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Appendix A
1. Introduction

Our Mission

At Coca-Cola Amatil we will continuously strengthen our position as the leading growth Company
bottling non- alcoholic, ready-to-drink beverages in the Asia Pacific region to deliver profitable growth
and to maximise shareholder value.

The brands of The Coca-Cola Company are the cornerstone of our success in satisfying our consumers
and customers with the highest quality products and services through dynamic, dedicated and

responsive people.

Coca-Cola Amatil has been ambitious in establishing an Equipment Service operation capable of
providing alevel of serviceto customerswithin NSW that is synonymous with the name ‘ Coca-Cola".

The NSW Equipment Service operation is designed to enable Coca-Cola Amatil to deliver efficient,
effective and flexible customer service via a passionate and knowledgable team of dedicated Equipment
Specialists - GDM/Fountain/FCB and Equipment Refurbishment Specialists.

Objectives of the Agreement

This agreement sets out to achieve anumber of objectives, which are:

To provide a framework for employee relations which will achieve world class standards of
operational efficiency and employee welfare.

To establish and maintain flexibility in both attitude and actions of all employees, regardless of
job or status.

To establish a mechanism for determining terms and conditions of employment for all people
covered by the Agreement.

To establish ateam based organisation structure.
This agreement supersedes all other formal and non-formal agreements, and shall not be used in any
manner whatsoever to obtain similar arrangements or benefits in any other Coca-Cola Amatil (Aust) Pty
Ltd site or enterprise.

Success is dependent upon us....

The Equipment Service Team is the most important part of the CCA Equipment Service operation.
Without the best people we can not, together, deliver great service to our customers.

With a focus on learning and development the Equipment Service philosophy is to provide
individuals with the resources, skills, knowledge and support to succeed. As such the Equipment
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Service operation seeks to attract people who are flexible, innovative and business focussed and
enjoy the challenge that customer service provides.

A structure comprising a variety of roles including Equipment Specialists, and Equipment
Refurbishment Specialists within 7 levels, including key performance indicators provides a
framework for individuals to achieve their own aswell as CCA’s business goals.

The Equipment Service operation’s success needs to be built upon a foundation of trust,
participation, shared goals and the belief that individuals should not only enjoy challenging work
and also have the desire to challenge the process. It is this emphasis on continual personal and
business learning that makes Ejuipment Service a demanding but ultimately a rewarding and
satisfying place to work.

As part of any relationship there needs to be an understanding of how we work together and
what rewards and benefits are available in our pursuit of becoming the market leader in the
provision of customer service. The following pages will provide you with a general guide and an
understanding of our joint beliefs on how we work together and what rewards and benefits are
available to individuals employed under this agreement. This document represents our agreed
guiding principles, and the terms and conditions of employment.
Title
This agreement shall be known as the:
"Coca-Cola Amatil (Aust) Pty Ltd Equipment Service Enterprise Agreement (Sydney) 2003".
Parties and Persons Bound
This agreement is made between Coca-Cola Amatil (AUST) the Equipment Service Employees employed
in the classification structure detail ed within this agreement and their respective union:
Electrical Trades Union of Australia (NSW Branch).
Parties bound by this agreement includes the Company, the Electrical Trades Union of Australia (NSW
Branch), and the Equipment Service employees, employed in the classifications detailed within this
agreement.
Duration
The Agreement shall take effect from the date it is signed by parties bound by this agreement and shall
have a nominal term of three (3) years after the date of its approval by the Industrial Relations

Commission of NSW.

The parties agree to commence negotiations on a subsequent agreement not later than four months prior
to the end of this agreement.

Parent Award

This Agreement shall be read in conjunction with the State Electricians and "C" Award (NSW). Inthe
event of any inconsistency between this agreement and the award, the terms of this agreement shall
prevail.

2. Coca-Cola Environment

Purpose
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To create a business environment where all employees share business objectives and align workplace
behaviours. Thisrequires acommon and clear set of valuesthat reflect the desired culture. All employees
will strive to meet Company objectives and live the values.

Vaues

It is our responsibility as ateam to bring the values "to life" through actions relevant to the Equipment
Service team’ s day to day work.

In the Coca-Cola Amatil, Australian NSW Equipment Service operation we...
Think Customer First

We think customer first in everything we do. We exceed customers expectations through
continuously improving our products, processes and systems.

Value Leadership

Leading by example is the key to our success. The future of our business lies in leading and
coaching teams and individuals.

Create a Great Place to Work
We support the pursuit of afull and varied life. We provide awork environment that encourages
a sense of identity and a sense of enjoyment. Opportunities are open to all who qualify.
Diversity isencouraged and selection and reward are based on merit.

Show Energy Pride and Passion
We are a dedicated team of people passionate about our brands and our roles. We take personal
responsibility for results and reward and celebrate performance. At all times we are ambassadors
for our company and its products.

Succeed With Partners
By the way we work with others we earn the trust of our business partners, our colleagues in
CCA, ES, our suppliers, our customers and the community. Our communication with each other is
honest and constructive.

Innovate

We all learn continuously. We encourage innovation and calculated risk taking and learn from
our successes and mistakes. We value thirst for knowledge we can apply.

Continuous Improvement
We are committed to knowing, understanding and continuously satisfying our internal and external
customers. Much of what and how we do things now are likely to change in the future. We will look for

ways to improve how we do our job and how we support our customers, by:

devel oping measures to understand what is important to our customers and business;
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regularly assessing and reviewing customer feedback;
learning about newly acquired equipment and technology;
changing our systems and practices to meet customer and busi ness needs and
improving personal and professional skills and knowledge.
We will facilitate continuous improvement activities through consultative processes.
Standards of Behaviour

We work in an equal opportunity and harassment-free work environment. This requires everyone to
respect and value diversity of the work force by helping to prevent and eliminate all forms of
discrimination on the basis of gender, race, age, disability, religion, marital status, pregnancy, sexuality or
sexual preference. We will observe these principles as we go about our work, whilst representing the
Company to customers, consumers, and other external contacts, and in relationships with fellow
employees.

