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Union Policy for Industrial Representation
1. Purpose

This policy outlines the principles, obligations, and procedures for industrial representation within
the Community and Public Sector Unions (Tas). It is designed to ensure fair and effective
representation of CPSU members in matters related to their employment and ensure the provision of
industrial support services is in the interests of all members.

2. Objective

The CPSU policy sets out the responsibilities of both CPSU representative/s and member/s to help
establish successful communication and a partnership between the union and its members to ensure
effective industrial representation.

The policy also seeks to outline how the individual interests of members and the collective interest of
all members are balanced through the fair distribution of member funded resources.

To facilitate effective communication between the union, its members and the employer to resolve
workplace issues in a timely and equitable manner.

3. Scope

This policy applies to all CPSU members who seek representation for an industrial matter, CPSU
industrial representatives, Officers and Delegates.

4. Definitions
Representation: acting and communicating on behalf of a member
Industrial Representative: A union official or delegate responsible for representing union members.

Support: Providing assistance for a member to exercise their own rights and self-advocacy



5. Responsibilities of the Union
Communication

Open and regular communication is critical to ensure effective representation. CPSU commits to
maintaining open lines of communication with members and ensuring all decisions are made with
and by members.

High demand for industrial representation, complex cases, and the long timeframes associated with
formal investigation processes means at times there may be delays.

Confidentiality

CPSU will maintain confidentiality when dealing with individual industrial matters. Staff and
delegates are not to disclose information they have been provided by members in relation to their
individual industrial matters with any other person, including but not limited to Employer
representatives, medical practitioners, Delegates, friends or family members, subject to the clauses
related to consent and managing of conflict of interest below, without the express authority of the
member.

The CPSU will maintain a record of the express authority.
Record Keeping
Records will be kept in line with the CPSU’s privacy and data policies.

Members are encouraged to keep copies of all correspondence related to their industrial matters.
Re-issuing of correspondence, reports and attachments related to your matter at a later date is not
able to be facilitated due to the significant administration burden involved.

CPSU will provide members with copies of all correspondence about your matter, by way of cc at the
time of making the representation or bcc, where there is agreement between the representative and
member to make representation separately. Where an off the record discussion is assessed to be
advantageous, this will proceed with member consent with the relevant Employer representative
and will only be performed via phone call or in person, and never by email unless the terms of the
off-the-record discussion are being summarised on a 'without prejudice' basis.

Managing Conflicts of Interest

At times a disciplinary, conduct, performance or grievance issue may involve more than one member
at the same worksite around the same issue. At times a conflict of interest may arise with CPSU staff
either from a personal relationship or previous representation.

When this arises, the Industrial Lead will ensure that different industrial staff are allocated to the
individual, to maintain confidentiality and to manage any potential or perceived conflict of interest.

Industrial staff will maintain discretion and not discuss any cases that involve such a conflict amongst
themselves as part of team debriefing, and case files will be ‘locked’ utilising the CaseTracker option
to ensure that the case file can only be accessed by the staff member with carriage.

Consent

CPSU will not advocate or raise a matter with an employer without prior approval from a member,
this may include a written authority from a member.



While assisting member/s with individual matters industrial staff will, at times, need to discuss an
individual matter with others.

a) The following do not require consent from the member.

i Other CPSU staff member, supervisor, senior officer or manager
ii. If we believe on reasonable grounds that disclosure is necessary to prevent or lessen a
serious imminent threat to life or health of the individual concerned or another person

iii. Or when disclosure is required under state or federal legislation

b) The following do not require consent from the member but only if no person can be identified:

I.  Alegal representative for the purposes of seeking a legal opinion
Il. A member of the CPSU Executive or Council
Il For the purposes of training, communications with members, advocacy with the employer or
media

c) The following require consent from the member:
l. Representatives of their employer
II.  Worksite delegates
M. External agencies e.g. Insurers, Investigators, Worker Assist etc
V. Any other person e.g. family or medical practitioners supporting the member
V. For the purposes of training, communications with members and media when personal
information can be identified

6. Responsibilities of Members
Financial Membership

Maintaining financial membership of the CPSU is required for representation. If a member becomes
un-financial then the CPSU is no longer authorised to provide industrial representation under our
rules, this will be communicated to the member and where membership fees are not paid CPSU will
communicate to all parties involved in the matter that the CPSU is no longer representing the
member.

Workplace Health & Safety

CPSU supports members through incredibly stressful situations and understands the pressure many
are under. However, we must also provide a safe working environment for our staff. Therefore
abusive, harassing, or disrespectful behaviours or communications will not be tolerated. All
communication and interactions with our staff must be conducted with respect and professionalism.

