/or service 
issues. 

!( 
I • ·[ .. 
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Schedule 4 - Radiation Oncology Medical Physicist Classification Standards 

Preamble 

The Radiation Oncology Medical Physicist Oassification Standards (ROMP Oassific:ation Standards) apply to 
Radiation OncoloL,y Medical Physicists (ROMPs) as listed under Schedule I of this Agreement. 

All ROMPs must complete a tertiary entry to praclice qualification that meets the entry requ:rcments for 
the Australasian Conege of Physical Scientists and Engineers in Medicine (ACPSEM} Training, Education and 
Accreditat ion Program (TEAP) for the specially of radiation oncology medical physics, or equivalent 
qualification accepted by ACPSEM. Additional post graduate tr<lining is undertaken as part of the TEAP. 
This may include post gradu<1te qualifications in medical physics if a candidate has not already completed a 
post graduate qualification in medical physics prior to commencing TCAP. The cost of undertaking post 
graduate qualifications as part of the TEAP is to be met by the employee. 

The ROMP (]a_-,.sification Standards determine the classification level for ROMPs employed in the 
Department of Health. The ROMP Oassification Standards align to the ROMP <:areer sLructure and are 
based around seven job componmts. each containing a number of da.ssificalion standards (descriptors). 

• Focus: the primary purpose of the work 
• Context and Framework the operating environment and decision-making framework 
• Knowledge, Skills and Expertise: includes qualifications and experience 
• Interpersonal Skills: oral and written communication skills and the ability to lead people and manage 

relationships. 
• Judgement: critical thinking. problem solving and decision-making requirements 
• Influence: the impact of the work 
• Leadership, Accountability and Responsibility: t he principal responsibilities of the work 

The ROMP Classification Standards provide an objective guide to ass.,_ss statements of duties against and 
determine classification levels that are consistent across regions. Positions arc dassiliP.d according to 
assessment against the domains, not just by position Litle. 

A 'best fit' approach applies 10 classifying ROMP roles against the ROMP Classific;ition Standards, The job 
components have equal weight or effect and no classification standards (descriptors) within a job 
component ha~ more importance than another. Some classification standards (descriptors), however, are 
more relevant in describing different types of work than othm and therefore will have more in0uence in 
clas.'>ifying that worl<. Natu1olly, not ead1 and every classification standard ( descriptor} applies to any 
individual job. The ROMP Classification Standards are appropriately used when particular domains and the 
overall theme or "feel" of a particular classilication level provides the "best fit" to an employee's duties. ln 
using the ROMP Classification Stand,1rcfs it is imprn'lanl to consider particular organisational arrangements. 
such as lhe reporting relationships above and below specifically assigned duties, 

The ROMP Classification Standards will be reviewed when the Agreement is renegotiated, generally every 
three years, to ensure that they remain contemporary. 

Definitions 
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The following terms and definitions are provided to support interpretation of the dassification descriptors. 
Certain terms may be wrnbined to describe expectations at different levels i.e. 'complex' '1Jld 
'clinicaVprofessioriaJ work' or 'limited' and 'rlinical/professiorliJI supervision'. 

Tenn Definition 
Accreditation Accreditation is a recognised evaluation process to assess quality and safety. In 

these classification stand.irds (descriptor~). the term may refer to accreditation in 
the conl<>Xt of education and training programs and/or profession specific 
requirements to practice, and/or accreditation of facilities anc:Vor services against 
various national standards. 

Accredited ROMP means a ROMP who is included on the ACPSEM Register of Qualified Medico/ 
Phvsics Sll~>cioli:;ts uncJ RtidiMha,moceulicol Scientists 

ACPSl:M means the Australasian College of Phvsical Scientists and Enginee,s in Medicine 
Advanced A very high level of competency, skill and expertise gained through extensive 

ex1)erience, continuing professional development and/or post graduate 
education and L,-aining. 

Rroad ,1,pervision and Means an employee possesses advanced knowledge, skills and expertise, and is 
direction considered highly competent in their profession, exercises advanced professioml 

judgement and requires little guidance. An employee teeeives instruction in the 
form of broadly stated ohjedives. They have a delegated level of authority and 
discretion to plan and otherwise achieve results and are expected t o plan and 
complete work independently, can suggest and initiate imrrovements and can 
deal comoetcr,tlv with hiohly complex mauers. 

Close supervision and Requires that the supervisor is readily available few direct supervision on an 
ciireclion agreed frequent basis and closely supervises the worl<, providi11g dear, detailed 

and specific instructions. The ROMP works as directed and consults with the 
supervisor as needed on all matters not covered in 1he ori~inal instruction. 

Complex Complicated, involved, intricate and involving many different influences. 
Complex radiation oncology medical physics work denotes work in which the 
1<1nge of options is imprecise, requires high-level application of general principles, 
and may require some adaptation of accepted p1<1ctices and pmcedures. The 
work commonly involves elements or interrelationships between tasks. 
Complexity may also refer to the level of org;inisational/environmental 
complexity and/or inlers~tion with colleagues and stakeholders. 
The extensions of comnlex are 'hiohlv cornnlex· and 'exceptionally complex'. 

I-,. 

Competent Achieving an agreed level of capability that allows adequate performance at a 
~iven classification level. 

Corp01<1te impact Means a measure of the effect of decisions made or advice required in a 
position on Agency policies and operations and the achievement of objectives. 
Corporate impact is direct in the case of decisions 1aken. e.g. in determining 
policy or committing resources or indirect where advice or recommendations 
are involved. TI1e effect of advice or recommendations is a measure of the 
influence of the advice and recommendations upon the decision-maker and the 
,:onsequences for the orgarisation of the decision made. Recommendations of a 
highly technk.al or specialised nature, for example ,nay influence the work of a 
major function or area of the Ar,en~y•s operations or have an effect beyond the 
A2en<;y. 

Critital May be used in 1he sense commonly accepted in relation to critical issues or 
critical decision making. 
CJitical work requires independent professional judgement and judicious 
evaluation to inform decision maki= and where the effe<.ts of decision-makinii 
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impact the worx area and outcom~$ for the radiation oncology medical physic 
team and/or radiation oncolnoy service. 
An appointee to a r'Ole exhibits a given characterislic required of the role in 
either an easilv observable or readilv ouantifiable wav. 
Means extraordinary proficiency and connotes high level knowledge, skill and 
expertise in the given profession and/or sub-sre<.ialty gained through extensive 
exne,iencc and oost-Rraduate eduration and traininR, 
A ROMP who worl<s to their full scope of oractice. 
Govemance encompasses the system by which an organisation is controlled and 
operates, and the mechanisms by which it, and its people, are held to account 
[thics, risk management. compliance and administration are all elements of 
governance. Includes corporate governance, professional governance and dinical 
governance 
Corporate governance refers to t he framework of rules, relationships. systems a,ld 
processes within and by whid1 authority is exerdsed and controlled in 
organisations. 
Pro(essionnl governance pertains to a specific profession and includes the roles 
and rcsponsibilities that are attdbutcd to maintaining and being accountable for 
professional standards and quality. Elements of professional govemance may 
include but are not limited to: 
(,\) Profession-specific supervision framework; 
(b) Competency assessment and review; 
( c) Performance and development; 
(d) Professional development ,11,d training; and 
(e} Clinical audil processes 
Clinical governance is the se1 of relationships and responsibililies e.~tablished by a 
health service organisation betwe.,n its stale or territory department or health 
(for the public sector), governing body, executive, clinicians, patients, consumers 
,md other stakeholders to ensure good clinical otrtcomes. 
TI1is includes activities al the individual and professional level and may include 
but are not limited to; 
(a) Endorsement (clear standards e.g. ,:redentialing. competency assessment); 
(b) Development (e.i:, professional support}; and 
(c) Monitorin•lreoorting orocesses (e.g. rc2istration checks, dinical audit) 
lnfomial professional advice about what to do and how to do it and given 
without close sunervision. 
The l<nowledge of radiation oncology medical physics principles, techniques and 
skills obtained from completing a te,tiary entry to prattice qualifiration relevant, 
as well as through TE/\P, practical E:'Xflerience, continuing professional 
development and/or other post entry level tertiary edu<.alion and training. 
·1 he term is further defined at diff.,renl classification levels by terms st,ch as 
'advanced' and 'exoett'. 
Leadership is lhe ca1,>acily to guide the development of individuals, teams, 
services. functions and/o,-programs, especially as related lo influencing s~·ategic 
direction and the setting of standards of practice. 
TI1c term is further defined at different d"''.Sific.ation levels by tenns such as 
'advanced' and 'expert'. 
means that an occupant possesses proficient knowledge, skills and expertise and 
demonstrate proficiency as a ROMP, exercise initiative and judgement, require 
limited guidance a11d are expected to plan and complete work with considerable 
indeoendencc. S<Jpe,vision is orovided on an a2reed basis and or as r=uired 
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for novel, complex or critical situations for which Lhere are oo documented 
precedents. 
Work may be subject to progress checks but where these checks arc made, 
they are usually confined to ensuring that in general terms, s,1\isfaclory ptogress 
is being made. In a small mmber of cases, where the worl< is novel or critic,.11, 
checks may indude an assessment of the integrity of tasks/activities as they arc 
comoleted. 

Managerial Includes responsibilities related to the management of the radiation oncology 
responsibilities medical physics Learn including but not limited to accountability for human, 

financial and information resources and assets under the control of lhe position. 
Managerial responsibilities also include implementation of strategics and 
processes. achicvemenl of objeclives and to ensure that pmfessional standards 
,,ml oovemance arrangements are complied with. 

Mentoring Informal professional development 11ctivily designed to enhance the knowledge, 
skills and abilit ies of others by actions such as role modellinp, advocacy and 
supoort to other ROMPs. 

Multi-disciplinary The combination of several heatth professions. This could include different 
professions e.g. radialion therapist radiation oncologist, nurse etc as well as 
administrative staff. 

Non-accredited means a person who is employed ,is a ROMP but who docs not satisfy the 
ROMP definition of an aco-edited ROMP under this Agreement. A non-accredited 

ROMP must still be eligible for registration on the ACPScM Register o( Q1,oll{,ed 
Mec/icol Physics Sriecia/ists and Ro<!iopho,m,x.euticol Scientists 

Novel Encompasses work requiring a degree of r,reativity, originality, ingenuity and 
initiative, and of a type of work not normally undertaken. The term may refer to 
the introduaion of a new technoloov or orocess used elsewhere. 

Operational Relates to roles and responsibilities Lhat sup1>0rt the day-to-day management of 
management the radiation oncology medical physics team induding recn,itment, service 

planning and development. staff management, service reporting budget 
man.1gement etc. It may or may not include human resotJrCe, financial and/or 
information manaoemenl delegations. 

Professiomtl Critical thinking. problem solving and decision-making requirements in the 
iudoement context. of nrofessional /ROMP) knowledoe, skills and exoertise. 
Proficient A high level of competency and skill gained through experience and advancing 

the employee's level of professional knowledge. This may be achieved through 
continuing profession.ii development and/or post graduate education and 
t rainino, 

Program A program may st,md alone or be located within a function. Tyµically involves 
related professions within a function of an Agency or related professions thi1t 
range across furKlional areas. May have a <iefined life span and/or includes a 
oroicct. 

Quality assurance A program for the systematic monito,ing and evaluation of the various aspects 
of a project, service. or facility to ensure that standards of quality arc being met. 
Mav be a =ulatorv and/or accreditation reouremenl. 

Radiation oncology Refers generally to the type of worl< within the remit or a ROMP. Further 
medical physics worl< guidance may be drawn from ACPSEM publications including but not limiled to 

professional standards, TE/\P and continuing professional development. 
TI1e term is fvrther defined at different classification levels by lerms such as 
'routine', 'novel'. 'complex', 'critical', 'highly co,nplex', 'exceptionally complex' or 
'snecialiscd'. 

Reference DOint Resoonsibilitv of a role to orovide advice, ouidance, and sunnort. 
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ROMP Means Radiation Oncoloav Medical Phvsicist 

Routine Refers to the type of tasks and duties that align with the threshold professional 
capabilities/competencies relevant to ROMl's .,,d/or other conventional 
established oractic.es, methods and orofessional standards. 

Routine supervision Me.ans that an employee has good position knowledge, skills and abilities and can 
and direction deal with most routine tasks/duties. lnstndion is provided regarding what is 

required, including the method of approach and any unusual or diffio.dl features, 
except where they are familiar with the wo<k. Normally, the immediate 
supetvisor provides the instruction. 
Routine supervision requires that t he supetvisor is available for direct supervision 
on an agreed and regular basis, with additional supervision provided as required 
or as requested, particularly where guidance is sought for more complex 
matters, but in general the employee can perform their duties without dose 
suoervision. 