Equal Opportunity

We are committed to the principle of selection on the basis of merit and equality of opportunity for all
employees. CCA people demonstrate mutual respect for one another and work in an environment, which
is free of harassment and discrimination. CCA people believe in the adage of "a fair go for everyone"
and actively encourage each other to strive to reach their full potential. To this end, we encourage both
female and male employeesto apply for all vacancies.

Health and Safety

Health and Safety Policies and practices are based on the concept that both the Company and all the
people within our Company have a shared responsibility for improving and maintaining a safe, healthy
and pleasant workplace.

All employees are also required to make every effort to prevent accidents, to control hazards in the
workplace, and to protect the health of fellow employees, contractors and other persons for whom they
are responsible, or with whom they come into contact in carrying out their work. Coca-Cola Amatil isa
smoke-free work environment.

Employees will always act in the best interests of the Company and will not act in any way which might
adversely reflect upon the Company.

Environment

We are committed to understanding and minimising any adverse environmental impacts of our activities.
All our people and everyone associated with our Company have an important role to play in achieving
the CCA level of environmental performance, which goes beyond Government regulations.

Code of Conduct and Standards

The Coca-Cola Amatil Code of Business Conduct is a standard that governs individual standards of
work, in relation to dealing with customers and suppliers. Any breaches of the Code of Conduct must be
reported. Breaches of the Code of Conduct may result in disciplinary action against an employee, which

could include the termination of an individual’ s employment.

Company Palicies
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The Company has a number of policies and procedures which all employees are expected to follow.
They include, but are not limited to:

Tool of Trade Motor Vehicle Policy;
Mobile Phone Palicy;

Computer Usage Policy;

Working Together Policy (EEO);

Occupational Health & Safety Policies
Annual Leave Policy

All employees are required to be familiar with all relevant Company policies and procedures. Like any
dynamic environment CCA policies need to keep pace with change in order to remain current. CCA
policies may change from time to time to maintain currency.. Breaches of Company policies may result in
disciplinary action against an employee, which could include the termination of an individual’s
employment.

Performance Management

The Company’s goal is to maximise individual performance to meet work standards and behaviours. In
instances where performance falls below required standards, it is our objective to provide support and
clear objectives to lift performance to required levels. If standards are not maintained for a sustained
period, employment with the company may be reviewed. The specific steps in our performance
management system generally includes:

1 After gathering relevant facts and where required, the Team Leader/Manager will inform the
individual of the problem, counsel the individual and detail in a clear and concise manner what is
expected of the individual. Where appropriate a formal action plan may be developed to assist in
achieving the desired outcomes. Details of this process will be noted in the Team
Leader’ ssManager’ sdiary and on the individual’ s personnel file.

2. Should the individual’ s identified performance/behaviour related problem continue, then the Team
Leader/Manager will counsel the individua and allow them to account for their
performance/behaviour, and explain the consequences should the problems not be properly
addressed. The Team Leader/Manager will set out an agreed action plan including review dates
and formally document the discussion. The individual will be provided with a copy of the
document and will be required to sign the written document. A copy of the documentation will be
placed on theindividual’ s personnel file and will constitute afirst written warning.

3. Should the identified problem continue after receiving afirst written warning, then the procedures
of (2) will be repeated and a second and final written warning will be issued. A copy of this
further documentation will also be placed on the individual’ s personnel file.

4, If satisfactory progress is not made and the individual has had adequate time to respond, and the
Team Leader’ sManager’s Manager as well as the Employee Relations Manager has been briefed
and are in agreement, then the individual’ s contract of employment may be terminated.

Subject to Clause 2.11, at times a performance counselling session may necessitate the issuing of afirst
or second written warning without progressing through the steps detailed above. The decision to take
this action will be based on the severity and nature of the performance issue. The individual may at all
times have the right of appeal to the Team Leader’ ssManager’s Manager if they feel aggrieved with the
action of the Team Leader/Manager.
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Individuals have the right to have present an employee representative or official of their choice during
steps 2 to 4.

Summary Dismissal

Where an individual behaves in a manner that constitutes serious misconduct, the process referred to
Clause 2.10 will not be necessary. Where serious misconduct occurs, a proper investigation will be
conducted, the matter will be put to the employee and they will be provided an opportunity to reply. This
process will apply the principles of procedural fairness. Any serious misconduct breach will result in
termination without notice.

Serious misconduct includes but is not limited to:

theft;
lying;

disobeying alawful order;

sexual harassment; and

fighting in the workplace.
Grievance Procedure

The Company prefers an open door policy to issue resolution, where we encourage individuals to talk
about any concerns with their Team Leader as soon as they arise.

As part of any relationship it is important that there is an opportunity to discuss concerns in an open
and honest environment. When a person(s) has a concern and wishes to have this concern addressed,
the following steps will generally be followed:

1 discuss with Team L eader/Manager.

2 if not resolved, arrange to discuss with Team Leader’ ssManager’'s Manager.
3. if still unresolved, consult the Senior Manager.
4, if grievance has not been satisfactorily dealt with, consult with the Employee Relations

Manager. A period of five working days should in most instances be sufficient time to
resolve agrievance.

5. if parties involved have failed to resolve the grievance, it is then appropriate to refer the
matter to the Industrial Relations Commission for conciliation and/or determination.

In the course of resolving a grievance the operations status quo should remain, as prior to the dispute,
until aresolution is reached.

Individuals have the right to have present an employee representative or official of their choice during
steps2to 5.

3. Developing Our People

Performance Development
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CCA is committed to positive performance development where personal development and business
achievements are the key principles. Thiswill be achieved through ongoing feedback and devel opment
in three stages- planning, coaching and reviewing performance.

Performance Devel opment Plans

To assist individualsin focusing on what is required from them over a given period and to ensure
they understand the objectives of their team and the overall business we will develop a
performance development plan for every individual.

Performance Reviews

An annual mesting with al employees and their Team Leader/Manager is planned to review
performance, and provide a formal opportunity to identify/discuss performance. Individuals will
be required to complete a performance review detailing their achievements throughout the year.
The Team Leader/Manager will review and discuss performance against the performance
development plan and team KPI's. The purpose of these reviews are to enable appropriate
feedback of achievement, highlighting strengths and individual developmental needs. These
more formal review sessions are supplemented by individual/team discussions and coaching
throughout the year. Should any disagreement arise concerning the performance assessment, the
next level manager isto beinvolved in discussions to fairly assess and provide feedback to either
person.

