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HONOURS

National Medals and Clasps

National Medals

7780
Patrick Albany

7342
Stewart Alexander

376023
Mervyn Allan

7312
Christopher Andrews

7301
John Angwin

512018
Michael Bretag

202026
Bruce Brown

7302
Raymond Buchanan

7297
Gareth Buckley

7298
Matthew Bull

514018
Brett Burns

423023
Colin Clarke

7519
Timothy Collins

7279
Michael Costin

307019
Kenneth Danvers

398030
Scott Dawson

7964
John Day

230019
Robert Day

216042
Suzanne Degiorgio

7921
Cathryn Dorahy

7310
Scott Downing

7311
Bradley Dubos

429020
John Easey

7292
Trevor Eastwood

7284
Graham Edgar

7910
Steven Evans

7296
Bruce Fitzpatrick

520495
Stanley Fletcher

7281
Michael Forbes

215022
Johnnie Freeman

8050
Tim George

236031
David Goodwin

258022
Scott Gorton

395029
Mark Gough

7767
Keith Hackett

8281
David Hall

219018
Eric Hanscombe

7306
Matthew Hardman

7307
Daniel Humphrey

521555
Paul Hyland

211020
Ian Johnson

7751
Condy Kwan

376030
Peter Laver

7287
Ian Levitt

382042
Jason Lord

301027
John Luker

467030
Dion Manning

293021
John McBurnie

7309
Joel Middleton

233027
John Milgate

7277
Tim Nurmi

7294
Peter Oliver

444025
Terrence Partridge

485037
Paul Puller

512019
Gavin Raccanello

214022
Darren Reaper

376025
Paul Sage

7289
Mark Sawyer

423022
Leo Smith

429021
Robert Smith

7304
Chris Stathis

7276
Anthony Steele

499025
Richard Tait

465022
John Terry

7601
Bradley Turner

7291
Mark Verhoeven

468030
Michael Watson

7278
Craig Wearne

483017
Peter Williams

7280
Anthony Willis

349026
Colin Wilson

363033
Geoffrey Wilson

8873
David Winchcombe

7305
Edward Wooltorton

7740
Michel Zvekic

301026
Anthony Zwegers

First Clasp

6201
Gregory Adams

6161
Michael Arnold

494015
Peter Atkinson

6203
Paul Bailey

6100
Jonathan Baldwin

6087
Ian Bell

237014
Josef Bereza

295013
Noel Bratton

6205
James Bray

394001
Robert Brooker

6160
Robert Brownlow

48034
Wayne Challinor

6095
James Clarke

457014
Christopher Coker

6175
Craig Cooper

6200
John Coughlan

6085
Rick Cousins

6152
Brett Crotty

6185
Michael Curtis

6191
Andrew Cusbert

6198
Craig Davies

6091
Robert Demkin

6168
Neil Diven

6097
Andrew Dixon

6178
Scott Douglas

6999
Guy Dover

6107
Kim Duffy

6079
Craig Easy

83012
Robert Ewers

477012
Stephen Farr

6132
David Finch

6207
Simon Flynn

6142
Wayne Foley

6173
Peter Fotis

7080
James Goodhew

6098
Warren Goodwin

6162
Frederick Hampton

468051
David Hardcastle

6188
Mark Hardie

6189
Robert Harley

6155
Craig Harvey

6808
Stephen Hirst

6211
Bradley Howard

278017
Paul Hussey

6147
Gregory Jeffery

6075
Robert Johnson

337016
Graham Kirk

6128
Terence Kirkpatrick

6179
John Krajcik

6743
Nat La Macchia

6119
Graham Lawrie

6088
Paul Leary-Smith

6182
Neville Loveday

6610
Peter MacNamara

6080
Brett Mayhew

7615
Shane McDonell

6204
Robert McLintock

6081
Robert McNeil

6149
Leo McCrory

6212
Antone McPherson

6196
Gary Meagher

6860
Roger Mentha

84014
Robert Moody

6137
David Mooney

6096
Johnathon Moore

6102
Ronald Morasso

6183
Wayne Morris

6113
Peter Morrison

6115
Kenneth Murphy

6129
Mark Nickisson

424017
Donald O’Bree

6135
Grant O’Regan

6208
Stephen O’Sullivan

6104
Michael Prendergast

6163
Scott Randall

6127
David Rendall

6082
Arthur Richards

6150
Brian Riddell

6199
Ivo Risti

6130
Gregory Roberts

6099
Gregory Rochester

6125
Glen Rossetto

6093
Mark Ruaro

6136
David Ryan

6117
Stephen Shields

6141
Scott Simmons

394012
Vincent Slattery

6124
John Smith

6143
Richard Spiteri

6170
Glen Stenner

237013
Ian Stevenson

6092
John Stewart

6153
Peter Stirling

6148
David Strachan

6238
Graham Tait

386010
David Thompson

6206
Frank Van Treeck

6105
Tony Wade

6121
Gregory Watson

6090
Barry Watterson

6138
Thomas Webley

6195
Lindsay West

324010
Geoffrey Wheeler

6112
Peter Whitehouse

6167
Ian Wilcox

6210
Gregory Wild

6193
Malcolm Willmott

6144
Jason Wood

6197
Mark Wright

Second Clasp

402006
Bill Bagnall

5041
Kieran Britt

277004
Raymond Curll

428004
Stephen Drew

513008
Arnold Fuller

5029
Christopher Gabriel

5050