Spec.ialised Means the combination of expert level knowledge, skills and experience within a 
given profession that is obtained through post-graduate education and training. 
experience and continuing professional development, and may include 
(a) specialised area of practice within a profession and/or 
(b) specialised methods, procedures, and/or techniques within the scope of 
m dctice of a profession 

Specialist In tl~s context, means an accredited ROMP who is included on, or eligible for 
inclusion on, the /\Cl'SEM Register of Quoli(,ed Medical Physics Specialists and 
Rodinnhormoceulk:al Scientists 

~ 

Statewide The imract of the role that may influence services, professional groups, or 
clinical practice across the whole of Tasmania Statewide is the scope of practice 
reouired of the role, not the r>Prson. 

Suh-spccialty Describes a more focused scope of practice within the professional scope of 
practice of a ROMP. May include where the ROMP's work is focused on 
particular methods, procedures, t echniques, radiotherapy equi1>ment (including 
software). A ROMP Registrar may work in a sub-specialty area of practice. Does 
not determine the level of nractice. 

Supervision and Supervision relates to lhe ongoing development of skills and knowledge required 

direction by the KOMP under the guidanc.e of a more senior ROMP. It ensures lhe 
ROMP achieves and maintains the expected professional standdrds of work. The 
supetvisor may not necessarily be the health practitioner's d«y-to-day manager. 
The level of supervision may he 'close', 'routine', 'limited' or broatf 
l'leose Note: It is reC'ognised that off ROMPs require supervisio11 and support in tire 
execution of their roles regor<l/ess of level ond lhnt this is on cxpec:tolion in relation 
IO comn/yinQ with " rolessionof stondords and P,ovemcmr.e a«oaocments. 

Team A sub-set of employees within a service. -
TEAP Means t he ACPSEM T rainine. Education and Accreditation Pr=ram 

Work area The area in which an employee works. May be parl of a tcam/setvice, function 

and/or orooram. 

Appointment Salaries 

I. The minimum salary on appointmenl for the following roles is as follows 
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I. 13achclor's degree (or equivalent and induding honoun; d,;gr·ees) accepted by ACPSEM as 
meeting the minimum tertiary qualification requirements for entry to the ACPSEM ·r 1:AP; 
ROMP level I year I . 

IL Master's degree in medical physics accredited by ACPSEM (or equivalent); ROMP level I year 2 
IIL PhD in rnedical physics accredited by ACPSl:M (or equivalent); ROMP level I year 3 
IV. Fmployees who have completed a required post graduate qualification and have prior TEAP 

experience; ROMP level I year 4 or ROMP level I year ) dependinii on years of 11:AP 

experience. 

Progression 

2. A ROMP level I Registrar who provides satisfactory evidence of successful completion of the TEAP 
including certification as a ROMP and inclusion on the ACPSEM Register o(Qooli(ie<I Medical Physics 
Specialists and Radiophannoccutiwl Sc:ienlists will be eligible for progression to ROMP level 2 year I . 
The operative date for progre,,"$ion will be the first full pay period commem.ing on or after the receipt 
of sud1 evidence by tlte relevant Chief ROMP. 

3. The relevant Chief ROMP may consider applications for progression where the ROMP Registrar 
demonstrates satisfactory partial completion of the TEAP where the remaining assessment components 
arc limited to publication in a peer rcviewe.d joumal and/or presentation al a national/international 
conference, anri the ROMP Registrar can provide evidence of their plans to meet these requirements 
over the coming 12 months. In this circumstance, ROMP Registrars may be progressed to ROMP level 
2 year I but will not be eligible to increment to ROMP level 2 year 2 tintil evidence of satisfactory 
completion of all TEAP requirements is provided to the relevant Chief ROMP. 

1. A Specialist ROMP level 2 may ;ipply for Personal Progression to Senior Speciali,;t ROMP level 3. The 
ROMP level 2 Personal Progression Pathway will be modelled off the AHP level 2 Personal Progression 
Pc1thway (Clause 28 and Schedule I 0). The DoH will develop a,,d implement the ROMP level 2 
Personal Progression Pathway over the life of the Agreement. 

ROMP level I (Registrar) 

FOCUS 
• ROMP level I is the graduate entry level for a Registrar who is employeo to undertake training in the 

radiation oncology medical physics specially through the ACPSEM TEAP. 

• ROMP Registrars undertake post graduate training as part of the 11:AP and must undertake the 
TEAP within an agreed timeframe set by the supervisinr, ROMP within ACPSEM TEAP guidelines. 
ROMP Registrars may comµlete their posl graduate qualification in medical physics before er,rolling in 
the TEAP or as part of the 11:AP. This should be l,tken into consideration when ueteimining 
appointment salaries as per the 'Appointment Salaries' clause in this Schedule. 

• The ROMP Registrar will receive close supervision and direction, instruction, and training from a 
Specialist ROMP (ROMP level 2 or higher) and be menLored and guided to develop knowledge and 
unden;tanding of the role, functions and dulies of ROMPs with r,riority given to radiation safety and 
education. 

• Under dose supervision and direction and commensurate with level of progress ihmugh the TEAP, 
perfom,s routine radiation onwlogy medical physics work including qualily assurance of radiotherapy 
equipment (including software); radiotherapy equipment calibration; radiotherapy equipment 
(Including software} commissioning and testing; dosimetry, dose optimisation and clinical services; and 
radiation safetr, 

CONTl:XT AND FRAME.WORK 
• Operates withir, legislation, regul<1lions, professional st,uldards, national and/or international standards 

and 01)erational ouidelines, systems, and Drocesses. 

I 
/ 
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KNOWLEDGE. SKILLS AND EXPERTISE 
• At a minimum. meet the /\CPSEM TFAP tertia,y qualification entry requirements for the specially of 

radiation onr.ology medical physk.s. 
• Through satisfactory completion of the ACPSEM TEA?, develops recognised professional knowlccige, 

skills, and expe,t ise in radiation oncology medical physics to a competent level. 

• Demonstrates the abifity to apply established methods and procedures toward the completion of 
required tasks, commensurate with level of evnerience and oro2r€SS thro• ~h the TEAP. 

INTERPERSONAL SKJLLS 
• Works as an effective, supportive, and cooperative tea,n member in a manner consistent wilh 

positive workplace ~ulture. 
• Actively participates within lhe radiation oncology medical physicisl tea,n and radiation oncology 

service. 
• fluilds and maintains effective professional relationships with colleagues and stakeholders . 

• Demonstrates ability to apply effecjive written and verhal communication skills to provide 
professional services and advice. 

• Demonstrdtes the ability to effectively disseminate info,mation to stakeholders, in terms which are 
understandable. 

IUDGEMENT 
• As experience and progress through the TEAP advances, makes decisions and solves problems with 

increasing independence up to an including under routine supervision and direction. 

• Interprets and applies relevant legislation, regulations. professional sta"dards, national and/or 
international standards, established professional practices or methods and operational guidelines, 
svstems, and processes. 

INFLUENCE 
• The work influences service delivery performance, ar.hievement of obje<:tives and outcomes for the 

radiation oncology medical physics team and the radiation oncology service. 

• Advice has minimal corporate irnpa,j a,1d influence beyond the immediate work area . 

• Contributes to how priorities are detem1ined regarding routine radiation oncology medical physics 
wori<; management activities induding governance activities, collection of statistics and 0U1er 
information and data; and other activities related to education, research, quality improvement, 
proiec:ts, llOlicy and/or regulation. 

LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILITY 

• Accountable and responsible for provision of rouline radiation or1cology medit.~ physics work under 
the supervision of a ROMP level 2 ( or higher). 

• With experience, is capable of. and expetted to, p,ioritise own workload . 

• Manages own professional s'tandards and regulatory requirements relating to TEAP and ACPSEM 
membership. 

• Uses allor,1ted resources appropriately • 
• ContJibutes to management activities induding governance activities and collection of statistics arul 

• 
other information or data. 
Participates i11 professional development and education as required under the TEAP and ACPS[M 
membership. 

ROMP level 2 (Specialist) 

FOCUS 
ROMP level 2 is a Specialist ROMP who has completed the ACPSEM TEAf' and is an accredited 
KOMP, or who is a non-accredited ROMP. 
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• A Spe0<1list ROMP is expected to work under limited supervision and direction to undertake 
complex and varied r~diation oncology medical physics worf< including (but not limited to) quality 
assurance or radiotherapy equipment (induding software); radiotherapy equipment calibration; 
ra(fiotherapy equipment (including sortwarc) commissioning and testing: dosimet,y. dose 01>timisation 
and clinical services; and rndiation safety. 

• A Specialist ROMP may also be required to 
• Provide radiation oncology medical physics education to other health professionals and other key 

stakeholders 
• Undertake rese.m,h to achieve Hu, radiation oncology service's clinical airns 

• Maintain professional standards by attending and presenting at courses, confo,-ences and mc,etings 

• Provide supeNision and traininr, to ROMP Registrars consistent with TEAP requirements . 

• Undertake highly complex radiation onrnlogy medical physics work under close supervision and 
direction. 

CONTEXT AND FRAMEWORK 

• 0 1>erates with considerable independence within established operationril guidelines, systems, and 
process..,; in a challenging and demanding environment. 

• Some interpretation of legislation, regulation, professional standards, national and/or intf,fnational 
standards, and oper.\lional guidelines, systems and processes are required to support complex and 
varied radiation oncology medical physics work 

• Modifies established radiation oncology medical physics prdctices or methods within scope or practice 
according to proressional, policy, regulatory and/or technological requirements. deveJopments, and 
f?Vidence t o support complex and varied radiation oncology medical physics work 

• Applies radiation oncology medical physics knowledge to develop the knowledge base of ROMP 
Registrars and lead changes to established practices or methods within the radiation oncology 
mediral physics team. 

• Ensures tt.,t se!Vice initiatives are integrated into practice, organisational guidelines, systems. and 
processes. 

KNOWLEDGE, SKILLS AND EXPERTISE 
• Act-reditation as a ROMP with /\CPSEM is highly desit<1ble . 

• Jr the employee is a non-accredited ROMP, it is highly desirable thal they arc working towards 
accreditation as a ROMP with ACPSFM. A non-accredited ROMP will not be eligible to increment 
to ROMP level 2 Year4 until registered on the ACPSEM Register ofQuoT,(red Medico/ Physics 
Specialists and Rodiophormoceuticol Scientists. 

• Postg(aduate qualifications in medical physics (or cquival .. .nt accepted by ACPSEM) arc an essential 
requirement Md contribute to ad,ieving the adv¥1ced knowledge, skills and expertise required to 
operate at this level. 

• At least J years practical experience in radiation oncology me<li(.al physics is highly desirable. l his 
may include experience gained through undertaking the TEAP including post graduate qualifications. 
Special consideration may be given to candicJales who have ra~ tracked the TEAr in under 3 ye.,rs. 

• Demonstrates pmfident radiation oncology medical physics knowledge, skills and expertise and 
professional judgement in advising and inRuencing higher level management and stakeholders 
r-egarding complex and varied radiation oncology medical physics work 

• Applies proficient radc~tion oncology medical physics knowledge, skills, expertise with leadership and 
supervision skills to supp(lrt the development or radiation om.ology medical physics competence in 
ROMP Registt<1rs and acts as rererence point for advice and support. 

• Applies proficient radiation oncology medical physics knowledge, skills and expertise that facililale 
novel and/or critical decisions and continuous quality improvement in a complex and varied 

• 
woridoad. 
Demons\rntes knowledge, skills and expertise regarding education and training, research, quality 
improvement, oroiect man«gement, ooliN develooment and rer,ulatorv matters. 

INTERPERSONAL SKILLS 
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• Demonstrates communication, interpersonal and leadership skills and ability tn align practice with the 
strategic direction and operational and business plans and contributes to a positive workplace wllure. 

• Actively contributes to the radiation oncology medical physics team and radiation oncology se,vice . 

• Develops effective professional relationships with ·colleagues and stakeholders to infOITTI and influence 
outcomes and/or encourage behaviour and other change. 

• Communicates complex information clearly and effed ively with purpose to colleagues and 
stakeholders in terms which can be understood and implemented. 

• Demonstrates t he ability to adjust communication style in response to different purposes and 
audiences. 

• Provide_~ day to day support to ROMP Registrars . 
IUDGEMENT 
• Exercises independent professional judgement and decision-making capability in relation to radiation 

onc;ology medical physics output management, handling a complex and vdried workload. 

• Exercises initiative, flexibility, and creativity to improve outcomes for patients/clients and/or achieve 
01rtcornes for the radiation oncology medical physic.~ team and radiation oncology service. 

• Proficient conceptual, analytical, and reasoning skills to resea,·ch, investigate and propose options 
regarding the implementation and delivery of complex radiation oncology medical physics work. 