Coaching

Coaching is ongoing and is the crucial step in growing performance through feedback and
reflection on performance in order to grow an individuals ability to perform for the business and
their own job satisfaction and self esteem. A Team Leader or manager will spend some time with
each individual on aregular basis providing feedback and necessary guidance.

The following table provides an overview of the three performance development steps,
responsibilities, tools and actions.

STEP WHEN WHO DOCUMENTY WHAT HAPPENS
TOOLS
Performance Plan | Annually Team members Performance Set Jointly
Linked to with their Plan Team and individual
SBP+KPIs & Managers/Team performance objectives
revised as Leaders
appropriate Individual learning
objectives.
Coaching On-going Team Leader or Individual Jointly set specific goalsfor
achievement:
Manager Coaching Agree actions to achieve
coaches team Review Book goa
member
Assist with actions-
support, encourage,
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Organise train, motivate

Recognise achievement -
revise new goals

Performance Interim Managers/Team Performance Emphasis on self
Review Quarterly Leaderswith Review assessment - team member
Review and Team Members
Formal
Annual Feedback on completes document first.
Review - end performanceis Formal one on one
of theyear sourced from meeting focused on
many sources reviewing performance
including, Team including learning.
L eader/Manager Ideally, objective
customers, feedback forms the basis of
contact centre, thereview -from
customers,

colleagues and

your team leader,

colleagues,

other Area Service
Managers, managers, and
business information
relating to KPA's

other managers,

Learning and Development and Y our Career
Learning and development activities with Equi pment Service have three main purposes:

To ensure that employees are able to carry out their work safely - minimising the chances that
they, or any other party, are injured whilst on the job,

To ensure that employees have the knowledge and skills required to effectively work on our
existing and updated equipment, and

To ensure that employees skills are kept up-to-date as our equipment and technology changes.

To ensure that the skills and knowledge that employees acquire through learning and development
activitiesis relevant outside as well asinside CCA National Training package modules and competencies
are used as part of learning and assessment wherever possible and relevant.

In order to ascertain each employee's level of knowledge and skill and where necessary provide
additional, targeted training formal assessments will be used. Assessments will be conducted by formally
qualified assessors who will be or will work in conjunction with a recognised subject matter expert. A
Subject Matter Expert from within CCA can assist in the development of suitable assessments.

An employee being assessed will be provided with as much information as possible about the
assessment process. This will ensure each employee has the best opportunity to demonstrate the
knowledge and skills.

Successful completion of formal assessments allows CCA to recognise the skills that people have
attained and enables employees to compete for career opportunities within the Equipment Service Career
Path subject to the need for those skills. Competency assessment recognises that people learn in
different ways and at different rates. Employees may acquire skills and knowledge through:

Formal Training
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Onthejob training

On the job experience

Internal Courses

External Courses

Previous employment

Each other
CCAs stated desire for a work environment that is recognised as a centre of learning and skills
development will be supported by a commitment to provide a minimum of eight (8) hours formal training

per employee per annum. An essential component of that training commitment will be skills enabling
technicians to undertake work on new technology relevant to the field of activity.

In addition to formal classroom training which will be run as frequently as business demands allow,
employees may learn as fast as they like through self-study. This may mean sourcing materials from the
Technical Trainer, taking the opportunity to learn from another employee or accessing external programs
that are approved by CCA.

National Recognition
Where an employee completes an assessment, which forms a complete module in a National Training
Package, a statement of attainment will be issued. CCA has a number of certificates which may be used
to attain advanced standing in full trade certificates in related disciplines such as Refrigeration or

Electrotechnology at other RTO’ssuch as TAFE.

For CCA our alignment to National Training Package modules represents along-term focus in its most
important asset, its people.

Assessment Competency Standards

The term "competent to a job" means that individuals possess the necessary "knowledge, skills and
attitudes" to do the job or task to a certain standard.

The competency standards are the benchmark by which we assess someone as being competent to do a
particular job or task.

External Studies

In terms of individual development, the Company supports professional development to assist
employeesto achieve and performin their role/career.

Financial assistance and study leave may be provided for people to pursue professional skills
development programs via external institutions, such as a TAFE Certificate, an undergraduate or post-
graduate qualification. To be sponsored by CCA, employees must demonstrate to their Manager that
they are:

highly committed to the |earning outcomes of the program;

committed to apply 6-10 hours per week per subject of personal time; and
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ableto apply what they learn in their CCA rolesin the foreseeable future.

Anyone interested in external studies should review the CCA policy on External Studies and if interested
discuss with their manager.

Career Path

The career path for Equipment Service comprises a variety of levels as shown. The classification
structure is newly developed and will continue to evolve through the consultative committee. Upon
satisfactory completion of the structure the parties undertake to apply to the Industrial Relations
Commission for aconsent variation to this agreement to insert the agreed structure.

The aim of the career path is to recognise that people all start with CCA with different skills and
knowledge and undertake different roles within CCA. An individual’s progress through the career path
will be determined firstly on a position being available and on their ability to meet the competency based
assessment criteria, business needs and their skills and ability to meet the necessary requirements to
performtherole.

In each level of the career path there are mandatory requirements as well as ‘elective’ requirements that
allow employees to be assessed in areas in which they work. The overall aim is to have a competency
based assessment system that the employees who participate in believe is fair and equitable as well as
providing CCA with the skilled employees that it needs to conduct business.

This career path will be reviewed and modified regularly to reflect any changes to new technology,
regulatory requirements, OH& S, business needs and ongoing competency requirements of employees.