If members fail to meet these standard industrial services may be withdrawn.
Employer Contact

At times, members request that the CPSU become the contact point for all communication from their
employer to the employee. While we understand that receiving direct communication from the
employer can be difficult and triggering for some members dealing with significant matters, the CPSU
cannot be the contact point for employer communication.



Your employer has industrial and health and safety obligations to its employees and when CPSU
becomes the contact point employer behaviour often deteriorates with less consideration of their
health and safety obligations and general behaviour. It is not in members interests to allow
employers to avoid responsibility for their action by allowing them to remove themselves from
communicating with their staff.

Communication

Open and regular communication is critical to ensure effective representation. It is essential that you
advise the CPSU of all facts of the matter, are honest and provide supporting evidence when
requested. Failure to do this may impact our ability to support you in reaching a satisfactory
outcome and can result in significant wastage of union resources.

Legal Representation
Industrial or Employment Matters

Full disclosure is required if you engage external legal representation for a matter CPSU is providing
industrial support services for. Where external representation is engaged CPSU will cease
representation, as your interests are not served by having two representatives for the same matter
and can be exploited by an employer.

At times matters may require both legal representation and legal representation, examples include
but are not limited to Workers Compensation and Criminal matters. Where this is the case, we will
seek member consent to share information with your lawyer and may recommend you instruct your
lawyer to do the same.

Other Matters

Some matters, while related to the employment relationship, are beyond the scope of workplace
legislation and industrial instruments e.g. defamation. Meaning that the avenue for recourse is not
available through industrial tribunals but through other jurisdictions, which benefit from specialised
legal representation.

In these instances, we will refer you to are partner lawyers for a discounted union rate.
Criminal Matters

Member/s may find themselves subject to both a criminal investigation and a Code of Conduct
investigation. In these instances, members will require both legal representation and industrial
representation.

In these instances, we will seek your authority to receive suitable updates from your lawyer for the
purpose of supporting your industrial representation by the CPSU.

Worker Compensation

If you have lodged or are thinking about lodging a Workers Compensation claim, we will refer you to
our partner lawyers for a free consultation. Workers Compensation is a specialised area of law and
increasingly employers are challenging workers compensation claims, advice at the early stages on
will assist if your claim is challenged.

In these instances, we will seek your authority to receive suitable updates from your lawyer and for
the purpose of supporting you with your return-to-work plan.



Member Interest Test

As a member-based organisation, we must balance the interests of individual members with the
interests of all members. Ongoing access to industrial support services funded by all CPSU members
may be limited or withdrawn in the following circumstances:

1. An outcome has been reached, while it might not be to the member satisfaction it is not in
the wider memberships interests to pursue further.

2. Relates to the discretionary power of the employer and appropriate avenues have been
exhausted.

3. Advocacy routes have been exhausted, and the member is unwilling to escalate to the
escalation to the Tasmanian Industrial Commission/Fair Work Commission/Equal Opportunity
Commission.

V. A legal representative for the purposes of seeking a legal opinion.

V. A member of the CPSU Executive or Council

VL. For the purposes of training, communications with members, advocacy with the employer or
media

d) The following require consent form the member:

VI. Representatives of their employer
VIl.  Worksite delegates
VIII. External agencies e.g. Insurers, Investigators, Worker Assist etc

IX.  Any other person e.g. family or medical practitioners supporting the member.
X. For the purposes of training, communications with members and media when personal
information can be identified.

Direction or Advice

CPSU will provide advice and direction on the matter and the options available to a member,
member/s have the right to make all decisions relating to their individual matter.

However, as a member-based organisation, we must balance the interests of individual members
with the interests of all members. When advice and direction is not taken it often increases the
resources required for representation and the risk of adverse outcomes.

In these circumstances ongoing access to industrial support services, funded by all CPSU members,
may be limited or withdrawn where a member fails to take direction and advice.

7. Process

Following a request for representation CPSU will provide a copy of this policy and require a member
to provide consent to the CPSU to represent you.

8. Appeal Process

A member who has their industrial support services limited or withdrawn, can appeal to the General
Secretary outlining why providing support is in the best interests of all members.



9. Review and Amendments

This policy will be reviewed annually and may be amended as necessary to ensure it remains relevant
and effective. Any amendments must be approved by the CPSU Executive and communicated to all
members seeking industrial representation.

10. Guidance

Policy 4.1 — Pre-existing Member Issues