• Options proposed are constraincci hy the existing policy and regulatory framework, budget. and 
resource considerations. 

INFLUENCE 
• The work ha~ a direct influence on effective provision of radiation oncology services . 

• Advice has limited corporate impact and influence beyond the immediate work area . 

• Work that modifies established radiation oncology medic.al physics practices or methods may affect 
outcomes for the radiation oncology medical physics team. 

• The work has limited influence 011 lhe implementation of Government and/or Agency policy. and 
achievement of rdated objectives. throu£h service delivery outcome$. 

LEADERSHIP, ACCOUNTABILITY AND RESPONSIBllllY 

• Provides advice to supervisors and/or managers regarding radiation oncology medical physicist se,vice 
delivery matte,s including but not limited to design, dcvelopn1ent, and evaluation; options for 
pt'ioritisation and workload/output management; radiotherapy equipme11t (including software) and 
technology. 

• SvppO!ts day to day operational management through coordinalion and supervision of 

• 
wortdlow/outputs for the radiation oncology medical physics team. 
Ensures efficient use of resources to deliver agreed outcomes for the radiation oncology medb tl 
physics team and radiation oncoloi:Y service. 

• l Jndertakes, monitors, and reports oo govemance related activities within the radiation oncology 

• 
medical physics team and radiation oncology service. 
Undertakes. monitors, and reports on radiation oncology medical physics practices and outcomes 

• 
within the rJc!iation oncology medical physics team. 
Assists in identifying trJining needs and provides feedback in relation to the perfo1m ance appraisal 
and development of ROMP Registrars and may support the performance appraisal and development 

• 
of ROMP Registrars. 
Supports higher level management to achieve challe111:ing and sometimes competing priorities. 

• Represents the work area at meetings and in other forums. 

• Provides inptil into strategic; planning for the radiation oncology medical physics team and radiation 

~ 
oncology service. 
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ROMP level 3 (Senior Specialist) 

FOCUS 
• A ROMP level 3 is a Senior Specialist ROMP who has significant expcricr.>cc post-accreditation as a 

ROMP with the ACPSEM. or a non accredited ROMP with an equivalent level of experience and 
who is c.urrently workinr, towards being an accrediled ROMP and registered on the J\CPSEM Register 
of Quoli(,ed Medical Physics Spcd<Jlists <Jnd /1.adiophormoceu!icol S<;ien!ists. 

• A Senior Specialist ROMP is expected to work under broad supervision and direction to undertake 
higt~y complex and varied rddiation oncology medital physics work including (but not limited to) 
quality assumnce or radiotherapy equipment (including software); radiotherapy equ'pment calibration; 
mdiotherapy equipment (including software) commissioning and testing; dosimetry. dose optimis.1\ion 
and clinical services; and radiation safel.y. 

• A Senior Specialist ROMP is also expecterl to demonstrate the obitily lo 

• l)etermi11e professional objectives and priorit ies 
• Operate as a spedalist with authority in a field where the requirements arc highly complex and 

of critical importance to the work unit, state or al a m tional level. 
• Work in highly complex, non-routine situations that may call ror the appliation of adva11ced 

problem-solving abilities and may require the application of multidisciplinary skills/knowledge and 
which may also require novel or innowtive methods 

• Provide a highly specialised consultanty service in radiation oncolo~y medical physics to clinical 
and scientific professionals withi11 and external to the work unit 

• A Senior Spedalist ROMP may have supervisory and operational management responsibilities for 
ROMP Level Is and I evel 2s and provide overall supervision of all work undertaken. 

CONTEXT AND FRAMEWORK 
• Op<>r.,tes independently within established operational guidelines, systems, and processes in a highly 

• 
d1allenging and derna11ding environment. 
Considerable interpretation of legislation, regulation, professional standards. nalio11al and/or 
international standards, and operational guidelines, systems and processes are required to support 

• 
highly complex and varied r<1dia1ion oncology medical µhysics work. 
Constant adaptation and modification of established radiation oncol◊gy medial physics practices or 
methods and/or trialling of novel practices or methods is required to address highly complex and 
varied radiation oncology medical physics work. Adaptation or modification must remain w ithin 
scope of practice and according to professional, polity, regulatory and/or t echnological requirements, 
<Jevelopments, and evklP.nce. 

• Applies adva11ced radiation onc;ology medical physics knowledge to develop the knowledge base of 
less experienced ROMPs and other rel;,led health prokssionals, and lead d1anges to established 
radiation oncology medical phr.;ics practices or methods within the radiation 011cology service. 

• Fulfils a coordination role to ensure tl.1t service initiatives are integrated into radiation oncology 
medical ohysir.s <>ractice, oreanisational 2uidelines, svstems, and nrocesses. 

KNOWLEDGE, SKJU.S AND EXPERTISE 

• Accre.rlitatior; as a ROMP with ACPSEM highly desirable . 

• If the employee is a non-accredited ROMP, it is highly desirable that they are working towards 
accreditation as a ROMP with ACPSEM. A non-accredited ROMP will not be eligible to increment 
to ROMP level 3 Y e,1r 1 u,til registered on the ACPSEM Register ()f Qt.KJ/i(,ed Medical Physics 
Specialists and Radiophormocevtie<1I Scientists. 
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• Postgraduate qualifications in medical physics (or equivalent accepted by ACPSEM) is an essential 
requirement, and contributes to achieving the expe,t knowledge, skills and expcitise requirecJ Lo 
ope«1le al Lhis level. 

• AL least 5 years practical experience in radiation oncology medical physics is highly desir;,hlie. This 
may include experience gained through undertaking the TEAP including post graduate qualifications. 

• Demonstrates advanced raciation oncology medical physics knowledge, skills and expertise and 

• 

advanced p1ofessional judgement in advising and influencing higher level management and 
stakeholders regarding highly complex and varied radiation oncology medical physics work, 
Demonstrates advanced knowledge, skills, and expc,tise in highly complex. contemporary, radiation 
oncology medical physics practice standards, in one or more areas of practice/modalities. Area of 
practice may be generalist and/or a defined sub-specially. 

• Applies advanced radiation oncology medical physics knowledge, skills, expertise with leadership and 
supefvision skills 10 build radiation oncology medical physic; competence in ROMP Registrars and 
ROMP level 2s and acts as the reference point for advice and support regarding highly complex 
radiation oncology medical physics work 

• Applies advanced knowledgP, skills and expertise that facilitate novel and/or critical decisions and 
continuous quality improvement in a highly mmµlex and varied woridoad. 

• Demonstrates advanced knowledge, skills and expertise regarding education and training. research, 
quality improvement, project management, policy development and regulatory matters. 

INTERPERSONAL SKILLS 

• Demonstrates advanced c:ommunication, interpersonal, negotiation, conflict management and 
leadership skills to align the radiation oncology medical physics team with the strategic direction and 

.operational and business plans, and actively builds and influence a positive workplace culture. 

• Leads and motivates others to develop knowledge, skills, and expertise and to work collaboratively as 
a team, where there arc sometimes competing priorities. 

• Communicates highly complex information applicable to strategic direction and changinr, workplace 
practices to colleagues and stakeholders in terms which can be understood and implemented. 

• Develops and maintains productive relationships with peers ancJ stakeholders with similar levels of 
skill and experience in related teams and/or professions to share ideas and to resolve problems. 

IUDGEMENT 
• Exercises advanced professional judgement and decision-making capability in relation to highly 

complex radiation oncology medical physics output management and Lo improve and in0uence 
radiation oncology medical physics competence in others through the provision of professional 
supervision and advocdcy. 

• Demonstrl'iles innovation artd acJaptability to identify, implement and CNaluale solutions to highly 
complex problems impacting the radiation oncology medical physics team and radiation oncology 
service. 

• Advanced conceptual, analytical, artd reasoning skills to research. investigate and propose 
recommendations regarding the implementation, delivery, and evaluation of highly complex radiation 
oncology medical physics work 

• Options recommended are constrained by the existing policy and regulatory frameworks. budget, 
and resource considerations, but will requ·re the adaptation and modification of established radiation 
oncology medical physics practices or methods and/or tJialling of novel practices or methods and 
may require the development of new operational guidelines, systems, and processes, which may 
significantlY alter outcomes. 

INFLUENCE 
• The work signific.,ntly influences the effective and efficient operation of radiation oncology services . 

• Has mocJe, dte coroorate imDact and influence beyond the immediate work area . 
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• Advice provided results in the adaptation and modification or ""tablished practices or methods 
and/or trialling of novel practices or methods and may require the development of new operational 
guidelines, systems, and processes. 

• TI,e nature of the response required to addres.s emerging evidence and changes in practice will alter 
the way worl< is performed within the team and will affect outcomes for the team. 

• The worl< has moderate influence on the implementation of Government and/or Agency policy, and 
achievement of related nhiectives, 1hrou2h service delivery outcomes. 

LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILITY 
• Accovntable and rcsponsiblr. for provision of advanced radiation oncology mcdic,11 physics work of a 

highly complex and varied nature, with moderate scope. 

• Provides advice to senior manar,ement, colleagues and other relevant stakeholders reY,arding highly 
complex standards and devclopmmt of rddiation oncology services. 

• Responsible for the optimal use of resources to deliver rd<liation oncology services and achieve 
agreed outcomes. 

• Leads change throl1gh service-wide governance related activities and the development of 
competence in others, through the independent application of advanced expertise lo improve 
practices. 

• Provide leadership within the team. Has a leadership role within the team tt~•t supports higher level 
management to achieve challenging and sometimes competing priori1ies. 

• Responsible for the day-to-day operational management of ROMPs within the team, induding 
responsibili ty for quality assurance, qwlily management, performance appraisal and other operational 
issues, across one or more sites. 

• Rt,presents the radiation oncology medical physics team with the authority to coriducl and commit 
to a negotiated outcome regarding operrltional processes and wltid1 may have implications beyond 
the immediate work area 

• Contributes to strategic planning for the radiation oncology medic.al physics team and raoiation 
oncol~v service. 

ROMP level 4 (Deputy Chief or Principal) 

FOCUS 
• A ROMP level 4 is a Deputy Chief ROMP or Principal ROMP within a majorte,t iary raciiiilion 

oncology service. 
• The ROMP level 4 will possess a high level of competency and experience as a ROMP and work 

independently, reporting to the Chief ROMP. 
• A ROMP level 4 is expected to work with considerable autonomy and limited direction to undertake 

exceptionally complex and varied radiation oncology medical physics work including (but not limited 
to) quality assurance of radiotherapy equipment (inrluding software); radiother,lf)y equipment 
calibration; radiothe.rapy equipment (induding software) commissioning and testing; dosimetry, dose 
optimisation and c~nical seNices; and radiation safety. 

• ROMP level 4 Deputy Chief will have management responsibilities for ROMP level I s. 2s and 3s and 
provide overJll supervision lor all work undertaken. 

• A ROMP level 4 Principal ROMP will be focused or1 undertal<ing expert level, exceptionally complex 
and varied rndiation oncology medical physics work and may or may not have supervisory 
resoonsibilitics for ROMP level Is, 2s and 3s. 

CONTEXT AND FRAMEWORK 
• Operates with considerable autonomy and limited direction regarding managerial, professional and/or 

operational matters within established operational guidefines, systems and processes. 
• Operates in accordance with Government and/or Agency objectives and policy to effectively rn;u,age 

the radiation oncol=y me,lical plwsics team and/or work erogram in a highly dlaller:!&i~. comolex, 
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and sensitive environment subject to constant change and influenced by social, political, and industrial 
events. 

• Determines appropriate priorities. str&tegies, milestones and approaches for thP. radiation oncology 
medical physics t eam and/or work program. 

• Requires innovation and interpretation as existing precede<ils and policy may be limited. Emerging 
issues can be due to significant operational concerns and can anlidpate regulatory change. 

• Applies expert level fadiation oncology medical physics knowledge to develop the knowledge base or 
less experienced ROMPs and other related h1-.alth professionals. and lead changes to established 
radiation oncology medical physics practices or mP.thods within the radiation oncoloy service. 

• Leads t he integr.<1 ion of service initiatives into practice, organisational guidelines, systems, and 
orC>t-esses. 

KNOWLEDGE. SKlllS AND EXPERTISE 

• Accreditation as a ROMP with ACPSEM highly desirable . 

• If the employee is a non-acCfedited ROMP. it is highly desirable that they are wori<ing towards 
accreditation as a ROMP with ACPSEM. A non-accredited ROMP will not be eligible for 
appointment to ROMP level 4 Grade 2 until registered on the ACPSEM Register ofQ,uoNf,ed Medical 
Physics SpedoNsL~ and Rodiopharmoceuucol Scientists. 