Colin Gleeson

314006
Paul Hartley

494005
Roy Harvey

457009
Jeffery Koch

362027
Ian Lambert

5031
Peter Llowarch

5019
Rudolph Mattheus

488003
Keith Murray

406004
Collin Pardy

210017
Neil Parsons

336008
Vernon Pearson

233008
Kenneth Rice

5008
Gary Rolfe

302005
Earl Sharman

5001
John Tapper

4995
Terrence Thompson

5042
Roderick Trueman

5007
Trevor Watkins

5025
Gordon Willson

5023
Stephen Woodger

Third Clasp

455005
Ronald Jarrett

411003
Peter Ryan

Contact Officer:
Maria James, Events Coordinator, (02) 9265 2905

File Reference:
NFB/03453
POLICIES

Managing sick leave policy - administrative and technical staff

This policy rescinds In Orders 1995/20, Sick leave policy –administrative and technical staff.
1.
Application

This policy applies to employees covered by the Crown employees (Public Service Conditions of Employment) Award 2009 and the Fire Brigade (Maintenance, Construction and Miscellaneous Staff) Award.
2.
Introduction

The Department of Premier and Cabinet has issued Circular C2009-16, Managing sick leave policy, following the changes to sick leave management resulting from the MOUs in settlement of the Crown Employees (Public Sector Salaries – 2008) Award and the Crown Employees Wages Staff (Rates of Pay) Award 2008.

The Managing sick leave policy (the Policy) reflects these changes and should be read in conjunction with the Crown employees (Public Service Conditions of Employment) Award 2009 and the Fire Brigade (Maintenance, Construction and Miscellaneous Staff) Award.

Accrual and calculations for entitlements can be found in the Personnel handbook.

The management of sick leave within NSW Fire Brigades is consistent with the framework, principles and intent of the Policy.  The Policy has been developed to better manage absenteeism and is part of the Government’s commitment to achieving and sustaining productive, healthy, efficient and high performing workplaces.

Responsibilities of managers and employees of the NSWFB are outlined in the Policy.

Key changes include that:

· evidence of illness (ie medical certificate) is to be provided for absences of more than two consecutive days, and 

· absence reviews will be undertaken where there are five or more days of unsupported sick leave in a 12 month period or where an absence trend is identified.

Analysis and review of sick leave strategies and data is to be undertaken regularly to ensure effective sick leave management.

Sick leave is a condition of employment providing staff with support and assistance during cases of genuine illness and injury.

It is complemented by the provision of appropriately structured assessment and rehabilitation programs, counselling and welfare services.  Additional support may also be provided through professional medical diagnosis and treatment, including the Employee Assistance Program.

Effectively managed, sick leave should play an important part in maintaining the health, well being and work performance of staff members.

3.
Responsibilities of employees

Employees need to understand that:

· if they are fit they must come to work

· genuine sickness will be dealt with sympathetically and they should be fit before returning to work

· sick leave is a condition of employment that enables an employee to recover from an illness without loss of pay

· sick leave is available for caring purposes for a family member and that the same requirements for the provision of evidence apply as if it were any other type of sick leave

· they need to report the absence appropriately

· providing evidence of illness is required

· sick leave which is not legitimate places additional burdens on other employees

· reasonable precautions should be taken to guard against illness and injury and to ensure a safe workplace

· personal affairs should be attended to during off duty hours, with appropriate approved leave, or where available through the use of flexible working hours arrangements.

3.1
Notification procedures

Payment for sick leave is subject to the employee reporting the absence appropriately.