Recognition of Prior Learning (RPL)

RPL is the acknowledgment of knowledge and skills obtained through formal training, work experience,
and life experience. This means that some employees could gain RPL for one or more of the training
modules or units of competency in the training package that individual’s will be undertaking. To gain
RPL for a training module or unit of competency, an individual will need to submit a written request,
attend an RPL interview and be prepared to undergo further assessment if required.
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33  Equipment Service Career Path

AQF Leve 1 2 4
Workshop Workshop Workshop or Field Service Field Service
CCA ESLeve 1 2 3 4 5 6 7
Description Entry Point - no Entry Point - semi Skilled Technician Entry Point Senior Technician Technical Specidist
qualifications skilled Technician Field Service OR
Technical Specidist
Workshop by
Appointment
Workshop Recruitment Safe Workshop Electrical Connect Risk Assessment Qualified Workplace Trainer
Mandatory
Requirements - Process Practices And Disconnect refrigeration
Formal Competency Intermediate mechanic Workplace Assessor
Assessmentsin: Basic Inventory inventory control
Control Other Trades by Continuous
Team Work Skills Appointment improvement
Communication
Sills Fountain
GDM
Vending
Filed Service Qudified Field Cold Drink Workplace Trainer
Mandatory refrigeration Equipment Workplace Assessor
Requirements - mechanic Continuous
Formal Improvement
Competency
Assessmentsin:
Elective Modules Refer to Equipment | Refer to Equipment Refer to Equipment Refer to Equipment
Service modules Service modules Service modules Service modules
sheet sheet sheet sheet
Current Level 1 1 2 2 3 4 N/A
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4, Operating Practices
41  Working Arrangements
In order to meet the change we will have flexibility in patterns of hours worked and work practices:
to meet market demands;
to improve competitiveness;
to ensure optimum use of plant and equipment;
to have continuity of processes and services; and
to develop our peopl€’ s skills and knowledge.

We will strive to maximise the use of the permanent work force but may at times engage temporary and
casual labour and utilise contractors:

to maintain cost effectiveness throughout the operation;
to cope with seasonal variations; and

to provide opportunities for our people to acquire skills.

42  Involvement Process

Our commitment to continuous improvement requires our employees to have a total business
understanding and to establish processes to deal with continuous change. These processes will ensure
employees are involved in changes to methods of operation, procedures and structural realignment.

Consultation will normally be handled by the people involved and their manager

Where there is a requirement for significant organisational change impacting on Equipment Services
structure and its permanent workforce, full consultation will be undertaken with employees and their
representatives. This consultative process will ensure that adequate timeframes will be allowed for all
issues to be thoroughly examined and discussed. Should there be issues that cannot be addressed to
mutual satisfaction then steps 3 to 5 of the Grievance Process should be utilised.

43  Integrated Work Teams

Each designated trade channel and area will function as an integrated Work Team as the prime approach
to work organisation. Teams will work to an agreed set of principles, which will include:

agreater variety of tasks for individuals within teams;

achievement of agreed team goals,

greater responsibility and initiative; and

higher skill level asaresult of agreed training.
Examples of team responsibilities:

customer service enquires;
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repairs,

spare partsinventory;

quality assurance of service work;

work organisation;

health, safety and the environment; and

reporting and achievement of agreed key performance indicators.

Teams will have responsibility for managing work processes consistent with their skills. Each employee
will have an understanding of how their role contributes to the teams performance.

Team members will operate with flexibility within agreed parameters. They will work within the limits of
their skill, competence and training, and in a manner that is consistent with maintaining a safe and
healthy working environment. Individuals may be assigned to other teams on a needs basis:

to maintain cost effectiveness throughout the operation

to cope with seasonal variations; and

to provide opportunities for our peopleto acquire skills.
Key Performance Indicators
The parties are committed to improving existing productivity and customer service. Key Performance
Indicators (KPI's) have been established to maintain progress toward the achievement of the critical
business goals. KPI performance data will be reviewed regularly by the Company and employees to
assess achievement of performance targets. Outcome from this review and subsequent changes will form
part of the ongoing process of continuous improvement.
The parties to this agreement acknowledge that the KPI’s set out below are capable of being achieved.
The Company acknowledges that the achievement of some of the KPI's can be affected by external
influences and may require the provision of appropriate technology, resources and training in a timely

manner. Employees and the Company will actively work toward the achievement of all KPI’s.

KPI’sfor both the Refurbishment Centre and Field Service are asfollows:

KEY OBECTIVES | KPl REQUIREMENTS
REFURBISHMENT CENTRE
Refurbishment Rates - Vending - 2.5 per day (excluding steel door venders)

- GDM - 4.0 per day

- Fountain (Refurbishment time)
6.6 hours per unit
4.0 hours per countertop
3.2 hours per tower
2.0 hours per gun

Quality Refurbishment - Lessthan 3% of equipment refurbished to require a service
call within7 days.
OH&S - Conformto all OH& S requirements.

- Ensure your safety and the safety of those around you
I's not compromised.

- Lost timeinjury daysto beless than previous year.

- Ensurework areaisfree from loose or dangerous

-2
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| | objects |
Security and housekeeping - Ensure work areais secure and tools are locked away when
not in use.
- Work areato be cleaned daily.
Administration - All costing sheets are accurate & complete and account for

all partsissued and used.
- All unused partsto be returned to the store.
FIELD SERVICE & FCB

Productivity Rates- - Servicecall coststo be < $74.17 GDM and $111.72
Fountain & $207.21 for FCB
Call backs/ Effective service - Reduce the incidence of repeat callsto customer premises

To alevel below 15% for GDMs and less than 18% for
fountain equipment & 15% for FCB.

Service Response Times - 70% of all service callsallocated are to be completed within
24 hours.

- 80% of all service calls affecting the dispensing of a quality
product to be completed within 24 hours.

Preventative Maintenances - Completion of 3072 preventative maintenances by the

FS team on CDE.( 192 per person per year)

- Completion of scheduled FCB PM’s.

Cost effectiveness - Completion of 25 Fountain Installations and 20
refrigeration deck repairs by FS team per year.
Spare Parts Management - Cost correct information into the PDT’ s/Hand Held

Terminals at completion of service call.

- Lessthan 5% variance at cycle counts.

OH&S - Conformto all OH& S requirements.

- Ensure your safety and the safety of those around you
I'snot compromised.

- Lost timeinjury daysto beless than previous year.