• Postgraduate qualifications in medical physks (or equivalent accepted by ACPSEM) is M essential 
requirement, and contriblrtes to achieving the expert knowledge. skills ,md E>.xpertise required to 
operate at this level. 

• At least 8 years practical experience in radiation oncology medical physics is highly desirable . 

• Demonstrates expert level knowledge, skill and expertise as a ROMP and expert leadership skills . 

• Undertakes expert radiation oncology medical physics work, provides authoritative advice and acts as 
a reference point. within and outside the radiation oncology medical physics teafn. 

• Demonstrates expert leadership in t he development, implementation and eV«luation of professional 
standards, national and/or international standards, 1echniques, strategies. and policies related to 
radiation oncology medical physics. 

• Advocates for and influences the radiation oncology service, generally on matters of high importance, 

• 
using negotiation and conflict management skills with relevant stakeholders. 
Persons at t his level orten have a stale or national reputation . 

• Expert level research. investigative, analytical and appraisal skills . 
• Demonstrated contribution to rese,lf(.h and knowledge in radiation oncology medical physics through 

publication in peer reviewed publications. 
• Leads and drives service quality and service improvement activities, shaping service delivery and the 

dP.Velopment of competence in crthers. 
• Particioates in statewide committees and may be a re~resentative on national committees. 
INTERPERSONAL SKILLS 
• Provides expert leadership in a manner that exemplifies and establishes positive workplace culture. 

• Leads and motivates others to identify svategic opportunities, promote strategic direction. 
operational and business plans. facilitate cooperation and teamwork. build understanding and 
capability and achieve outcomes, where there are multiple competing priorilies. 

• Articulates exceptionally complex and specialised information ann issues to colleagues and 
stakeholders in terrns which can be understood and implemented. 

• Engages and collaborates with key internal and external stakeholders to share ideas and to resolve 
cxceotionallv com□lcx and/or soecialised oroblems related to raniation oncoloav medical phvsics. 

IUDGEMENT 
• Exercises expe,t professional judgement in relation to exceptionally complex and/or specialised 

radiation onc:ology medical physics work and identifies, defines, and develops options for the 
Government and/or Agency regarding cornµlex policy and/or improved delivery or a radiation 
oncology service. This may require the development o f new solutions to unusual or emerging 
eroblems, including where erccedent and □olicY mav be limited. 
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• l\dopts a flexible, creative, and innovative approach in the implementation of Government and/or 
Agency objectives, and the integration of relevant solutions frorn divefSe professions. 

• Recommendations made are constrained by the rolir.y and regulatory framework, budget, and 
resource considerations, but may require the development of new (and/or adaptation of established} 
service delivery methodologies. 

INFLUENCE 
• The work has significant influence on the achievemenl of Government and/or Agency objectives. 

• Contributes to the development of radiation oncology medical physics profession.ii and managerial 
competence in others through mentoring, supervision, and support. 

• Has significant corporate impact and influence beyond the irnrrlediate work area. 

• Provides nwiagement advice and service delivery outcomes are altered as a result. 

• Decisions may alter how Governrnent and/or the Agency responds to cmefJling trends, including 
new (and/or adaptation of established) service delivery methodologies, adoption of new ~)'Stems or 
methods. and/or changes to the way work is organised and/or performed. . PmvidPs conclusive and authoritative advice that has signfficant corporate impact . 

• Alternative sources of advice are limited within the Ai2enrv . 
LEADERSHIP, ACCOUNTABILl1Y AND RESPONSIBILl1Y 

• Accountable and rPsponsible for provision of expert leadefShip to support exceptionally complex, 
critical arid/or specialised radiation oncology medical physics work, that has significant scope. 

• Responsible for solving large scale, exceptionally complex problems through recognised expertise and 
expert interpretation of existing health systems, professional standards, national and/or international 
standards and other considerdt ions. 

• Exhibits expert leadersl~p. advocacy, and influence in the development of radiation oncology medical 
physics professional competence within the radiation oncology medical physics te.irn ancVor at a state 
and/or national level. 

• Demonstrates lcaderohip in the supervision, education and tmining of staff including ROMP Registrars 
and provides expert training and guidance to experienced ROMPs looking to build capability. 

• Leads cooperation, teamwork and understanding in underlaking exceptionally complex, critical and/or 
specialised radiation oncology medical physic;s work, that often indude multiple competing priorities, 

• Represents the rodiation oncology medical physics team with the authority to conduct and commit 
to a negolialed outcome regarding strategies, policies, programs, and objectives and which have 
imolications bevond the immediate work area. 

ROMP level 5 (Chief) 

FOCUS ___ _ - ---------- · _ 
• A ROMP level 5 is a Chief ROMP. Some stalT under the control of the position may operate across 

several sil~-s. 
• Given the relatively small si,e of radiation oncology medical physics teams in Tasmania, a ROMP level 

5 is also expected to undertake radiation oncology medical physics work to a standard 
commensurate with ROMP level 4. As such, assessment against the job components for ROMP level 
4 may be considered as part of the statement of duties assessment process. However, consistent 
with the principle of 'best iit' a ROMP level S role must predominantly align with the job components 
for ROMP level S to be classified at this level. 

• Sets the overdll strategic direction that guides operational and business planning for the radiation 
oncology medical physidst team under their control. 

• Has overall governance re.sponsibilit ies for the radiation oncology medical physicist te.1m under their 
control. 

• A ROMP level 5 may have professional rel«tionships with other medical physics speci;ilties, whether 
emoloyed or contracted in the Department of Health. 

74 

• !h. 



• ROMP Level 5 Grade I is reseived fo.-the Chief ROMP at the North Wesl Regional Hospital. 
ROMP Level 5 Grade 2 is reseived for the Chief ROMP at the Launceston General Hospital and 
Ro,~I Hobart Ho•"' ital. 

CONTEXT AND FRAMEWORK 

• Operate with considerable autonomy and minimal direction within the Agency to lead the radiation 
oncology medical physics team under their control. 

• Government antVor Agency objetlives and policy govern positions classified at this level. 
Considerable innovation and interpretation arc required where precedents and policy are limited. 

• Acts as a member of the radiation oncology service leadership team and lea<ls priorities and 
strategies, including achievement of milestones, for the radiation oncology medical physics team 
undertheircontrcl and the radial ion oncolo0 v seivice more broadlv. 

KNOWLEDGE, SKILLS AND EXPERTISE 
• Accreditation as a ROMP with ACPSEM is an essential re<1uirement for a Chief ROMP . 

• Postgraduate qualifications in medical physics (or equivalent accepted by ACPSEM) is an essential 
requirement, and c:ontributes to achieving the expert knowledge, skills and t>xpertise required to 
ore.ate at this level. 

• At least 10 years practical experience in radiation oncology medical physics is highly desirable . 

• Requires strategic leadership and management expertise obtained through extensive prior 
experience in leadership and management roles. 

• Applies exp~.rt professional knowledge. skill. and expertise in a strategic capacity over the rodialion 
oncology meclical physics team under their conirol. 

• Advocates for and influences oper<ltional decisions within the /\gency, using expert negotiation and 
conflict management skills with internal and external stakehoklers, particularly in response to complex 
issues in siluations of differing interests. 

INTERPERSONAL SKILLS 
• Responsible for leading and establishing positive workplace culture across the radiation oncology 

medical physics team under their control. 
• Manages staff and stakeholders to achieve Government and/or Agency objectives where tl1ere are 

multiple competing priorities. 
• Builds and maintains elfe(.tive relationships with a diverse range of stakeholders: nurtures internal and 

external relationships; facilitates cooperation and partnerships and values differences and diversity in a 
highly challenging. complex, and sensitive environment. 

• [ngages and collaborates with internal and external stakeholders to identify strategic opl'ortunities 
and resolve complex and significant operational issues that have highly significant corporate impact 
within the Agency, and which may impact external stakeholders. 

• Wori<s constructivelv as a member of the radiation 011col""" services leadershio team . 

JUDGEMENT 
• Exercises expert professional judgement in a strategic c-apacity over the radiation oncology medical 

physics learn t.U1der their control. 
• Demonstrates the ability to understand the political, social, and operational environment to identify 

complex and significant operational issues and make recommendations on strateiiies and approaches 
to remediale complex and significant operational issues. 

• Recommendati()ns may require the development of novel strategies and approaches, and the 
outcomes achieved have highly significant corporate impact and in0uencc within the Agency and may 
imnact and in0uencc external stakeholders. 

INFLUENCE 
• The work has highly significant influence on the achievement of Government and/or Agency 

objectives. 
• l'he wor1<: has highly significant co,porate impact and influence within the Agency . 

• Provides high,level advice and recommendations directly to cxcr.utive managemcot regarding the 
radiation oncol0<>y medical ohvsics tearn under their conlrol. 
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• Altemative sources of advice are verv limited within the Aoencv . 
LEADERSHIP, ACCOUNTABILITY AND RESPONSIBILITY 
• 

• 

• 

• 
• 
• 

Accounwble and resµonsible for senior leadership and s1rategic direction for the radiation oncology 
medical physics team, induding the development and implementation of important strategic 
corporate initiatives in response to emerging challenges and which may include comp!ex and/or 
specialised service delivery models. 
AccolJnlable and responsible for providing senior leadership and for setting dear perfonmance 
expectations; performance management and development of staff; and supporting staff to maint<1in 
focus and productivity. 
Accountable and responsible for the administr;1lion, direction and control of human, physical and 
financial resources under the <.ontrol of the position, including meeting spe<ified financial, quality. and 
other key performance indicators. 
Sets, implements, and reix>r\.S on s1rategic direction for the r;idi«tio11 oncology medical physics team . 
I e~ds governance related activities across the radiation oncology medical physics I earn . 
Represents with ihe authority to conduct and commit to a negotiated outcome regarding objectives, 
wnc.epts, strategies. and policies for the radiation oncology medical physics ,~.,.,n and radiation 
oncoloov service, and which have imDlications beyond the immediate worl<. area. 

I 
/ 
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Schedule 5 - Salary Rates for Allied Health Professionals as defined in Schedule I 

Table I: Salary rates for Allied Health Professionals as defined in Schedule I excluding Radiation Oncology 
Medical Physicists. effective from ffppcooa I December 2022 and from ffppcooa 20 December 2022 

(sec Table 2 below for salary rates effective frorn fljJpcooa I December 2023 and from ffppwoa I 
December 2024) 

Oassification Base Low Cost of 3.5% Structural One-off 
Salary income Living effective Adjustment Low 

Levels effective payment payment ffppcooa I into base Income 
ffppcooa into base into base Dec2022 effective Payment 

I Dec effective effective Base Salary ffppcooa I ffppcooa20 
2021 ffppcooa I ffppcooa I Dec2022 Dec2022 

Dec2022 Dec2022 
($500) ($1,000) 

AHPA $62,001 $63,001 $65,206 $65,206 $1,000 

PROMOTION 

AHt'l -2 $61.on $64,572 $6~.~72 $67,867 $69,11 7 $1,000 

AHPl -3 $68,089 $68,589 $69,589 $72,025 $73,275 $ 1,000 

AHPl-4 $72, I Ill $73,178 $75,739 $75,739 

AHPl -5 $76,261 $77,261 $79,965 $79,965 

AHPl -6 $76,542 $77,542 $80,256 $80,756 

COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHP 1-5) 

AHP'l- 1 $80,346 $8 1,346 $84,193 $84,193 

AHP2-2 $81,131 $85,43 1 $88,421 $88,421 

AHP2-3 $88,512 $89,511 $92,645 $92.645 

AHP2-4 $92,607 $93,607 $96,883 $96,883 

AHP2-5 $96,689 $97,689 $101,108 $101,108 

AHt'2-6 $98,027 $99,027 $102,493 $104.493 

PERSONAL PROGRESS/ON OR PROMOTION 

AHP3-2 $96,689 $97,689 $101, 108 $103,608 

AHP3-3 $100,779 $101,779 $105,3'11 $105,341 

AHP3-4 $103,87 1 $104,871 $108,541 $108,541 

AHP3-5 $105,215 $106,2-15 $109,964 $111,964 
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/\HP35 Qual $ 107,629 $ 108,629 $ 112,431 $11 4,43 1 

/\HP3 PUG I 
(without PG $107,679 $108,629 $ 112,431 $1 14,431 

Quan 

AHP3 PUG 2 $11 1,672 $1 12,672 $116,616 $1 16,616 
/with PG Quall 
AHP3 PUG 3 $ 114,391 $ 115,391 $ 119,430 $1 19,430 