An employee who is unable to report for duty through illness or injury is required to promptly contact his or her direct supervisor by telephone.  Contact should be made as close to the employee’s regular starting time as possible and must be made not later than 9.30 am.  The advice by the employee is to include:

· the nature/cause of the illness or injury and the estimated duration of the absence

· work commitments during absence, with particular reference to urgent matters

· whether in the opinion of the employee the absence is work related.

Direct supervisors are to ensure that managers are advised accordingly so that relief arrangements can be made.

3.2
Absence from duty for more than two consecutive working days

An application for sick leave of more than two consecutive days must be supported by evidence of illness.

3.3
Absence from duty of more than five unsupported days

Employees taking more than five days of unsupported sick leave per annum may be required to provide evidence of illness each time they take sick leave for the balance of a 12 month period.

3.4
Applications for sick leave

Applications for sick leave must be submitted as soon as practicable on an employee’s return to work.  The application must be submitted by application form or system to be approved and state the nature of the illness or injury.  Where required, evidence of illness must be provided.

If an employee is concerned about disclosing the nature of the illness to their manager they may elect to have the application for sick leave dealt with confidentially by an alternate manager or the human resources manager.

3.5
Evidence of illness

Payment for sick leave is subject to the employee, where required, providing evidence of illness which should indicate the nature of the illness or injury and the estimated duration of the absence.

For absences up to one week evidence of illness may be provided by:

· a medical practitioner, or

· a registered dentist, optometrist, chiropractor, osteopath, physiotherapist, oral and maxillo facial surgeon, or

· at the Commissioner’s discretion, another registered health services provider.

Absences that exceed one week must be supported by:

· evidence of illness from a registered medical practitioner, or

· at the Commissioner’s discretion, other forms of evidence that satisfy that an employee had a genuine illness.

3.6
Medical appointments

Flexible working arrangements are provided to allow employees greater flexibility in dealing with workloads, work deadlines and the balance between work and family life. Where available, employees should use flexible working hours to attend appointments that fall during work hours.  If this is not possible and sick leave is sought, the employee must provide evidence in accordance with this policy.

3.7
Failure to comply with policy

From time to time managers are required to request information or interview employees to establish whether there is non compliance with this policy or an inappropriate use of sick leave.  If confirmed, procedures may be put in place and can include formal counselling, a medical assessment, participation in a return to work program where appropriate or as a last resort sanctions to be decided by the Commissioner in accordance with existing NSWFB policies.

4.
Responsibilities of managers

4.1
Managing absences

To manage sick leave in an effective and sensitive manner, managers need to:

· understand what procedures need to be followed and apply them fairly and transparently

· understand that the majority of applications for sick leave are for genuine sickness and need to be dealt with sympathetically

· understand that discretion is available to apply flexibility in considering each employee’s individual circumstances

· use information management systems to monitor, measure and analyse sick leave data/information

· identify options, strategies and support available to manage absences when they occur

· develop return to work plans where appropriate and conduct effective return to work interviews

· recognise and act on underlying causes that may have contributed to the absence

· understand that flexible working hours arrangements, where available, are provided to allow employees greater flexibility in dealing with workloads, work deadlines and the balance between work and family life.

4.2
Agency’s discretion

Discretion is generally available to enable flexibility when considering each employee’s individual circumstances.  For instance:

· Where an employee has regular treatment or an ongoing illness or condition the manager may opt to waive the requirement to provide evidence for each absence after the initial condition has been substantiated.

· Where an employee in a regional area faces genuine difficulties in accessing a medical practitioner, the manager may opt to accept other evidence such as a statutory declaration where a medical certificate from a registered medical practitioner would normally be required. This may be on an occasion by occasion basis, or as an ongoing arrangement.

· Accepting backdated medical certificates.

4.3
Support for employees

Induction for all employees will outline:

· expectations regarding attendance generally

· the sickness absence procedures that apply to them

· how to report an illness related absence

· what evidence they need to provide

· other related policies (such as Occupational Health and Safety and Employee Assistance), and

· access to flexible work arrangements as applicable.

4.4
Monitoring absences

Managers are responsible for the day to day management of individual employee’s absences and the Employee Services area will monitor accruals and entitlements.

To assist managers, Employee Services, through the information management systems, will provide quarterly reporting and, where possible, provide for automated notifications about specific actions that need to be undertaken, for example:

· advise when certificates will be required for future absences

· initiate absence review trigger points

· alert a manager when an employee has patterns of absence when taking sick leave.

