
Wideband Design review: more questions for Telstra  
CWU members continue to voice concerns about the Telstra review of Wideband Design roles. 

 

The review commenced in October and has focussed initially on the Design Support area. It was            
undertaken without CWU involvement, with the union only being briefed by Telstra on its findings on 8 
April, just prior to employee briefings.  

 

On that occasion the CWU understood that no employee was going 
to be worse off financially as a result of the review. It now seems that 
that may not be the case, as some may lose higher duties payments 
without being upgraded to the position in which they had been acting. 

 

Then there are the wider questions of the status of the “Success   
Profiles” produced by the review and their relation to the existing Job 
Descriptions (JDs).  

 

Those JDs form part of the current Enterprise Agreement (EA) and 
cannot be changed unilaterally by Telstra.  Telstra acknowledges this 
and says that the “Success Profiles” are aligned to current JDs and 
are not meant to be replacements for them. The CWU is currently 
examining the Success Profiles to test Telstra’s claim. 

 

Even if the Profiles and the JDs do align, though, there is still the fundamental question as to whether Tel-
stra’s decisions about “correct” banding levels accurately reflect the work employees are actually perform-
ing. 

 

This review was undertaken, at least in part, in response to dissatisfaction with bandings among Wide-
band staff. The payment of higher duties to employees in this area for prolonged periods would itself sug-
gest that many were not correctly classified. Yet it seems that only a relatively small proportion (around 
22%) of those in scope in this first round of the review will be upgraded. 

 

The union is asking members and other employees to provide us with a full account of the actual work 
they perform together with details of higher duties payments so that we can challenge Telstra’s assess-
ments where necessary.  
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Telstra Drug and Alcohol policy: have your say 
Telstra is continuing its consultations with employees about the introduction of a new Drug and Alcohol 
policy that will involve mandatory testing. 

 

The policy is being introduced in response to the Commonwealth government’s Building Code, designed 
to regulate the construction industry.  

 

It requires random testing of employees working on projects involving Commonwealth funding of upwards 
of $5 million which would of course include Telstra’s NBN-related contracts. 



Telstra Wideband: design review (cont) 
The CWU has also been consulting members about 
this policy and based on their feedback has made 
representations to Telstra about a number of issues: 

 

 The union wants to see a greater emphasis on 
counselling and rehabilitation in the policy. 
Drug and alcohol abuse, as it affects the   
workplace, is primarily a health and safety  
issue, not a disciplinary or performance   
management question. 
Telstra has agreed to this and will reflect this in its 
messages to employees and managers. 

 

 The CWU is concerned about the actual methods that will be used to select employees for the 
“random” tests. 

Consideration has been given to an electronic selection process such as the one used by Australia 
Post but this has been found unsuitable. Telstra and the CWU are continuing to work towards an 
agreed process. 

 

 The union wants references in the policy to “prescription drugs” to be changed to “prescription 
medications” to help clarify the distinction between legal and illegal substances. It also wants 
guarantees that employee privacy in relation to use of prescription medication. 

Telstra has agreed to the change of wording. It also agrees that there should be mechanisms to ensure 
that information the testing agency may gather about prescription medication use cannot be made 
available to a third party ie the employer. 

 

The improvements the CWU has been able to negotiate with Telstra in this area reflect employee input. 
The CWU recommended that company- wide consultations take place and Telstra acknowledges they 
have been valuable. 

 

The consultations close on Wednesday 4 May.  We encourage any members who have not already done 
so to participate by responding to the survey. 

ETT in Service Delivery 
The CWU met with Telstra on Tuesday 26 April to discuss the impacts of changes to travel time policy on 
members. 

 

The particular group of members affected by these changes previously worked in Network Construction 
and are now in CSD Wideband within Service Delivery, working primarily in the Sydney CBD. 

 

Telstra recently conducted a review of the former 
Network Construction Travel Policy with a view to       
retiring it and bringing all such payment into line 
with the Excess Travel Time provisions in the EA.  

 

The CWU successfully argued against that       
proposal on the basis that the NC arrangements 
were specifically designed to cover work patterns 
peculiar to those who move from one  location to 
another on projects ie itinerant workers.  

 



Telstra signs $1.6b HFC contract (cont) 
As a result the policy was retained for Networks… but not for CSD Wideband. 

 

The CWU considers that the Wideband employees are in fact itinerant and face particular travel time is-
sues when working around the Sydney CBD.   

 

We remain in discussion with Telstra on the issue. 

nbn training programme gets underway 
The training programme designed to meet skill shortages on the NBN project is gathering pace, with train-
eeships and apprenticeships tailored to NBN work being developed to encourage new workers to enter 
the telecommunications industry. 

 

The CWU met with nbn on 28 May to discuss details of Project Athena, the internal nbn exercise aimed at 
identifying NBN skill needs, establishing relevant training and qualification requirements for its workforce 
and ensuring quality outcomes from training. 

 

We also discussed measures being taken to 
provide a more predictable flow of work to 
nbn’s Delivery Partners (or Prime Contractors).  

 

It is hoped that these will in turn encourage  
employers to engage trainees and other      
employees.  Under the training programme, 
nbn will provide “gap” funding to supplement 
state and federal programmes, provided that 
training is delivered by nbn-endorsed         
Registered Training Organisations (RTOs).  

 

Accreditation to work on the NBN will be de-
pendent on having completed such training (or 
its equivalent) and accreditation status of NBN workers will be regularly audited. 

 

While training will be available to mature age workers wanting to re-enter the industry and to those from 
other industries wanting to cross-skill, a special emphasis is being placed on encouraging young people to 
take up traineeships. 