It isrecognised that a component of each salary increase is subject to satisfactory achievement of stated
business objectives. Performance results on KPIs should be communicated at regular intervals to all

employees. If by the date that the second and third salary increases are due, the Company is not
satisfied adequate progress has been made towards meeting key performance indicators, payment may
be withheld until such time as the targets are achieved. Prior to this happening the Company should alert
the Consultative Committee of the possibility of this outcome and employees and the Company will work
together to resolve the cause of the problem, including establishment of a plan incorporating critical task
dates.

Where the Company and employees agree, that non-achievement of the KPI’'s are outside employee
influence, paymentswill not be withheld.

In the event that there is disagreement between the parties as to whether there has been satisfactory
achievement of the performance targets, discussions will take place between management and employees
with assistance from an appropriate level within the union(s).

The Company acknowledges the direct contribution that the employees provide in achieving the
business objectives and are committed to recognise successful performance. Recognition of individual
and/or team performance can be shown in various ways appropriate to the circumstances. In order to
recognise employees for their performance against agreed KPIs the Company will hold two reward and
recognition activities each year.

Flexibility
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The Equipment Service Department’s capability to deliver business objectivesis reliant on its ability to
adjust to constantly changing customer and business needs. These changes can involve a range of
requirements including the provision of new equipment, refurbishment of specific lines of equipment
and/or meeting a special event requirement.

The capability to meet these challenges requires a flexible, adaptable and co-operative workforce that
demonstrates behaviours of trustworthiness, self motivation, ownership of customer issues and a "one
team" approach. Thisis particularly necessary in areas of work that are located in customer premises. In
order that the Equipment Service objectives can be achieved it may be necessary for employees to
undertake work activities across work streams or geographical areas. Any change to work activity will be
within the competency and knowledge capabilities of the employee and will follow consultation with the
employee(s) involved.

46  New Employees
An appropriate probationary period will apply to new employees.

The period of probation should be such that a comprehensive assessment of ongoing suitability can be
determined. It is considered that a three month period of probation would be appropriate for employees.
Where a further period of time is required to assess suitability for ongoing employment then the period
of probation may be extended in consultation with the employee.

The Company and/or the employee may terminate the employment during the probationary period with
one (1) week’s notice or equivalent payment in lieu of notice.

47  Hours of Operation

It isimportant to provide a service to meet the changing requirements expected of us by our customers.
The Equipment Service operation is a 24 hour seven day operation, with current rostered work for the
Refurbishment Centre falling between Monday to Friday and current rostered hours for Field Service
falling between Monday to Saturday inclusive. Coverage of Sunday work is managed using external
contractors and permanent staff where and when required.

Hours of work - Refurbishment Centre

Refurbishment Technicians will be required to work an average of forty (40) hours a week. Employeesin
this area may elect to work additional hours per week to enable them to have one rostered day off each
month. Rostered days off may not be banked and must be taken in the allocated month at a mutually
agreed time. The taking of rostered days will need to be rostered from Monday to Friday, ensuring
business/customer needs are met.

Hours of work - Field Service

Field Service Technicians will be required to work an average of forty two-point five (42.5) hours aweek
averaged over atwelve (12) month period. Each of these arrangements will differ according to business
demands. Typically employees will be required to work longer hours over the summer period and less
hours over the winter period, in accordance with roster requirements.

Flexibility to Meet Business Demands
There may be arequirement for changes in how the hours are worked within the scope of aroster due to

business demands. Such changes will be given prior notice (48 hours) and we will meet to discuss and
understand personal circumstances before making these changes.
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Additional Hours

Business activity fluctuates from day to day, and it is expected that there will be occasions when
additional hours of work will be required. The salary, other benefits and payments, compensates for any
additional hour’s flexibility. Nevertheless, should individuals be required to work above their structured
additional hoursin any month, they will be paid an additional hours payment [Noting structured hours
and structured additional hours, may differ from month to month]. These paymentswill be calculated at a
rate of x 1.8 of the base rate for Field Service and for the Refurbishment Centre x 1.5 of the base rate for
thefirst two hours and x 2 of the base rate for more than 2 consecutive hours. Base rates are specified in
Appendix B1.

Time off in Lieu of Additional Hours Payment

49

4.10
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During the same pay period in which the additional hours are worked, an employee may request the
equivalent time off in lieu of payment, and in such case the time off in lieu shall be granted at a time
mutually agreed between the Company and employee. Where a time cannot be mutually agreed, the
employee shall be paid for the additional hoursworked. Time off inlieuis calculated on an hour for hour
basis.

Stand-by & Call Management

Equipment Service is a 24 hour seven day operation, with a stand-by roster covering after hours
customer service, Monday to Sunday (inclusive). All service calls managed under stand-by rostering are
between the end of the last rostered shift and the start of the first rostered shift. Sunday coverage is
agreed, outside of 9.00am to 7.00pm. Hand-over of work and enquires will occur in a reasonable time
prior to the end of the rostered shift.

Field Service Technicians are required to be on the Stand-by roster, and will be rostered on the Stand-by
Roster approximately 3 times a year. A technician may swap or give their Stand-by shift to another
technician with the mutual agreement of the Company. Payment for this duty goes to the person on
Stand-by, and is paid upon completion of each stand-by and call management period at the pro-rata as
per Clause 5.3 "Annualised Allowances', sub clause 5.3.8 " Stand-by and Call Management"

The technician on stand-by is required to answer all phone calls for service inquiries. If required, the
technician must complete the call whilst on Stand-by in accordance with the necessary customer
requirements. If not required, the technician must notify the Contact Centre the following morning of the
call whereit can be allocated to the technician on duty.

Meal Breaks
The fluid nature of the equipment service environment may require a need for some flexibility around
work and meal breaks. Employees will be provided with ameal break of thirty (30) minutes within the first
five (5) hours of any shift. This break comprises of a fifteen (15) minute paid and a fifteen (15) minute
unpaid break.

Meal breaks should only be taken before or after a service call or at an agreed time. Technicians working
a 12 hour shift will be entitled to an additional 10 to 20 minute paid break.