/with PG Quall 
PROM01ION 

AHP4-2 $1 11 ,672 $ 112,672 $1 16,616 $ 116,6 16 

AHP4-3 $114,391 $ 11 5,391 $ 119,430 $1 19,430 

/\Hl-'"1-4 $1 IS,8 l'J $ 116,8 19 $ 120,908 $1 22,908 

/\HP4-4 Qual $ 118,949 $119,949 $124,147 $ 1?6,117 

PROMOTION 

AHP1-Cl-YI $ 122,949 $ 127,252 $127,252 
-

AHP4 BY2 $125,949 $130,357 $ 130,357 

Pf30MOT/ON 
Manager Roles (graded) 

AHP5-GI -YI $1?9,849 $110,849 $ 135,429 $ 135.479 

Al IPS-G 1-Yl $131.355 $132,355 $ 136,987 $ 137,237 

AHP5-G2-YI $135,299 $136,299 $ 111,069 $1 4 1.069 

AHP5-G2-Y2 $ 136,831 $ 137,831 $147,655 $142.905 

AHP5-G3 YI $ 139,383 $ 140.383 $145,296 $145,296 

AHP5-G3-Y2 $110,935 $14 1,935 $ 146,903 $ 147,153 

AHP5-G4-Y I $ 143:17? $144,472 $1 49,529 $149,529 

Al IP5-G4-Y2 $145,043 $146,013 $151,155 $151,405 

Specialised Roles (brood banded) 

AHPSS-G l-2-YI $ 129,849 $ 130,849 $135.1?.9 $135,429 

/\HPSS-G 1-2-Y2 $ 131.355 $132,355 $136,987 $137,237 

AHPSS-G 1-J. Y3 $135,299 $ 136,299 $141,069 $141,069 

AHP5S-Gl-2-Y4 $ 136,831 $ 137,83 1 $ 142,655 $ 112,905 

PROGRESSION ASSESSMENT POINT -
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AHPSS-G3-4-Y I $139,383 $140,383 $115,296 $1 4'.>,296 

AHPSS-G3-'I-Y2 $140,935 $141,935 $146,903 $147,1 53 

AHP5S-G3-4-Y.1 $143,472 $144,'172 $149,529 $149,529 

AHP5S-G3-4-Y1 $115,043 $116,013 $151,155 $15 1,405 

Practitioner Roles (incremental) 

AHPPSa-Y I $135,299 $ 136.299 $14 1,069 $141,069 

AHPP5a-Y2 $136,831 $ 137,83 1 $142,655 $142,905 

AHPPSa-Y3 $139,383 $ 140,383 $145)96 $1'15,296 

AHPP5a-Y4 $110,935 $141,935 $146,903 $147,153 

Al IPPSa-YS $143,472 $144,472 $1 49,529 $ 149,529 

Al IPP5a-Y6 $115,013 $146,013 $ 15 1,155 $151,405 

PROMOTION 

AHP5-G5-Y I $149,043 $154,260 $151,260 

AHP '.>-GS-Y2 $150,043 $155,2% $155,515 

PROMOTION 

AHPS-G6-YI $151,013 $156,330 $158,330 

AHP5-G6-Y2 $152,043 $157,365 $160,36~ 

PROMOTION 

AHP6-I $154,364 $155,364 $160,802 $165,802 

AHP6-2 $155,993 $ 156,993 $161,488 $169,988 

Table 2: Salary rates for Allied Health Professionals as defined in Schedule I exduding Radiation Oncology 
Medical Physicists, effective from ffppcooa I December 2023 and from ffppcooa I December 2024 

aassffication One-off 3.0% Struclural One-off 3.0% Structural 
Levels Low effective Adjustment Low effective Adjustment 

Income ffppcooa I into base Income ffppcooa I into base 
Payment Dec2023 effective Payment Dec2024 effective 
ffppcooa Base Salary ffppcooa I ff'ppcooa I Base Salary ffppcooa I 

I Dec Dec2023 Dec2024 Dec2024 
2023 

AHPA $500 $67,162 $67,162 $500 $69,177 $69,177 

PROMOTION 

AHP l-2 $500 $71 ,191 $71,441 $500 $73,584 7.1,831 
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AHPl-3 $500 $75,473 $75,473 $!>00 $77,737 $77,737 

AHPl -1 $78,01 I $78,01 I $80,351 $80,351 

AHPI 5 $82,364 $82,364 $84,835 $84,835 

/\HPl-6 $83,179 $83, 1 /9 $85,6/1 $85,674 

COMPETENCY ASSESSMENT POINT (ACCELERATED COMPEJENCY ASSESSMENT POIN'f A'f AHPl-5) 

Al IP2- I $86,719 $86,719 $89,321 $89,321 

AHP2-2 $9 1,074 $9 1,071 $93,806 $93,806 

AHP:)-3 $95,424 $95,424 $98,287 $98,287 

AHP2-4 $99,789 $99,789 $102,783 $ 102,783 

AHP2-5 $104, 141 $104,1 41 $ 107,265 $107,265 

AHP2-6 $107,628 $ 107,878 $1 11,114 $ 111,364 

PERSONAL PROGRESSION OR PROMOTION 

AHPJ-2 $ 106,716 $106,966 $ 110,175 $ 110,425 

AHP3-3 $ 108,501 $ 108,501 $11 1,756 $1 11,756 

AHP3-4 $111,797 $ 111,797 $1 l~.151 $1 15,151 

AHP3-S $ 11 5,323 $115,573 $ 119,040 $ 119,290 

AHP3.5 Qual $ 117,864 $ 118, 114 $121,657 $121,907 

NIP3 PUG I 
(wiLhnul PG $ 11 7,864 $ 11 8,1 1-1 $ 12 1,657 $121,907 

Quan 

Al IP3 PUG 'J. $ 120,11 4 $1 20, 114 $123,7 17 $1 23,717 
/with PG Quon 
/\HP3 PUG J $123,011 $ 123,013 $ 126,703 $126,703 

(with PG Quan 
PROMOTION 

AHP4-2 $ 120,111 $120,114 $ 123,717 $123,717 

AHP4-3 $123,013 $ 123,0 13 $126,703 $ 126,703 

AI-IP4-4 $ 1)6,5% $ 126,845 $130,650 $ 130,900 

AHP4-4 Qual $129,931 $ 130, 181 $134,086 $134,336 

PROMOTION 

AHP4-B-YI $131,070 $13 1,070 1,135,002 $135,002 
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AHP4-B-Y2 $134,268 $134,268 $ 138,296 $138,2?6 

PROMOTION 
Manager Roles (graded) 

AHP5-GI-YI $139,492 $139,192 $ 113,677 $143,677 

AHP5-GI-Y2 $141,354 $141,354 $ 14S"S95 $145,595 

AHP5-G2-YI $145,301 $145,301 $149,660 $ 119,660 

AHPS-G2-Y2 $117,192 $147, 192 $151,608 $ 151,608 

AHPS-G3-YI $ 149,655 $149,655 $154,1 45 $ 154,145 

AHP5-(;J.Y2 $ 151 ,568 $ 151,568 $ 156,1 15 $156,1 15 

AHP5-G4-YI $154,015 $154,0 15 $158,635 $158,635 

At-lP5-G4-Y2 $155,947 $ 1!>5,947 $160,62S $ 160,625 

Spe<:ialised Roles (broad banded) 
AHPSS-G 1-2- $139,492 $139,492 $143,677 $143,677 

YI 
AHPSS-G 1-2- $141 .354 $ 14 1,354 $145,595 $ 145,595 

Y2 
AHPSS-G 1-2- $145,301 $145,301 $ 149,660 $149,660 

Y3 
/\HPSS-Gl-2- $147,192 $147, 192 $151,608 $15 1,608 

Y4 
PROGRESSION ASSESSMENT POINT 

Al IPSS-G3-4- $ 149,655 $ 119,655 $ 154,145 $151,145 
YI 

AHPSS-GJ-4- $ 151,568 $ 151,568 $ 156,1 15 $ 1!:,6,1 1!, 
Y2 

AHP5S-G3-4- $154,015 $154,015 $158.635 $158,635 
Y3 

AHP5S-G3-4- $155,947 $155,947 $160,625 $ 160,625 
Y4 

Practitioner Roles (incremental) 

AHPPSa-YI $ 145,301 $145,301 $149,660 $149,660 

/\HPl'Sa-Y2 $ 117, 192 $ 147,1 92 $15 1,608 $15 1,608 

AHPl'!>a-Y3 $149,655 $149,655 $154,145 $ 154,14!, 

AHPP5a-Y4 $ 151,568 $1 51,568 $ 156,115 $ 156,115 

/\HPPSa-YS $154,015 $ 154,015 $158,635 $1!>8,635 
-

AHPP!>a-Y6 $155,947 $ 155,947 $160,625 $ 160,625 

PROMOTION 
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AHP5-G5-YI $ 158,888 $158,888 $163,6!>5 $163,655 

AHP S-G5-Y2 $160,211 $160,21 1 $165,017 $ 165,017 

PROMOTION 

AHP 5-G6-YI $163,080 $ 165,080 $170,037 $ 172,032 

/\HP 5-G6-Y2 $165,176 $168,176 $1 /3.221 $176,221 

PROMOTION 

AHP6-I $170,776 $175,776 $181,049 $186,049 

AHP6-2 $ 175,088 $ 182,588 $188,066 $195.566 

Note: An Allied Health Professional classified at Level 2.6 who applies for and is appointed Lo a position at 
Level 3 will be appointed at Level 3.3 at a minirnun. 

Table 3: Salary rates for Radiation Oncology Medical Physicists, effective from ffppcooa I December 2022, 
ffppcooa I December 2023 and ITppcooa I December 2024 

aassification Base Salary Cost of 3.5% 3.0% 3.0% 

Level effective 
Living 

effective effective effective 
ffppcooa I Dec 

payment 
ffppcooa I ffppcooa I ffppcooa I into base 

2021 effective Dec2022 Dec2023 Dec 2024 

ffppcooa Base Salary Base Salary Base Salary 

!Dec 
2022 

($1,000) 

ROMPl - 1 $77.716 I $79.939 $82.337 $81,807 

ROMPl -2 $82,776 $85,673 $88,243 $90,090 

ROMPl -3 $88,056 $91,138 $93,872 $96,688 

ROMPl -4 $94.562 $97,872 $ 100,808 $103,83). 

ROMP l -5 $100,099 $103,602 $106,7 10 $109,911 

PROGRESS/ON ASSESSMENT POINT 

Specialist Radiation Oncology Medico/ Physicist 
ROMP2 I $124,611 $128,972 $132,841 $136,826 

ROMP2-2 $ 133.890 $138.576 $142,733 $147,015 
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ROMP2-3 $143,803 $148,836 $ 153,301 $157,900 

ROMP2-4 
ACPSEM $153,542 $158,916 $163,683 $168,593 
Accredited Only 

PERSONI\L PROGRESSION OR PROMOTION 

Senior Specialist Radiation Oncology Medico/ Pliysicisr 
ROMP3-1 $162.845 $168,545 $173,601 $178,809 

ROMP3-2 $171,191 $ 177.18) $182,498 $187,973 

1{OMP3-3 $ 181,6 13 $ 187,969 $193,608 $199,4 16 

ROMP3 4 
ACPSEM $190,420 $ 197,085 $202,998 $209,088 
Accredited Only 

PROMOTION 

Deputy Oiief or Prindpa/ Radiation Oncology Medical Physicist 
ROMP4 Grade I Non-Accredited $194,038 $200,829 $206,854 $2 13,060 

ROMP4-Grade 2 Accredited $205,215 $212,398 $218,770 $22!>,333 

PROMOTION 

Chief Radia!ior, Oncology Medical Physicist 
ROMPS-Grade I 

Gradel -
$216,907 $224,499 $231,234 $238,17 1 ACPSEM North-West 

Accredited Only 

ROMPS-Grade I 
Grade 2 · NO!th $230,435 $238,500 $245,655 $253,025 ACPSEM and South 

Accredited Only 
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Schedule 6 - Salary Rates for Allied Health Professionals as defined in Schedule 2 

excluding Fo rensic Scientists 

Table I: Salary rates effective from ffppcooa I December 2022 and One-off UP from 20 December 2022 

(see Table 2 below for salary rates effective from ffppcooa I Dec.ember 2023 and fr·om ffppcooa I 
December 2024) 

Classification Base Salary low Cost of 3.5% Structural One-off 
l evels effective income Living effective Adjustment low 

ffppcooa I payment payment ffppcooa I into base Income 
Dec2021 into base into base Dec 2022 effective Payment 

effective effective Base Salary ffppcooa I ffppcooa20 
ffppcooa I ffppcooa I Dec 2022 Dec2022 
Dec2022 Dec2022 

/$500) ($1,000) 