 

The CWU understands that the aim is to have some 2-3,000 school leavers take up traineeships in the 
next few years.  The importance of this opportunity to renew the telecommunications workforce cannot be 
overstated, given that workforce’s current age profile. 

 

The CWU considers that Project Athena represents a welcome, if overdue, recognition on the part of both 
nbn and government that the labour supply issues facing the project cannot be left to the market to re-
solve.  

 

This is especially so in an environment where sub-contracting arrangements, which discourage invest-
ment in training, have become so widespread. 

 

In the union’s view, further measures to discourage pyramid contracting on the project need to be consid-
ered, such as making nbn “gap” training funding dependent on an undertaking that trainees will be en-
gaged as employees for a minimum period after completion of training. 



Productivity Commission to review USO 
The federal government has asked the Productivity Commission to review the telecommunications       
Universal Service Obligation (USO) in light of ongoing changes to the industry landscape and to customer 
expectations and behaviour. 

 

The immediate trigger for the USO review was a 
finding of the Regional Telecommunications    
Review earlier this year.  

 

That review found that the service at the core of 
the USO – the voice-only Standard Telephone 
Service – was of declining relevance and called 
for the current scheme to be replaced by a Con-
sumer Communications Standard that would en-
compass both voice and data services. 

 

At the same time, the structurally separated  
model that has been adopted for the delivery of fixed broadband – the NBN – requires a re-think of where 
responsibility for service availability may in future lie. 

 

This is not the first time, of course, that calls have been made for the reshaping and expansion of the 
USO. But a fundamental question has always been how such an enlargement would be funded.  

 

Industry has quarrelled over the real costs of the USO since the basic elements of the current scheme 
were established in the early 1990s.  As long as it, or its replacement, continues to be funded through an 
industry levy, contributing carriers can be expected to fight any new obligations like poison. 

 

The Productivity Commission will have its work cut out to arrive at a solution which meets growing con-
sumer appetite for both higher bandwidth services and ubiquitous mobility without greatly enlarging finan-
cial obligations on either industry or government or both. 

 

The CWU will be reviewing its own position on these questions in the coming weeks.  

Verizon workers strike for job security 
In what is shaping up as the largest and most important strike in the US in recent years, some 39,000  
Verizon workers walked off the job on 13 April in support of demands for better, more secure             
telecommunications jobs. 

 

Verizon, one of the largest US telcos, was 
created through a merger of former “Baby 
Bell”, Bell Atlantic, and GTE in 2000. It     
operates both wireline and wireless assets 
and is now the number 1 carrier in the      
mobiles sector. Its profits are currently     
running at some US$1.8 billion a month. 

 

Yet the company wants to cut employees’ 
retirement and injury entitlements, make its 
workers pay more for company-based health 
care protections and require them to relocate 
within its service areas for up to two months 

at a time. 



Verizon workers strike for job security 
 

It also wants to remove long standing job security provisions, giving a green light to off-shoring more call 
centre jobs and allowing the increased use of contractors. 

 

Sound familiar?  

 

Negotiations with Verizon around this wish-list have been going on since August with little progress being 
made. The pushback now is coming largely from workers in the company’s wireline business which unions 
say is being allowed to run down despite the massive profitability of the company as a whole. 

 

As at 28 April, negotiators from the Communication Workers of America (CWA) and the International 
Brotherhood of Electrical Workers (IBEW), the two unions with members on strike, had rejected what Veri-
zon described as its “last, best and final offer”. 

 

Members interested in following the course of this major contest can do so via the CWU website at 
http://standuptoverizon.com.  

May Day 2016 
Sunday 1 May is May Day, the day when working people around the world celebrate the gains made by 
the labour movement and remember those who fought – and are still fighting – to achieve them. 

 

One of the most important of those gains was the shorter      
working day. In fact May Day, as a workers’ day, grew out of the    
international movement for shorter working hours and, in         
particular, out of events in the US where workers in Chicago 
struck in support of the 8 hour day on 1 May 1886.  That     
movement was violently suppressed but its impacts continue to 
be felt today wherever workers enjoy the right to the standard “8 
hours work, 8 hours recreation, 8 hours rest” that had been    
proposed by English socialists as early as the 1820s. 

 

At the time of the Chicago events, it was not uncommon for    
people to work between 10 and 16 hours a day, with no sick 
leave entitlements, annual leave or safety protections.   Today in 
many countries such entitlements and protections are          

guaranteed by law. But a look at the     record will always show that these changes only came about as a 
result of the activity of working people. 

 

In Australia, for instance, the 8 hour day with no loss of pay was first won by stonemasons in Victoria, who 
struck in support of shorter hours in 1856. Their example quickly spread to the rest of the Victorian     
building sector and then beyond, so that by 1860 the 8 hour day was widely worked throughout Victoria. 

 

It was not until much later though that the law caught up with industrial reality, with the 8 hour day being 
made official in Victoria in 1916 and across Australia in the 1920s. 

 

But if May Day is a time to celebrate these wins, it is also a time to remember they can be reversed. In 
New Zealand the first successful 8 hour day campaigns occurred in the 1840s. Yet today the standard 
working week can be up to 45 hours as a result of anti-worker laws introduced in the 1990s. 

 

Whether it is daily hours, penalty rates or other entitlements, no conditions can be guaranteed unless 
working people actively defend them. This is the message of May Day, whether in 1886 or 2016.  



We welcome your comments and contributions – send us an email and let us know what you 
think via graham.lorrain@cwu-sant.asn.au.  Please share this Communications newsletter with 
fellow CWU members and workmates by putting a copy up on your workplace Union noticeboard.  

 

If you have any questions on any of the above articles, please contact an official at the Union   
office on (08) 8443 7389. 

 

 

 

Graham Lorrain 

Branch President 
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