Start/End of Shift
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Field Service Technicians are required to log on at least thirty minutes (30) prior to the start of their shift.
Thisisto ensure that calls can be allocated and technicians have a call to attend. Technicians should be
at their first call on or prior to their start time. Similarly, technicians should be finishing their shift on their
last call.

Public Holidays
The Company observesten (10) public holidaysayear. Theseinclude;

New Years Day, Australia Day, Good Friday, Easter Saturday, Easter Monday, Anzac Day,
Queens Birthday, Labour Day, Christmas Day and Boxing Day.

The annualised salary for Field Service Technicians includes a payment for five (5) public holidays. If
rostered work falls on a public holiday, the technician will be required to work that day as part of their
normal rostered shift. If the rostered workday falls on a public holiday that does not require all rostered
technicians, the Team Leader or Manager may require the technician to swap that day with another
"rostered off day".

All employees are required to provide a minimum of two (2) months notice to their Team Leader or
Equipment Service Manager if they wish to swap an observed rostered public holiday. It will be the
technicians responsibility to identify a suitable replacement, who must be approved by their "team leader
or Equipment Services Manager".. If in the event a suitable replacement is not identified then the
technician will be required to work the rostered public holiday.

If aField Service Technician works additional public holidays beyond the five (5) paid public holidays, in
a calendar year, they will be paid at the additional hours rate as per Clause 4.8 "Additional Hours", for
each additional public holiday worked.

Annual Leave

All employees will receive four weeks (20 days) annual leave per year, paid in accordance with Section 5.
Payment of leave will include a leave loading of 25%. Leave may be taken at a time agreed with your
Team Leader or Manager.

Sick Leave

The Company has adopted a fair and reasonable sick leave policy, which reviews each absence due to
illness on a case by case basis.

Payment of sick leave will be authorised by Managers and paid in accordance with Section 5. Paid sick
leave may be withheld after proper consultation with the individual. Reasons for not paying sick leave
may include excessive number of days absent, unusual patterns of absence or duration.

If absence is two days or greater, a Medical Certificate must be obtained from a Doctor and sent to the
Company.

The Gompany may require an individual to undergo medical examinations conducted by the Medical
Officer appointed by the Company in the following circumstances:

(@  Ifitisconcerned with the frequency and/or duration of absence dueto personal ill health.

(b)  onreturnto work following a protracted period of illness.
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(c)  for the assessment of work related injury.
(d)  intheassessment of physical suitability for selected areas of work.

Parent Award sick leave provisions shall not have any application to enployees covered by this
Enterprise Agreement.

Long Service Leave
Employees will receive long service leave in accordance with the NSW Long Service Leave Act.
Other Leave

The Company also provides a number of other leave entitlements that allows families to share in the
important events of caring for anew born, sick or adopted child. Theseinclude:

Maternity Leave;
Parental Leave;
Adoption Leave; and
CarersLeave.

Specific entitlements are detailed in the relevant policies, which can be obtained from a Team
L eader/Manager or Employee Relations. Payment whilst on other leave is detailed in Section 5.

Redundancy

At times, as the business environment changes, the Company may need to reduce the number of people
employed in order to remain viable and competitive. Such changes may be required because of the
introduction of new technology and processes, Government regulations, competitive pressure, and
economic downturn. Any redundancy situation resulting from such changes will be handled in the most
sensitive and fair manner possible and in consultation with the Union .

Selection of Redundant Employees

It is recognised that the Company must retain a workforce which contains the skills necessary to remain
competitive in the marketplace. The following will apply to selection of personnel for redundancy:

the Company will advise the necessary number of redundancies,

the Company will conduct the selection against an objective selection criteria determined by the
Company; and

the Company will take into consideration individual preferences, however the Company retains
the rights to accept or reject any offer of voluntary retrenchment based on necessary skills and
experience required and the needs of the business.

Notice period

Those people who will become redundant will be given 4 weeks notice and 4 weeks severance. During
this period the Company may allow time off to attend job interviews, career and financial counselling. At

-7-
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the same time all people must realise that CCA has a business to run and the spirit will need to be one of
understanding and cooperation.

Normally the Company would expect people to remain during their notice, however effort may be made to

release people early to take up alternative employment or because of very special personal
circumstances.

Redundancy Benefits
An employee who is made redundant shall receive the following:
4 weeks notice, plus 4 weeks severance payment. (NB redundant employees who do not work
out their notice under this agreement, will not be paid 4 weeks notice period unless an earlier

termination is mutually agreed upon.)

Long serviceleave on a pro-rata basis after five years service;
four (4) weeks pay for each completed year of service;

payment of accrued and pro-rata annual leave. Annual leave loading will be paid on all untaken
accrued |leave;

normal resignation benefits.
Superannuation will be paid in accordance with the Trust Deeds of the Superannuation Fund.
Payment of benefits will not apply to the following:
employees who are offered comparabl e alternate employment within the company;
employees who are employed on a casual, temporary or seasonal basis.
418 AreasFor Change

The parties to this Agreement have considered arange of issues to be considered for change which may
have some effect on the Enterprise Bargaining process at the enterprise level, these being:

(@) arolefor all employeesto improve productivity and enhance job satisfaction;
(b)  commitment to the development of appropriate competencies and to training/development;

(c) improved data to assist all employees and provision of technology to improve
responsiveness to client needs;

(d)  development of ahighly consultative management culture and improved communication at
all levelsthrough the development and commitment to a consultative committee; and

(e)  exploration of new or enhanced opportunities which lead to better service for the company
and customer.

419 No Extra Clams Commitment
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During the life of this Agreement, the parties bound undertake not to pursue claims except where
consistent with and contemplated by this Agreement.

5. Rewardsand Benefits
Remuneration Package
The term remuneration covers the salary, incentives, benefits and other payments that are made available

to employees. The Company has developed a range of benefits, which are competitive when measured
against any other similar role in the marketplace.

The remuneration package includes the following:

base salary;

superannuation;

employee sampling;

leave loading;

annualised allowances;

excess rostered hours; and

any relevant allowances and penalty rates
Sdary
The base salary paid compensates for hours worked on a 38-hour week. The annualised salary paid
compensates for hours worked beyond the 38 hour aweek base and includes all allowances, penalty rate
payments, and payments for additional hours to be worked outside the roster. Details of the base rates

and base hourly rates are at Appendix A Remuneration Package.

