
 

 

Employment law update – Compliance Check  

April 2019 

A number of legislative changes have recently occurred which impact all employers and these changes 

are outlined in our previous update. Review the following questions to make sure your organisation is 

compliant. 

Changes in force from 1 April 2019 

Are you compliant with the following changes?  

 All employees are entitled to 10 days Domestic Violence Leave per annum on pay, after 

reaching the same 6 month test applicable to sick leave entitlements. 

 Domestic Violence Leave records must be kept in the same manner as other leave records. 

 All employees can request a change to their working arrangements due to domestic violence 

and employers must respond within 10 days and can only refuse on certain grounds. Employers 

must provide the employee with information about specialist domestic violence support 

services. 

Changes in force from 6 May 2019 

Are you compliant with the following changes?  

 90 day trial periods can only be used if you have less than 20 staff. 

 If you have someone part way through a trial period on 6 May but you have 20 or more staff, 

the trial period continues to be valid. 

 Meal breaks are prescribed to ensure employees have unpaid breaks and paid meal breaks, 

depending on the number of hours they work in any given day. 

 Does every employee have a written employment agreement? There is a potential penalty of 

$1,000 per breach of this obligation. 

 Are you aware of your obligations if you change your cleaning company or catering company? 

In this scenario, you have obligations toward those staff.  

If you have a union environment, are you compliant with the following changes? 

 If you have a collective employment agreement (CEA) in place, all new employees covered by 

the CEA must be placed on the CEA for the first 30 days of their employment.  

 If a CEA is in place, you must provide prospective employees with information about any 

applicable CEAs, how to contact the union, the fact that they will be on the collective if they 

choose to join the union, and must also provide a copy of the CEA. 

 If a CEA is in place, you must provide new employees with a form within 10 days of starting for 

the employee to advise if they intend to join the union and whether they object to their details 

being provided to the union. 

 If a CEA is in place, if a new employee does not object, you must notify the union of their name 

and whether they have indicated they want to join the union. 

 If a CEA is in place, it must contain reference to “the rates of wages or salary payable to 

employees bound by the agreement”. 

 Are you familiar with the new timeframes and rules for collective bargaining? 

 Are your procedures for providing union access to your workplace clear and communicated to 

managers and others?   

 Union delegates are entitled to reasonable paid time during normal working hours to undertake 

union activities, provided the activities relate to representing employees and the activities don’t 

unreasonably disrupt the employer’s business or delegate’s performance of their duties 
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