AHPA $62,83:l $63,832 $66,066 $66,066 $1,000 

PROMOTION 

AHPl-2 $61,901 $65,401 $66,401 $68,725 $69,975 $1.000 

AHPl-3 $69,007 $69.507 $Y0.~0/ $72,975 $71,225 $1 ,000 

AHPl-4 $73,151 $74,151 $76,746 $ / 6,/46 

AHPI-S $77,289 $78,289 $81,029 $8 1,029 

AHPl-6 $77.597 $78,597 $81 ,348 $81,848 

COMPE'l'ENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHl'l-5) 

AHP2-I $81 ,388 $82,388 $85,272 $85,272 

/\HP2-2 $8~.1 /7 $86,472 $89,499 $89,499 

AHP2-3 $89.556 $90,556 $93,725 $93,77.!i 

AHP) 1 $93,650 $91,650 $97,963 $97,963 

AHP2-S $97,728 $98,728 $102, 183 $102,183 

AHP2-6 $99,072 $ 100,072 $103.575 $ 105,575 

PERSONAL PROGRESSION OR PROMOTION 

AHP3-2 $91./28 $98,728 $102,183 $ 104,683 

AHP3-3 $ 10 1,8 18 $ 102.8 18 $ 106,417 $ i06,4 17 

AHP3-4 $ 104,9 15 $ 105,9 15 $ 109,622 $ 109.622 

AHP3-S $106,293 $ 107,293 $ 111,048 $ 113,048 
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AHP35 Qual $108,678 $109,678 $113,517 $1 15,517 

AHl-'3 PUG I 
(without PG $108,678 $109,678 $113,517 $1 15,517 

Qual\ 

AHl-'31-'UG2 $112,713 $ 113,71 3 $117,693 $1 17,693 
(with PG Qual\ 
AHP3 PUG 3 $I l~.435 $1 16,435 $120,510 $120,510 

/With PG Qual) 
PROMOI/0N 

AHP4-2 $1 12,713 $ 113,713 $117,693 $117,693 

AHP4-3 $1 15,435 $ 11 6,435 $I20.~I0 $120,5 10 

AHP4-4 $116,866 $ 11 7,866 $1 21,991 $11.3,991 

AHP4-4 Qual $ 119,996 $120,996 $1 25,23 1 $127,231 

PROMOTION 
-

AI-IP4-~-YI $124,191 $128,538 $128,538 

AHP4-B-Y2 $127.191 $131,613 $13 1,643 

PROMOTION 
Manager Roles (graded} 

AHPS-G I-YI $130,893 $131,893 $136,509 $136,509 

Al IP5-G I-Y7 $ 132,403 $133.103 $138,072 $138,322 

AHPS-G2-YI $136,337 $131,317 $142,144 $142,141 

AHPS-G2-Y2 $137,8/6 $ 138,876 $143,737 $1 43,987 

AHPS-G3-YI $140,426 $141,426 $146,376 $146,376 

AHPS-G3-Y2 $141,984 $142,984 $147,988 $148,238 

AIIPS-G4-YI $144,515 $145,5 15 $150,608 $150,608 

AHP5-G4-Y2 $146,091 $ 147,09 1 $152,)39 $152,489 

Specialised Roles (broad banded) 

AHPSS-Gl -2-YI $130,893 $1 31,893 $136,509 $136,509 

AHP5S-Gl -2-Y2 $132.403 $ 133,403 $138,072 $138,322 

AHP5S-Gl-2-Y3 $136,337 $137,337 $142,144 $142,1 44 

AHPSS-G1-2-Y4 $ 137,876 $138,876 $113.737 $ 143,987 

PROGRESS/ON ASSESSMENT POINT 
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AHPSS-G3-4-Y I $140,426 $ 14 1,426 $116,376 $146,376 

AHPSS-G3-4-Y2 $141,981 $142,984 $1 47,988 $l4a;ns 

AHl'SS-G3-4-Y3 $144,515 $115,5 15 $1 50,608 $150,608 

AHPSS-G3-1 Y4 $146,091 $147,091 $152,239 $152,489 

Practitioner Roles (incremental) 

AHPP5a-YI $1.16,337 $137,337 $ 142, IH $147,141 

Al IPPSa-Yl $ 137,876 $138,876 $143,737 $143,987 

AHPP5a-Y3 $140,4?.6 $14 1,426 $146,3/6 $146,376 

AHPP5a-Y4 $14 1,984 $147.,984 $147,988 $148,238 

AHPP5a-Y5 $144.515 $145,51 5 $150,608 $150,608 

AHPP5a-Y6 $146,091 $147,09 1 $152,239 $152,489 

PROMOTION 

AHPS-GS-YI $150,285 $155,545 $155,545 
I-

AHP 5-G.5-Y2 $15 l.?.85 $156,580 $156,830 

PROMOTION 

AHP 5-G6-YI $152,285 $157,615 $1~9.615 

Al IP 5-G6-Y2 $ 153,285 $158,650 $161,650 

PROMOTION 

AHP6-I $1 55,606 $156,606 $162,087 $167,087 

AHP6-? $157,235 $158.?.35 $163,773 $171,273 

Table 2: Salary rates effective from 1fppcooa I December 2023 and from 1fppcooa I December 2024 

Classiiicatior, One-off 3.0% Structural One-off 3.0% Structural 
Levels Low effective Adjustment Low effective Adjustment 

Income ffppcooa I into base Income ffppcooa I into base 
Payment Dec2023 effective Payment Dec2024 effective 

ffppcooa I Base Salary ffppcooa I ffppcooa I Base Salary ffppcooa I 
Dec2023 Dec2023 Dcc2024 Dec2024 

AI IPA $500 $68,048 $68,048 $500 $70,089 $70,089 

PROMOTION 

AHPl -2 $~00 $72,074 $72,324 $SOO $74,494 $74,744 

AHPl -3 $500 $76,452 $/6,452 $500 $18,746 $78,746 
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AHPl-4 $79,048 $79,018 $81,419 $81,419 

AHPl-5 $83,460 $8J,460 $85,961 $85,964 

AHPl-6 $84,303 $84,303 $86,832 $86,832 

COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHP 1-5) 

/\HP2-I $87,830 $87,830 $90,465 $90,465 

AHP2-2 $92,184 $92,184 $94,950 $94,950 

AHP2-3 $96,537 $96,537 $99,433 $99,433 
-

AHP2-4 $ 100,902 $100,902 $103,929 $103,929 

/\HP2-S $105,248 $105,248 $108,405 $ 108,405 

AHP2-6 $ 108,'/42 $108,992 $112,262 $ 112,512 

PERSONAL PROGRESSION OR PROMOTION 

AHP3-2 $107,823 $ 108,073 $ 111,3 15 $11 1,565 

AHP3-3 $109,610 $109,610 $112,898 $ 112,898 

AHP3-4 $112,911 $ 112,9 11 $1 16,298 $116,298. 

AHP3-5 $ 116,439 $ 116,689 $ 120,190 $ 120.440 

AHP3.5 Qual $ 11 8,983 $119,233 $122,810 $123,060 

/\HP3 PUG I 
(without PG $1 18,983 $119,233 $122,810 $ 123,060 

Qua!) 

/\HP3 PUG 2 $121,??.4 $121,224 $ 124,861 $1?4,861 
{with PG Quall 
AHP3 PUG 3 $124,12!> $ 124,125 $127,849 $127,849 

(with PG Qua!\ 
PROMOTION 

Al IP4-2 $ 12 1,224 $ 121 ,224 $124,861 $ 124,861 

AHP4-3 $124,1 25 $ 124,125 $127,849 $127,849 

AHP4-4 $127,71 I $ 127,961 $13 1,800 $ 132,050 

/\HP4-4 Qual $ 131,048 $13 1,298 $ 135,237 $ 135,487 

PROMOTION 

AHP4-B-YI $132,394 $132,394 $1 36,366 $136,366 

Al IP4-B-Y1 $ 135,592 $135,592 $ 139,660 $ 139,660 
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PROMOTION 
Manager Roles (graded) 

AHPS G l -YI $140,604 $140,604 $111,822 $144,822 

AHP5-Gl -Y2 $142,472 $142,472 $146,746 $1 46,746 

AHP5-G?-YI $146,400 $146,408 $150,800 $150,800 

AHPS-G2-Y2 $148,307 $148,307 $152,756 $152.1~6 

Al·IPS-G3-YI $150,767 $150,767 $155,290 $155,290 

AHP5 G3-Y2 $152,685 $152,685 $157,266 $157,266 

AHP5-G4-YI $ 155,126 $1 55,126 $ 159,780 $159,780 

AHP5-G4-Y2 $157,061 $157,064 $161,776 $161,776 

Specialised Roles (broad banded) 

AHPSS-G 1-2-YI $140,604 $ 110,604 $144,822 $144,822 

AHl'SS-G l -2-Y2 $142,472 $142,172 $146,746 $146,746 

AHPSS-Gl -2-Y3 $1 46,408 $ 146,108 $150,800 $150,800 

AHPSS-Gl -2-Y4 $148.307 $148,307 $1 5?,/!>6 $152,756 

PROGRESSION ASSESSMENT POINT 

Al IP5S-G3-4-Y I $150,76 / $150.767 $155,290 $155.290 

AHP5S-G3-4-Y2 $ 152,685 $152,685 $157,266 $1~/.266 

AHPSS-G3-4-Y3 $155,126 $155,126 $159,780 $159,780 

AHPSS-G3-4-Y4 $157,064 $157,064 $161,776 $161,776 

Practitioner Roles {incrementaQ 

AHPP5a-YI $146,408 $146,408 $150,800 $1 50,800 

AHrrsa-Y2 $148.307 $118,307 $152,756 $152.l.56 

AHPP5a-Y3 $150,76/ $150,767 $155.290 $155,290 

AHPP5a-Y4 $152,685 $152,685 $157,266 $157,266 

AHPPS;1-YS $155,126 $155,1?6 $159,780 $159,780 

AHPP~a-Y6 $157,064 $157,064 $161,1 /6 !f.161,776 

PROMOTION 

AI-IP5-G5-YI $160,211 $160,211 $165,017 $16~.017 

AHP 5-G5-Y2 $161,535 $16 1,535 $166,38 1 $166,381 
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PROMOTION 

Al IP 5-G6-Y I $164,403 $ 166,403 $1 71,395 $173,395 

AHP 5-G6-Y2 $166,500 $169,500 $174,585 $ 177,585 

PROMOTION 

AHP6 I $172,100 $177,100 $182,4 13 $187,413 

AHP6-2 $ 176,411 $183,91 1 $189,428 $196,928 

Note: An Allied Health Professional dassified at level 2.6 who applies for and is appointed t o a position at 
Level 3 will be appointed at Level 3.3 at a minimum. 
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Schedule 7 - Salary Rates for Forensic Scientists 

Table I: Salary rates effective from ffppcooa I December 2022 and one-off low income payments from 
ffppcooa 20 December 2022 

(see Tal>le 2 below for salary mtes effective from ffppcooa I December 2023 and from ffppcooa I 
Oecemher 2024) 

Classificatiori Base Salary Low Cost of 35% Siructural One-off 
Levels effective income Living effective Adjustment Low 

ffppcooa I payment payment ffppcooa I into base Income 
Dec 202I into base into base Dec2022 effective Payment 

effective effective Base Salary ffppcooa I ffppcooa 20 
ffppcooa I ffppcooa I Dec 2022 Dec20'12 
Dec2022 Dec2022 

($500) ($1,000l 

Al-IP A $62,832 $63.83:.! $66,066 $66,066 $1,000 

PROMOTION 

AHPl -2 $64,901 $65,401 $66,401 $68,7?~ $69,975 $1.000 

/\HPl-3 $69,007 $69,50/ $70,507 $72,975 $74,225 $1 ,000 

AHPl -4 $73,151 $71,1 51 $76,746 $76,746 

AHPl -5 $77,289 $/8,289 $81,029 $81 ,029 

AHPl-6 $77,597 $78,597 $81,318 $81 ,848 

COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHPl-5) 

AHP2- I $81,388 $82,388 $85,212 $85,272 

/\HP2-2 $85,472 $86,172 $89,499 $89,199 

AHP2-3 $89,556 $90,556 $93,725 $93,7)5 

AHP2-1 $93,650 $94,650 $9?,963 $97,963 

AHF?-5 $97,728 $98,728 $10?,l 83 $102,183 

AHP2-6 $99,072 $100,072 $ 103.575 $105,575 

PERSONAL PROGRESSION OR PROMOTION 

AHP3-2 $97,728 $98,728 $102,183 $ 104,683 

AHP3-3 $101,818 $1 07,818 $106,4 17 $106,1 1 / 

AHP3-4 $104,915 $105,915 $109,622 $109.622 

AHP3-5 $106,293 $ 107,293 $ 111,048 $113,048 
-
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AHP3.5 Qual $108,678 $109,678 $113,517 $1 15,517 