Employees will be paid monthly into a bank/building society(s) account of the individuals choice by
electronic fundstransfer.

Non Base - Hours

Hours worked in addition to the 38 hours of ordinary time include an additional two (2) hours a week for
employees working in the Refurbishment Centre and an additional average of four and one half (4 %%)
hours per week for employeesworking in Field Service. Details of these paymentsarein Appendix A.

Annualised Salary Components for Field Service & FCB

The annualised salary is made up of a number of different payments for hours/time an employee spends
completing work for CCA. These arrangements are:

Special Event and Peak Workload for Field Service Technicians
In addition to the rostered hours, the Company has paid for 20 hours pa. which is

incorporated in the annualised salary. This time will be used for special events/peak
workload, during any Monday to Sunday period. The Company will give 48 hours minimum

-9-
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notice of the requirement to work. The minimum rostered period under this arrangement
will be 5 hourswork. Details of these paymentsarein Appendix A .

Travel

Field Service Technicians are required to be at their first call on or prior to the
commencement of shift. Similarly, Technicians should be finishing their shift on the last
call. This allowance is paid in the annualised salary as recognition that there will be times
when atechnician is further away from home than usual. Details of these paymentsarein
Appendix A .

Customer Service

It is well understood that the role of aField Service Technician requires professional levels
of service to both internal and external customers. In doing so, a technician may be
required to work some time beyond their normal shift finishing times. This alowance
compensates a technician for the additional time spent on a call. No overtime can be
claimed unless the time spent is excessive and agreed to by Manager or Team Leader.
Details of these payments arein Appendix A.

Public Holiday

This payment compensates for all Field Service Technicians, who are required to be
rostered to work atotal of five (5) rostered public holidays. Details of these payments are
in Appendix A .

Meal Break

This allowance is paid to Field Service Technicians as per clause 4.10. Details of these
paymentsarein Appendix A .

Shift Allowance
This allowance compensates for relevant rostered shifts worked between 7pm - 10pm

Monday to Friday and all day Saturday, and is only paid to Field Service employees.
Details of these paymentsarein Appendix A .

Stand-by and Call Management

53

This allowance is paid to Field Service Technicians as per Clause 4.9. Details of these payments are in
Appendix A. Each Technician will be paid the pro-rata amount of the annualised allowance upon
completion of the rostered stand-by and call management shift. The pro-rata amount is the annualised
amount divided by 3.25 as determined in Schedule.

Wage & Salary Adjustments

This Agreement provides for a4.5% increase of wages/salaries from the first pay week commencing on or
after 2 July, 2003. Another 2% increase will be paid in the first pay week commencing on or after 2 July
2004 and 2 July 2005. A further 2.5% increase to be paid on achievement of agreed key performance
indicators by 2 July 2004 and 2 July 2005, subject to Clause 4.4. These wage and salary adjustments are
based on:
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a) recognition of all productivity and efficiency improvements substantially implemented from
2 July 2003 and;

b) implementation of matters detailed in Clause 4.18 "Areas for Change".

C) the commitment of all parties to serious and genuine Enterprise Bargaining within the
enterprise which includes the identification, development and implementation of
productivity and efficiency improvement measures to achieve savings, specifically those
matters detailed in Clause 4.18 "Areas for Change".

d) the commitment to achieve, and achievement of KPI’s as per Clause 4.4 "Key Performance
Indicators". These KPIs areto be reviewed annually in line with changing business needs.

This is thefirst time that athree year agreement has been ratified by these parties and the rates increases
determined are based on numerous factors including CPI. For this agreement only and in the event that
CPI increases are in excess of 5.5% then all parties to this agreement will meet to discuss this effect on
employees.

54  Superannuation

In addition to the statutory minimum contribution made by the Company, employees may elect to
personally contribute to the CCA Beverages Superannuation Plan. This may change over time. Details
of the superannuation plan may be obtained from the CCA Superannuation Plan Trustee.

55  Additiona Benefits

In addition to the contents of this agreement, the Company provides its permanent employees with other
substantial benefits as part of the comprehensive employment package. Some of these benefits include:
the Employee Share Plan and staff sampling (4 cases per month). The parties acknowledge that these
benefits, are not regulated by this agreement and that the terms and continuance of these benefits may
be varied from time to time by the Company without reference to this agreement, however the Company
will advise all parties of any decisions or alterations deemed necessary.

Coca-ColaAmatil (Aust) Pty Ltd (Sydney) Equipment Service Enterprise Agreement 2003
The signatoriesto the Enterprise Agreement on behalf of the employees, unions and management are:
Employee Representatives:

Jason Holmes

Date:

Dean Wellard

Date:

Union Representatives:

Bernie Riordan
Secretary, NSW Branch, ETU
Date:
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Steve Robinson

Organiser, ETU
Date:

M anagement Representatives:

Clive Hopkins
Date:
Annette Figgis
Date:
LesPoole
Date:
Alex Bulloch
Date:
APPENDIX A
REMUNERATION PACKAGE
01/07/03 | 01/07/04 | 01/07/05
Hrs Rate Current Rate Current Rate Current
$ $ $ $ $ $

REFURBISHMENT CENTRE - LEVEL 1
Base 38 19.02 722.72 19.87 755.24 20.77 789.23
Annual Total 37272.71 39272.71 41039.99
Non Base - Structure 2 2853 2966.96 29.81 3100.48 3115 3240.00
Total 4054851 42373.19 44279.98

REFURBISHMENT CENTRE - LEVEL 2
Base 38 1955 74297 2043 776.41 21.35 811.35
Annual Total 38634.65 40373.21 42190.01
Non Base - Structure 2 29.33 3050.10 30.65 3187.36 3203 3330.79
Total 41684.76 43560.57 45520.80

REFURBISHMENT CENTRE - LEVEL 3
Base 38 20.06 76243 20.97 796.74 21.91 832.59
Annual Total 39646.46 41430.55 43294.93
Non Base - Structure 2 30.10 3129.98 3145 3270.83 32.87 3418.02
Total 42776.45 44701.39 46712.95