Managers have the primary responsibility and accountability for the management of this policy.  Managers must take a direct interest in the attendance pattern of staff members as part of the ongoing management of the work performance of staff under their control and the organisation’s concern for the health and welfare of its employees.  Managers will be responsible for day to day management, with accruals and entitlements monitored by the Human Resources Directorate.

In the interests of effective management and the health and well being of staff, sick leave records regarded as excessive will be subject to review and appropriate corrective action.  Often a person’s sick leave pattern can indicate that the person is experiencing difficulties in their work and/or personal life.

At all stages in the management process, the responsibility for counselling an employee or referral to a counselling service rests with the manager.  Counselling must always precede application of any sanctions, such as imposition of a compulsory medical certificate requirement, and must include clear recommendations of the next steps to be taken.

4.5
Procedures for dealing with unacceptable absences

Step 1 - Trigger points for absence review include the following:

· frequent unsupported absences - five cumulative days of unsupported sick leave in a 12 month period

· an absence trend - for example, sick leave absences taken just before or just after Mondays and Fridays, public holidays, recreation leave and/or rostered days off or flex leave or following an employee formally indicating departure by redundancy, resignation or retirement

· repeated failure to adequately notify an absence.

The manager should review the overall leave record and the reasons for and patterns of absence.

Where inappropriate use of sick leave is suspected or excessive amounts of sick leave are being taken, the manager should interview the employee to identify if there are any underlying causes for absences.

Attempts should be made to resolve any identified problems and a course of action appropriate to the circumstances determined.  This may include:

· making reasonable adjustments to work practices

· reinforcing this policy

· reminding the employee of the required procedures to notify absences

· imposing additional requirements for evidence of illness.

Step 2 - Formal counselling is required when:

· inappropriate use of sick leave is suspected, and/or

· the employee continues to have an unsatisfactory sick leave record, and/or

· failure to adequately notify an absence continues.

The formal counselling session should:

· occur as soon as possible following the absence/failure to notify

· explore any underlying reasons for non-compliance

· discuss possible solutions

· set targets for improving attendance and/or notification of illness

· detail the consequences of a continued unsatisfactory sick leave record or failing to adequately notify an absence

· fully inform the employee of their obligations at the end of the session

· be summarised in writing and a copy provided to the employee within one week of the counselling session.

A support person (such as a union delegate or colleague) can accompany the employee in the counselling session.

A review meeting should be scheduled down the track to determine whether targets have been met.

Step 3 - Sanctions

Where inappropriate use of sick leave is established, and the unsatisfactory sick leave record or failure to adequately notify an absence continues after formal counselling, the Commissioner or their delegate may consider applying sanctions.

The type of sanction is a matter for the Commissioner or their delegate to determine in accordance with an established NSWFB policy and could include deferment of an increment or introduction of standard hours for a specified period.

4.6
Medical assessments

If an employee’s absence will continue or is likely to continue for a period in excess of two months a manager should give active consideration to referring them for a medical assessment.  This action should be taken before available sick leave is exhausted.  A medical assessment may be required to provide:

· an independent second opinion on a period of claimed sick leave or frequent or recurrent sick leave

· advice on the effects of an injury or illness and how best to safely return the employee to work (for example, how to manage the effects, or whether the employee requires restricted or alternative duties while recovering)

· advice on whether there are long term health issues affecting an employee’s ability to continue in a particular job.

4.7
Medical appointments and treatments

Where an employee has a medical condition that requires regular treatment and uses sick leave of short duration, all consequential absences can be aggregated for the purpose of debiting against leave credits.  Sick leave may be granted to cover attendance at treatments only when the manager is satisfied that:

· an appointment could not be obtained outside hours, or

· flexible arrangements were not available or could not be used to attend appointments during work hours, or

· treatment was urgently needed.

4.8
Managing longer term injury/illness

Managers should make early and regular contact with employees on longer term absences.  Flexible strategies to facilitate a smooth transition to work should be explored and may include:

· part time work

· the use of rehabilitation providers and other occupational health services

· return to work programs established in consultation with the employee and a medical practitioner to help them return to normal duties (even if the illness/injury is not work related)

· alternative or modified duties either in an employee’s substantive position or another work area

· working from home (for example, facilitating remote access)

· a medical examination to give advice on the effects of the injury or illness and how  best to facilitate a return to work

· re-training for new skills/job if the condition is permanent.

4.9
Health risks to employees and the public

Where there are health risks to employees or the public, a direction may be given for an employee to cease duty on special leave pending a medical assessment.