PROMOTION 

/\HP4-2 $112.7 13 $113,7 13 $ 117,693 $1 17,693 

Al IP4-J $1 15,435 $1 16,435 $120,510 $120,510 

Al IP4-4 $1 16,866 $117,866 $121.991 $ 123,991 

AHP4-4 Qua! $119,996 $120,996 $125,231 $127,23 1 

PROMOTION 

Al IP4-GB-Y I $124, 191 $128,538 $128,538 

AHP4-GB-Y2 $127,191 $131,643 $ 131,643 

PROMOTION 

AHPS-2 $ 136,337 $137,337 $142,144 $142,1 11 

AHP5-3 $140,4?.6 $11 1,426 $ 146,376 $146,376 

AHP~-4 $144,5 15 $ 115,515 $150,608 $ 150,608 

AHPS-5 $146,091 $147,091 $152,219 $ 152.489 

PROMOTION 

AHPS-GSA-YI $150,285 $ 155,545 $155,545 

AHP::>-GSA-Y2 $15 1,285 $156,580 $156,830 

PROMOTION -

/\HPS-G6-YI $152,285 $157,615 $159,615 . 
AHP5-G6-Y:> $153,?.85 $158,650 $161,650 

PROMOTION 

Al IP6- I $155,606 $156,696 $162,087 $ 167,087 

AHP6-2 $157.235 $158,23::, $I63,77:l $171,273 

Table 2: Salary rates effective from ffppcooa I December 2.023 and from ffppcooa I December 2024 

Classification One-off 3.0% Structural One-off 3.0% Structural 

Levels Low effective Adjustment Low effective Adjustment 
Income ffppcooa I into base Income ffppcooa I into base 

Payment Dec2023 effective Payment Dec2024 effective 
ffppcooa I Base Salary ffppcooa I ffppcooa I Flase Salary ffppcooa I 
Dec2023 Dec2023 Dec2024 Dec2024 

AHl'A $500 $68,018 $68,048 $500 $70,089 $70,089 

PROMOTION 
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AHPl-2 $500 $72,074 $77.,32'1 $500 $/1,191 $74,744 

AHPl-1 $500 $76,1.52 $76,452 $.500 $78.146 $78,716 

AHPl-4 $79,048 $79,048 $81,419 $81,4 19 

AHPl -5 $83,460 $83,460 $8.5,961 $85,964 

AHPl-6 $84,303 $84,303 $86,832 $86,832 

COMPETE.Na ASSESSMENT POINT (ACCELERA1ED COMPETENCY ASSESSMENT POINT AT AHP/-5) 

AHP2-1 $87,830 $8/,830 $90,465 $90,165 
-

/\HP2-:.l $9?,181 $92.184 $94,950 $94,950 

AHP2-3 $96.~3/ $96,537 $99,433 $99,433 

Al IP2-4 $100,902 $100,902 $103,9?9 $103,929 

AHP2-5 $ 105.248 $10~.?.48 $ 108.405 $ 108,405 

AHP2-6 $108,742 $ 108,992 $ 112,262 $1 12,512 

PERSONAL PROGRESS/ON OR PROMOTION 

AHP3-2 $ 107,873 $ 108,073 $111,315 $11 1,!>6!> 

AHPl -3 $109,G IO $ 109,610 $112,898 $ 112,898 

AHPJ-1 $ 112,911 $ 1 l?,91 1 $ 11 6,298 $116,298 

AHP1-.5 $ 116,139 $ 116,689 $120,190 $120,440 

AHP3.S Qual $118,983 $1 19,233 $ 122,810 $123,060 

PROMOTION 

AHP4-2 $ 121 ,224 $ 121,224 $124,861 $ 114,861 

Al IP4-3 $ 124,125 $ 124,125 $127,819 $ 127,849 

AHP4-4 $127.711 $127.961 $13 1,800 $ 132,050 

AHP4-4 Qual $131,018 $13 1.298 $135,237 $ 135,187 

PROMOTION 

Al IP4-GB-Y I $131,394 $ 132,394 $ 136,366 $ 136.366 

AHP4-Gll-Y2 $135,592 $ 13.5,592 $ 139,660 $139,660 

P/i.OMOTION 

AHPS-2 $ 116,408 $146.408 $ 150,800 $1 .50,800 

AHPS-3 $ 150,767 $150,767 $155,290 $1 .55,290 



AHPS-4 $155,126 $15~.126 $159,780 $159,780 

AHPS-5 $ 157,064 $157,064 $161,776 $161.776 

PROMOTION 

/\HPS-GSA-YI $160,211 $160,211 . $165,017 $165,0 17 

AHPS-GSA-Y:2 $161,535 $161,535 $166.381 $166,381 

PROMOTION 

AHP5-G6-Yl $164,403 $166,403 . $171,395 $173,395 

AHPS-G6-Y2 $166,500 $169,500 . $174,585 $177,585 

PROMOTION 

AHP6- I $172,100 $177,100 $182,4 13 $187,413 

AHP6-2 $ 176,4 11 $183,911 $189,428 $196,928 

Note: An Allied Health Proressional classified at Level 26 who applies for and is appointed 1.0 a position at 
I evel 3 will be appointed at Level 3.3 at a minimum. 
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Schedule 8 - All ied Health Professional Level 3 Personal Up-Grade Scheme 

Scheme Obi•«:tives and Overview 

The objectives of the scheme are: 

• To recognise advanced skills. clinicaVprofessional leadership and contribution to the profession, 

service and relevant agency, 
• To assist in the retention o f experienced Allied HeaJU, Professionals, and 

• To provide a mechanism t o encourage employees to undertake desiraule training to update skills, 
knowledge and practice in areas aligned to organisational priorili~_,. 

The scheme ,,ims to recognise and reward the efforts of eligible Allied Health Professior.1I I P.Vel 3 
employees 1hat have achieved excellence in allied health profe$.~Onal skills and competence through study, 
research and/or skill acquisition relevant to their profession and service, through a process of salary 

advancement. 

The scheme envisages necessarily high standards to ensure the integrity and recognition of only those Allie.<! 
Health Professionals who are truly pciforming al a level of outstanding achievement and professional 

excellence, 

In the context, of the scheme, assessment of outstanding achievement and professional excellence is based 

on two fundamP.Otal concepts: 

• The extent of the contribution the employee has made to their selVic,e, profession and relevant 
Agency through cli11ical practice, leadership, education and /or research, and 

• The extent to which thi, employee has contributed 10 the relevant Agency's business and/ or 

strategic plans and priorities. 

The contribution of the employee to their se1vi<.:e, profession and relevant Agen<.y <:an be demonstrated 

through: 

• Professional leadership and specialist or generalist knowledge, skills and experience, as applied in 

their workplace, 
• Furth<"r dinical study through possession o f relevant qualificalions, research and publications, a11d/or 

• Teaching and development of others in the workplace 

Permanently appointed eligible AHP Level 3 employees (either full or part time} must demonstrate to the 
assessment panel that they performing ill ;i level consistent with the assessment criteria on an ongoing basis. 

Eligibility 

Applicants eligible for personal-up-grade assessment must: 

• 

/ 

Be pem.1nenlly appointed at the Allied Health Professional Li,vel 1, and 
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• Not he subject to a review resulting from a negative perfonnance management process, and 

• Have served a minimum of 12 months al AHP level 3 yeat 3 or higher, OJ' 

• Have worked for 3 ye.,rs either in Tasmania or in another jurisdiction at an equivalent level. 

Assessment Criteria 

The assessment criteria aim to encompass a wide variety of allied health professions and roles undertaken 
by allied health professionals, and hence a,·c neither detailed nor specific for any one profession or role. 

Applicants must interpret ead1 criterion in relation to their own achievements with in the ambit of their 
particular position within the relevant Agency, with reference to the applicant's statement of duties. 

Applicants must provide primary examples from within the last 5 years to demonstrate how they meet each 
crite,ion, list achievements and outcome!<. and provide evidence to support claims against each criterion. 

Assessment criteria are in two parts: Part I and Part 2. P.ut I comprises two mandatory criteria that e:,ery 
applicant must address. Part 2 comprises a suite of elective criteria grouped under 4 categories. 

Mandatory Criteria 

The mandatory criteria arc: 

I. Demonstrated outstanding achievement and excellence in a specialist or generalist field, and 
2. Demonstrated outstanding achievement and excellence in clinical/professional leadership, indudil\g 

leading significant seNice changes and improvements and achievement of specific outcomes of 

demonstrable benefit to the servic.e, profcssior, and relevant agcnc.y. 

Elective Criteria 

Applicants must c.hoose two elective criteria to address from two diffe!'ent categories: 

I. Research and Publication 
2. Qualification and Development 
3. Teaching and Educ.ation 
4. Innovation 

The specific elective criteria arc outlined under t hese headings in the AHP Level 3 Personal Upgrade 

Scheme Guidelines. 

!\Qplication Process 

Applications can be made at any time once the applicant meets the eligibility criteria. The applic,1tion 
process is summarised in Figure I , full details o f application process are detailed in the AHP level 3 Personal 

Upgrade Scheme Guidelines. 
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Figun! I AHP Level 3 Personal Upgtade Scheme Process 

•Applicant to obtain copy of application documentation from intranet 
•If eligible to apply, notify manager of intent, to discuss achievement against criteria 
to ensure individual is able to meet requirements 

•Compile written application ensuring criteria are met with supporting evidence 
•Submit a lication to direct line manager 
•Review and approve app icants application, or provlae feedback on areas t at may 
not be met 

•Obtain referee reports 
•Send corn iled a lication to relevant Mana er 

•Convene and Chair assessment panel and review application(s) 

/ •Complete HR probity 
Ste 3: • If recommended: Send to Delegate/s 

DA •If unsuccessful: Notify applicant and provide feedback. 

•Review recommended application and ensure alignment with principles of scheme 
p 4· •Authorise and progress request to payroll 

~ •-,· ,,_•...:N.:.o:..t:..ifycc..:a:.,:P:.,:P.;;li.;.ca:.:n.:,;t:.co:..:f...:o:.cu...:t.;.co:.:m=e...:w_;l..;;th..;;i_n...:4...:m=o'-'nt.::h.:.:s:.co:..:f...:t.:..:h.:.e..:dc::a.:.te:....:.o_;f a:..Pc.,P:..l.:.:icc::a.:.ti.:.o:..cn ____ _./ 

Assessment process 

Assessment panels 

The relevant Agenc.y delegate will convene the assessment pru1el and indude an allied he.alth manager and 
representative from the relevant pmfession as stipulated in the Al-IP Level 3 Persor.11 Upgrade Scheme 

Guidelines. 

The Assessment Panel will be looking for evidence of perfonmance within the current workplace, and 
sustained achievements on an ongoing basis. Primary examples of achievement should be from within the 
last 5 years. Applicants need to provide evidence of their achievements and outcomes and these mvst be 
validated by their manaeer. An application rntJSt be completed in full as outrined in the AHP Level J 

Personal Upgrade Scheme Guidelines. 

Approval 

The panel will make a recommendation, to the delegate. 

The AHP Level 3 Personal Upgrade will take effect from the elate of receipt of application. 

Fach applicant will be notified in writing of the oulcome of the process, anu is e11litled to receive a brief 
written feedback summary from the Assessment Panel. Other than the surnmary, no fu,ther feedback 

process will occur. 
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Unsuccesi;ful applicants must wail twelve months from the date of submission of the previous application 
before reapplying to the scheme, and may make application to the Tasmanian Industrial Commission for a 

review of action under section 50 of the Stote Swice Act 2000. 

Successful Candidates 

Successrul Applicants without post gr.1duale qualifications will be advanced to AHP Level 3 PUG I (without 
PG Qual) pay point.. No further increments wiR be available to an employee advanced to this level under 
the scheme unless the employee gains a post graduate qualification in which instance the employee would 

advance to AHP 3 PUG 2 (PUGS with PG Qual). 

Successful applicants with relevant post graduate qualifications will be adv,mced to AHP Level 3 PUG 2 
(PUGS with PG Qual) p.,y point and will increment to AHP Level 3 PUG 3 (PUGS with PG Qual) after 12 
months. No further increments will be available to an roiployee advanced to this level under the scheme. 

If an Applicant is successful in being appointed lo another higher level Al-IP position on a substantive basis, 
nomial incremental progression will apply and the PUG concludes. 

Successful candidates must maintain performance to the level demonstrated in their application through 
their annual Perfom;ance Development Plan. An awarded Personal Upgrade must be reassessed when an 
employee varies their duties or moves to another role to determine if their skills and attributes affording t he 

upgrade remain applicable. 