REFURBISHMENT CENTRE - LEVEL 4
Base 38 2056 781.10 21.48 816.25 2245 852.98
Annual Total 40616.95 4244474 44354.75
Non Base - Structure 2 30.83 3206.60 3222 3350.90 33.67 3501.69
Total 4382358 45795.64 47856.44

REFURBISHMENT CENTRE - LEVEL 5
Base 38 21.69 824.38 22,67 861.48 23.69 900.24
Annual Total 42867.74 44796.79 46812.64
Non Base - Structure 2 3254 3384.30 34.01 3536.59 3554 3695.73
Total 46252.03 48333.38 50508.38
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REFURBISHMENT CENTRE - LEVEL 6

Base 33 271 862.90 23.73 901.73 24.80 942.31
Annual Total 44870.71 46889.89 48999.94
Non Base - Structure 2 34.06 354242 3559 370183 37.20 3868.42
Total 48413.14 50591.73 52868.36
FIELD SERVICE - LEVEL 5
Base 38 21.69 824.38 22.67 861.48 23.69 900.24
Annual Total 42867.74 44796.79 46812.64
Non Base - Structure 45 4339 | 10152.89 4534 | 10609.77 4738 | 11087.20
Sub total 53020.62 55406.55 57899.85
Allowances
A/S 697.38 728.76 761.56
P/H @ 50% 1447.88 1513.03 1581.12
Travel 590.01 616.56 644.30
Meal 375.00 375.00 375.00
S/Events, Standby, OT 20 39.05 780.99 40.81 816.14 4264 852.86
CSAllowance 522.04 522.04 522.04
Total Annualised Salary 5743392 59978.08 62636.73
Standby and Call out Mgmt 2825.68 2952.84 3085.71
Total 60259.60 62930.92 65722.44
FELD SERVICE - LEVEL 6
Base 38 271 862.90 2373 901.73 24.80 94231
Annual Total 44870.71 46889.89 48999.94
Non Base - Structure 45 | 4542 10627.27 | 47.46 1110550 | 49.60 11605.25
Sub Total 55497.99 57995.39 60605.19
Allowances
A/S 697.38 728.76 761.56
P/H @ 50% 1447.88 1513.03 1581.12
Travel 590.01 616.56 644.30
Meal 375.00 375.00 375.00
S/Events, Standby, OT 20 40.87 817.48 271 854.27 892.71
CSAllowance 522.04 522.04 522.04
Total Annualised Salary 59947.77 62605.06 65381.92
Standby and Call out Mgmt 2825.68 2952.84 3085.71
Total 62773.45 65557.89 68467.63
FIELD SERVICE - LEVEL 7
Base 38 23.20 881.56 24.24 921.23 2533 962.69
Annual Total 45841.22 47904.08 50059.76
Non Base - Structure 45 4640 | 10857.13 4849 | 1134570 50.67 | 11856.26
Sub total 56698.36 59249.78 61916.02
Allowances
A/S 697.38 728.76 761.56
P/H @ 50% 1447.88 1513.03 1581.12
Travel 590.01 616.56 644.30
Meal 375.00 375.00 375.00
S/Events, Standby, OT 20 41.76 835.16 4364 872.75 45,60 912.02
CSAllowance 522.04 522.04 522.04
Total Annualised Salary 61165.83 63877.92 66712.06
Standby and Call out Mgmt 2825.68 2952.84 3085.71
Total 63991.51 66330.76 69797.77
FCB-LEVEL5
Base 33 21.69 824.38 22.67 861.48 23.69 900.24
Annual Total 42867.74 44796.79 46812.64
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Non Base - Structure 45 4339 | 10152.89 4534 | 10600.77 4738 | 11087.20
Sub Total 53020.62 55406.55 57899.85
Allowances
Travel 1180.00 1233.10 1288.59
S/Events, Standby, OT 20 39.05 780.99 40.81 816.14 4264 852.86
CSAllowance 491.44 491.44 491.44
Total Annualised Salary 55473.06 57947.23 60532.74
Standby and Call out Mgmt 4786.54 4983.68 5189.70
Total 60259.60 62930.92 6572244
FCB LEVEL 6
Base 38 271 862.90 2373 901.73 24.80 942.31
Annual Total 44870.71 46889.89 48999.94
Non Base - Structure 45 4542 | 10627.27 47.46 1110550 49.60 11605.25
Sub Total 55497.99 57995.39 60605.19
Allowances
Travel 1180.00 1233.10 4464 1288.59
S/Events, Standby, OT 20 40.87 817.48 271 854.27 892.71
CS Allowance 491.44 491.44 491.44
Total Annualised Salary 57986.91 60574.21 63277.93
Standby and Call out Mgmt 4786.54 4983.68 5189.70
Total 62773.45 65557.89 68467.63
FCB LEVEL 7
Base 33 23.20 831.56 24.24 921.23 25.33 962.69
Annual Total 4640 | 45841.22 47904.08 50059.76
Non Base - Structure 45 10857.13 4849 | 1134570 50.67 | 11856.26
Sub Total 56698.36 59249.78 61916.02
Allowances
Travel 1180.00 1233.10 1288.59
S/Events, Standby, OT 45 41.76 835.16 43,64 872.75 45,60 912.02
CS Allowance 491.44 491.44 491.44
Total Annualised Sdary 59204.96 61847.07 64608.08
Standby and Call out Mgmt 4786.54 4983.68 5189.70
Total 63991.50 66830.76 69797.78
REFURBISHMENT CENTRE WITH SUNDAY SERVICE - LEVEL
Base Workshop 32 21.69 694.21 22.67 725.45 23.69 758.10
Base - Fidd 6 271 136.25 2373 142.38 24.80 148.79
Annual Total 43184.00 45127.28 47158.01
Non Base - Structure 4 4542 9446.47 47.46 9871.56 4960 | 1035178
Total 52630.46 54993.83 57473.78
Standby and Call out Mgmt 275454 287849 3008.02
Total 55385.00 57877.33 60481.80
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