5.
Responsibilities of the NSWFB

5.1
Commitment and accountability

The NSWFB is required by law to provide a safe and healthy working environment and this policy is part of that commitment to employees’ health, safety and welfare.

5.2
Confidentiality

The NSWFB will ensure that all records concerning an individual employee’s sick leave are secure against loss, unauthorised access, modification and/or other misuse.

The NSWFB will ensure that:

· positions are identified that have authority to access records

· information management systems are secure and backed up

· records are kept secure

· care be taken when transmitting records

· records are sealed before transportation

· employees understand that breaches of confidentiality may give rise to disciplinary action.

5.3
Attendance management strategies

NSWFB will develop, analyse and maintain sick leave data.  In developing strategies to improve attendance, the NSWFB will analyse absence levels and identify trends and ‘hotspots’, and the reasons behind them.  This will then enable relevant targeted strategies to be developed.

Examples of targeted strategies could include ensuring fair access to flexible working arrangements, assisting mature workers by developing alternative workplace arrangements and/or developing healthy workforce programs.

Contact Officer:
Julie Duncan, Assistant Director Employee Relations, (02) 9265 2677

File Reference:
NFB/05146

ADMINISTRATIVE AND TECHNICAL STAFF NOTICES

Vacancies

Manager Contracts and Supply, Clerk Grade 9/10

Position No: 930005., Logistics Support, Greenacre, Temporary full-time. Total remuneration package valued to $104,152 pa including salary ($85,650 to $94,384), employer’s contribution to superannuation and leave loading.

Duties: Plan, manage and control the activities of the Contracts and Supply Section to ensure the provision of efficient/cost effective procurement, tendering and contracting services for NSW Fire Brigades.

Selection criteria:  Extensive knowledge and experience in supply/service contract management and administration, tendering and supply logistics.  Experience in the provision of strategic advice and support in relation to procurement planning, contract management and supply logistic functions.  Demonstrated project management skills.  Demonstrated analytical, research and problem solving skills.  High level negotiation, conflict resolution, communication (written and verbal), customer service, interpersonal and administration skills.  Strong computer literacy, as applied to electronic commerce and/or electronic purchasing, budgeting, forecasting and variance reporting.

Note:
This is a temporary position for a period up to 12 months.

Inquiries:
Guy Tesoriero, (02) 9742 7441, guy.tesoriero@fire.nsw.gov.au
Information packages:
May Levy, (02) 9742 7455, may.levy@fire.nsw.gov.au
Applications to:
Human Resources Manager, NSW Fire Brigades, Locked Bag 13 Greenacre NSW 2190 or carol.ruthven@fire.nsw.gov.au.

Electronic applications must be MS Word compatible.

Closing date:

30 October 2009
Workers Compensation Officer, Clerk Grade 3/4

Position No: 740108. Workers Compensation, Health and Safety, Sydney. Temporary full-time.  Total remuneration package valued to $67,675 pa including salary ($56,009- $61,328), employer’s contribution to superannuation and leave loading.

Duties: Responsible for undertaking administrative and claims management functions for workers compensation, ensuring claims are processed in accordance with the relevant legislation, regulations, policies and internal processes and procedures.

Selection criteria: Demonstrated experience in the administration and management of worker’s compensation claims.  Proven analytical and problem solving skills together with demonstrated ability to provide accurate information to stakeholders.  Sound knowledge and understanding of NSW Workers Compensation legislation and associated regulations, policies and guidelines.  Well developed interpersonal skills and demonstrated ability to deal tactfully with stakeholders on complex and confidential claims.  Sound computer and data entry skills including demonstrated experience with human resource information management systems.  Demonstrated ability to work independently and in a team environment.  Sound organisational skills with the ability to prioritise tasks in a high volume work environment with minimal supervision.

Note:
This is a temporary position for a period up to 2 years.
Inquiries:
Cathy Glynn, (02) 9265 2805, cathy.glynn@fire.nsw.gov.au
Information packages:
Cathy Glynn, (02) 9265 2805, cathy.glynn@fire.nsw.gov.au
Applications to: 
Personnel Services Coordinator, NSW Fire Brigades, PO Box A249, Sydney South NSW 1232 or kerry.brown@fire.nsw.gov.au. All applications must be MS Word compatible.

Closing date:
23 October 2009

PERMANENT FIREFIGHTERS NOTICES

Vacancy

Canine Handler/Training Officer, Fire Investigation and Research Unit

Applications are invited from operational personnel for the position of Canine Handler/Training Officer, Operational Support Level 2, attached to the Fire Investigation and Research Unit, Greenacre.