Mobility of UpJ'rade 

The personal upgrade will be portable within Lhe Tasmanian State SeNice. The underpinning philosophy is 
that the skills and attributes that an individual has demonstrated to achieve their personal upgrade should be 

transferable. 
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Schedule 9 - AHP Level 5 Specialised Role Grade 1-2 to Grade 3-4 Progression 

Objective 

This schedule outlines the process for an Al-IP Level 5 employed in a specialised role at Grade 1-2 to apply 

for progression to Grade 3-4 through assessment by a Peer Review ranel and rec.ommendation to the 

I lead of Agency. or delegate, for approval. 

Eligibility 

Applicants eligible for progression must 

• Be permanently appointed in an AHP Level 5 specialised role at Grade I • 2; and 

• Not be subject to a review resulting from a negative periormance management rmcess: and 

• Have served a minimum of 3 years in a specialised role al Grade 1-7.: or 

• I lave worked for 3 years in another jurisdiction in an equivalent role. 

Progr-ession Criteria 

The progression c,i1eria aim to encompass a wide variety of alfied health professions ar,d roles undertaken 
by allied health professionals, and henc:e are neither detailed nor specific for any ()ne profession or role. 

Applicants must inlerµret each criteric)n in relation to their own achievements within the ambit of their 
particular AHP I eve! 5 specialised role within the Agency, with reference to the applicant's statement of 
duties and the AHP Level~ specialised dassificatior, standards outlined in Schedule 3. 

/lpplicants must provide primary examples from within the last 5 yea~ to demonstrate how they meet each 
criterion, list achievements and outcomes, and provide evidence to support daims against ead, criterion. 

AHP Level 5 Specialised Role Progression Criteria 
Criteria Grade 1-2 Grade 3-4 

Professional and l eadership Skills 

Professional and Has a requirement for developing and Has a rcquiremer)t for developing and 

Leadership advancing the knowledge and advancing the knowledge and 
professional skills or other staff within professional skills of other staff within 
the tt'.arY> the profession and / or Agency 

Strate~ c and Coroorate Imo act 

Strategic Demonstrates the ability to exercise a Demonstrates the ability to exercise of 
high degree of indepe,ldence in the a high degree of indeµe11dence in the 
determination of overall priorities and determination of over.ill priorities and 
stralef:ies which have a significant strategics which have a critical 
corpordl e imoact co,vorate imoact 

Judgement Demonslrales the ability lo make Demonstrates the ability to make 
judgements which rorm the basis of judgemenls which may be significant to 
condusive and authoritative advice to 
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regional or statewide management and the .ichievement of Government 
have a significant impact on the objectives. 
achievement of rei:ional or statcwide 
obiectives 

Qualifications and ""'-erience 
Qualification and Expected to have at least 8 years of Expected to h;ive r,reater than 8 years 
Experience relevant experier,ce following post of relevant experience following post 

oraduate qualification. oraduate qualification. 
Professional Soeclallst Reoutation and Recol!.nition 

Reputation and Will often have a national reputation in W ill have a national and /or 
recognition their specialty. international reputation in their 

speciality. 
Will be recognised on a regional and I 
or statewide basis as an expert in the Will be recognised on a national and / 
area of speck,lty or profession. or international basis as an expert in the 

area of spedafrty. 
Recognised through consideration o f al 
least three of the following attributes: Recognised through cor"ideration of at 
• Invitations to lead at recognised least three o f the following attributes: 
statewide forums and conferences ; Invitations to lead or present at 
- Participation in approved statewide national or international for\lms and 
worl<ing parties and consultancies conferences 
- Teaching and lecturing in their - P.Jrticipation in nation,~ or 
specially international working parties and 
- Acknowledgement of expertise in legal consultancies 
and regulatory aspects of the specially - Teaching and lecturing nationally or 

internationally in their specialty 
- Acknowledgement of expertise in legal 
and rCl[ulatorv aspects of the soecialtv 

Research and ls actively involved in undertaking Is actively involved in undertaking 
Publication research at a statewide level; and/or research at a nation;,l and / or 

Preparation and review of authoritative international level; and/ or 
publications or papers to influence Preparation and review of authoritative 
senior- management decision making national or international publicalior;s or 

pape,-s to influence government 
det.isions. 
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6rlplication Process 

Applications can be made at any lime once the applicant meets the cligihiliLy criteri a. ·1 he application 
process is summarised in Figure I , full details of application process are detailed in t he AHP Level 5 

Specialised Role Progression Guidelines. 

f"tgun: I AHP Level S Sp<.'Cialised Role Progression Process 

•Compile application for peer reivew panel with evidence agaist criteria 
•Submit application to direct line manager 

• Convene and chair peer review panel 
•Prepare advice for senior manager and delegate 

[

~ { • Complete probity check in consultation with HR and Executive Director A:Jlied 
• Health or Chief Allied Health Advisor 

Senior 

~ Pag

4

·. ,l::•=c=o=n=s=id=e=r=r=e=co=m= m=e=n=d=a=ti=o=n=o=f=p=•=e=, =,e=v=ie=w= p=a=n=e1= = = = = ====-====::'.'. 

• Not ify applicant of outcome 
••:•e,,_.,, __ • l_f .c.s.:..uc.:..c:..:ec.:.s.:..sf.c.u...:l,...:ac.:.uc.:.th __ o:..r_is:..:ec...a:..:n...:d-'p'--r-o.,,g'-re.:..sc.:.s .... r--e"qu.:..e.:..s:..:t ...:t .c.o..cp:..:a,y_-'ro:...I.:..I _______ _ _ __, 

Assessment process 

A Peer review panel will be convened and chaired by the applicant's manager LO review t he applicalion. The 
Peer Review P,mel will consist of the manager and 1wo members with the requisite skills and experience t o 
assess the application. The peer review panel can be convened from the following sourr.es o f specialist 

expertise 

• Internal or external health professional with comparable specialised ~-kills in the same are,a of 

speciality (,.e. peer profcssiona~; and / or 
• Internal or external health professional wiU, related and relevant knowledge in the applicants area 

of specially (i.e. medical specialist with related specially); and / or 

• A representative from a relevant professional body (i.e. professional association or c.ollege); and/or 

• A union nominee w ith requisite qualification, experience and seniority in the applicant's discipline or 

related field. 

·1 he Peer Review P-anel will assei.-s the applicant against the AHP Level 5 Spedalised Role Progres.~ion 
Criteria outlined above and with reference to the AHP Level 5 specialised _role classification standards 
prescribed in Schedule 3. l he grades specified for AHP Level ~ specialised roles represent the salary range 

for speci,~ised mles at this level. 
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The Peer Review Panel will be looking for evidence of performance within the current workplace, and 
sustained achievements on an ongoing basis. Primary examples of achievement should be from within the 
last S years. Ai)plicants need to µrovide evidence of their achievements and oulcomes. and these must be 
validated. An application must he completed in full as outlined in the AHP level 5 Specialised Role 
Progression Guidelines. 

·1 he Peer Review Panel will make a recommendation, to the Head of Aiiency, or delegate, within 'I months 
of receiving an application. 

The applicant will be notified in writing of the outcome of the process, and is entitled to receive a brief 
written feedback summary from the Peer Review Panel. Unsuccessful applicants musl wait twelve months 
from the date of submission of the previous application before reapplying to progress to AHP Level S 
Specialised Role Grade 3-4, and may make application to the Tasmanian lndustri.il Commission for a review 
of action unde.r seclion SO of the Swr.e Se,vice Acr 2000. 

Successful C.andidates 

Successful applications will be effective from the date of receipt of application. 

Successful applicants will be ~)pointed to AHP Level 5 Specialised Role Grade 3-4 Year I. Normal aMual 
incremental progression lo the top of AHP Level S Specialised Role Grade 3-4 will occur thereafter. 

Successful candidates must maintain performance to the level demonslrated in their application through 
lheir annual Pcrfonna, ,ce Development Agreement. 
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Schedule I O - AHP level 2 Personal Progression Pathway 

The Al IP level 2 Personal Progression Pathway is available to employees listed in $dl<'!dule I and Schedule 
2 of this /\greem~11t. Applications can be made at any time subject to the employee meeting the eligibility 

criteria. 

I. Eligibility 

To be eligible for the Personal Progression Pathway an AHP must meet the following criteria 

(i) An Allied Health Profcssiooal may, after reaching the classification A l· IP level 2 year 4, apply to their 
manager for personal progression 10 AHP level 3 year 7;. 

(ii) Be pcnnanently appointed at the Allied Health Profes.~ional Level 2 and 

(,ii) TI1e conduct and perfonnance of the employee has been assessed as satisfactory. 

(iv) For AHl's applying for the Personal Progression Pathway via a recruitment process for a permanent 
AHP Level 1-2 position, must demonstrate a level of cmploym«nt experience cquival«nt to that of 
AHP Level 2 Year 1. 

2. Assessment Criteria 

The assessment criteria consists of two parts: mandatory ancl elective criteria. An application for personal 

prowession must address the following two mandatory criteria: 

MI Consistent high-level performance with demonstrJted capability to undertake complex 
clinical/professional work, or complex scientific/regulatory work, in one or more areas of 
practice/modalities relevant to the allied health profession, with considerable independenc<> and 

limited supervision and direction. 

M2 Demonstrated clinical/professional leadership skills as evidenced by capability to supervise and mentor 

lower classified staff and students and coordinate activities that could be related to education and 

training, research, quality improvement, projects, polir.y and/or regulatory fun~tions. 

An application for personal progression must also ;,ddrer.s at least two of the following elective criteria: 

El Satisfactory complP.tion of a relevant Graduate Cc,tificate (or higher post graduate qualification). 
Post gradu~te qua!~ications mvst be an additional post graduate qualifirntion and cannot be an 

employee's entry to practice qualification (including honours dei:rees, graduate entry masters or 

professional doctorates). 

E2 Satisfactory completion of a relcvJnl formal post-entry level educ.ation and training program that is 
recognised by the profession or industry (,.e. fellow,;hip, certification process or other credential). 

·1 his must be in addition to an employee's entry to practice qualification and/or professional 

accreditation or regulation requirements. 

E3 Recognition as a resoun:e person within the tearn. function and/or program as evidenced by 
contribution to developing the knowledge base of others through the development of resources to 
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support practice (i.e. policies, procedures, practice guidelines etc) and infom,al/intemal professional 
development/training activities, in seivice prcsenlations etc 

E4 Recognition as a res<lurce person in service delivery, liaison and education for external dients as 
evidenced by contributions to the training of and dissemination of information to these dients 
regarding policies, procedures and complex infonnation. 

FS Demonstrated contribution to the profession, department or service, at an Agency state or national 
level, such as through ·active i"nvotvemerit in professional association(s), working parties, committees, 
boards and/<X conference convening. 

3. Assessment 

3.1 On receipt of an application, a panel, consisting of the manager and an AHP level 3 (or higher), will 
assess the application and make a recommendation to the delegate. ·1 he AHP level 3 panel member may 
be from the same °' a related profession and may be external to the Aiiency. 

3.2 The manager must obtain at least one referee report in relation to the employee's application. If 
the «pplication refers to evidence outside the wo.-kplace (i.e. activities associated with a professional 
association), a second external referee report should be obtained. 

33 Where an Allied Health Professional demonstrates they meet the mandatory and elective criteria, 
they will receive a personal dassificaLion as an AHP level 3 and commence on AHP level 3 year 2 from the 
first full pay period commencing on or after the date the applicant submitted their finalised «pplicalion to 
their manager, This date will become the applitonL's anniversary date for salary increments. 

3.4 Successful applicants will rece.ive· a peisonal classification to AHP level 3 and will be provided with 
an AHP level 3 Statemenl of Duties to ensllre transparency regarding expectations of rerformance and 
responsibilities. 

3.5 Performance and Development Agreements will be undertaken in the context of the individuals 
AHP level 3 Staternent of Duties. 

3.6 Where an Allied Health Professional is assessed as not meeting the mandato,y and/or elective 
criteria the manager is to pmvide feedback on the application and lhe reasons forth" ciecLsion. Note that 
operational budgetary constraints are not a reason for not approving an application for AHP level 2 
progression pathway. 

/4. Personal Progression on Appoinlment 
~.I The AHP Level 2 Personal Progression Pathway may apply when an AHPl -2 position is recOJiled to on 

a permanent basis, provided that the selection p.-ocess has assessed the candidate's performance and 
capability against the AHP Level 2 personal progression criteria as part of the recn,iLment process and 
this is appropriately documented in the selection report. 

4.2 Supplementaiy information and documentation ,c; part of the appli<:ation and selection process will be 
required to ensure LhaL application of lhe Al IP Level 2 personal progression pathway via a recruitment 
process is undertaken at the same level as required by f>.:Xisting employees. 

S. 11meframe 
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The Al-IP Level 2 Personal Progression Pathway will be fully implernented by I July 2023. 

,.... 
I 
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