An information package should be obtained before submitting an application as there are special conditions for this position that must be met in addition to the selection criteria. Applications must address all the selection criteria.

Note:
If necessary, training will be provided for the selected applicant to enhance skills for the position.  Prior canine handling experience is an advantage, but not necessary.  A kennel will be provided.

Inquiries:
Phil Etienne, Canine Team Leader, (02) 9742 7113
Information packages:
May Levy, (02) 9742 7455, may.levy@fire.nsw.gov.au
Applications to:
Manager Operational Personnel, NSW Fire Brigades, 
PO Box A249, Sydney South NSW 1232

Closing date:
27 November 2009

File reference:
CHO/03712

_________________________

Appointments

Correction

The appointment of Recruit Firefighter 900344 S Carlton in In Orders 2009/20 should have read:

900344
S Carlon

______________________________

Promotions

Station Officer to Inspector

6600
P Nies
9 October 2009

6658
G Rankin
9 October 2009

6198
C Davies
9 October 2009

7467
J Turner
9 October 2009

Station Officer to Station Officer Level 2

7678
I Straiton
21 September 2009

Leading Firefighter to Station Officer Level 1

7716
S Parker
2 October 2009

Firefighter Level 2 to Qualified Firefighter

9118
G Herrera
29 September 2009

Firefighter Level 1 to Firefighter Level 2
12 October 2009

9255
A Beattie

9256
T Calderwood

9257
L Cameron

9258
J Casey

9259
M Cleary

9261
P Darroch

9262
D English

9263
C Fry

9264
S Green

9265
M Hall

9266
R Hoffmann

9267
L Hyde

9268
S Macleod

9269
D Manoliu

9270
S Mayo

9271
C Naisby

9272
L O’Brien

9273
L Roughley

9274
B Young

Change of Name

8385
SF M Hopcroft
to
8385
SF M Lucas
1 October 2009

Retirements

4920
Senior Firefighter
K Jones
8 October 2009

4945
Station Officer
P Reynold
8 October 2009

6160
Senior Firefighter
R Brownlow
8 October 2009

5198
Station Officer
L Beaudoire
9 October 2009

RETAINED FIREFIGHTERS NOTICES

New members appointed to Brigades

900384
P Cook
Mittagong
28 September 2009

900386
C Boney
Brewarrina
1 October 2009

900381
R Carlson
Narooma
1 October 2009

900383
S Drady
Narrabri
1 October 2009

900380
L Monardo
Walgett
1 October 2009

900382
R Toshack
Armidale
1 October 2009

900387
D Young
Wauchope
1 October 2009

900388
T Smith
Narrabri
2 October 2009

900389
E Kelly
Manilla
6 October 2009

900391
C Taylor
Coledale
7 October 2009

900385
V Provino
Moss Vale
9 October 2009

900394
G Morgan
Telarah
12 October 2009

900395
M Skillicorn
Narrabri
12 October 2009

900393
D Cartwright
Coolamon
15 October 2009

900396
B Hall
Tumbarumba
15 October 2009

900397
D Meredith
North Albury
15 October 2009

900392
A Seymour
Griffith
15 October 2009

Appointed to Ranks

411022
RetF I Theyers
Oberon
Deputy Captain
28 September 2009

401019
RetF E Jones
Narromine
Captain
1 October 2009

These appointments are subject to the provisions of the Government and Related Employees Appeal Tribunal Act 1980.  The 21 day period for appeal commences from the date of this In Order.

Transfers

480042
RetF F Slieker
Wagga Wagga      to
Laurieton
8 October 2009

252066
RetF C Parsons
Carrington
Rhodes
9 October 2009

Resignations

293018
RetF R Close
Finley
22 September 2009

521109
RetF G Rea
Picton
23 September 2009

521451
RetF A Merrick
Branxton
3 October 2009

Retirements

485027
RetF P Meehan
Wangi Wangi
20 September 2009

424050
RetF K Love
Port Macquarie
28 September 2009

461001
Capt R Bland
Thirroul
30 September 2009

385011
RetF R Millward
Moss Vale
15 October 2009

Transferred to Honorary List

485027
RetF P Meehan
Wangi Wangi
21 September 2009

293018
RetF R Close
Finley
23 September 2009

461001
Capt R Bland
Thirroul
1 October 2009


John Benson AFSM


Acting Commissioner
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