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Re — Workplace Presence feedback

Thankyou for sending to the PSA the consultation materials for the proposed changes to
TINSW'’s Flexible Working Arrangements Procedure and Draft Way We Work Guide on
Wednesday 26" February 2025. The PSA provides the following feedback to the PSA. Due to
the amount of feedback received to this significant change, the PSA has broken down our
submission into key themes.

Key issues with changes as proposed

The PSA provides the following list of items that must be addressed if TTNSW are to engage in
genuine consultation around this policy.

Standard Hybrid arrangement should not need approval

There is currently no onus on individual managers to approve standard hybrid arrangements.
While the inclusion of a “standard” hybrid arrangement in any policy is a positive, the policy
as it stands provides no incentive for individual managers to approve what should be an
acceptable standard hybrid arrangement. Additionally, there is no information on what
criteria will be used to accept or reject an application for a standard hybrid arrangement.
This will inevitably lead to different standards being applied across different areas of TFTNSW

based on a particular managers interpretation. This is a risk for both the staff affected, and
the manager in question, as rejection can lead to more grievances in the workplace.

If “maintaining the benefits of flexible work while minimising potential impacts to your
people” is the foundation of your approach to this change, then the standard hybrid
agreement should not require approval from a manager. As the standard hybrid agreement
allows TFNSW to meet the definition of “principally” with the workplace, the standard hybrid
arrangement should be a defined acceptable baseline, as they inherently meet the
requirements of the Premiers Circular




1. Response required - TTNSW remove the need for a manager’s approval for a

standard hybrid arrangement and enshrine this as a true standard.

We provide a sample of feedback below from our members in relation to this issue.

It's a rollback of rights we won't get back. It creates unequal access to work from
home arrangements, giving some groups more access to WFH than others. It
allows managers and other approvers to accept or deny arrangements as they see
fit, with no provision requiring TTNSW to accept all reasonable requests. It allows
new managers to revoke existing arrangements and force employees to make new
ones. Itis stealing money and time from employees for no concrete benefits. It
puts employees lives at the mercy of Team Hub locations, which are not
guaranteed to be fixed. The metrics by which managers, directors, People and
Culture, and the CPO will be approving or denying requests are not transparent.
P&C and the CPO are not qualified to assess impacts on work or employees
because they're completely removed from the teams and people whose fates
they are deciding. It ties staff to the city, a place which very few can afford to own
a home. As a young single woman my choices will be buy regionally or rent forever
- but now | have no guarantee that I'll be able to continue working from home
despite excelling in this arrangement for years. It's a trash policy. | understand
they needed to comply with the circular, however they could have done that
without showing such disdain for their workers by simply saying 50% attendance
in any TENSW office, with alternative arrangements available by manager approval
with no unreasonable requests refused. In addition, the transition plan makes
mention of team hub changes during the transition period - we need those details
now. We cannot wait months to know where we will be forced to attend an office.
| am a TSSM who works four days per week. | am also a sole parent and carer of a
3yo child with a physical disability and a lot of health and allied health
appointments. | am happy to work half of my days in the office - however, the
timing of these days will need to suit my responsibilities as a carer and can be
subject to change. My primary concern is that when director approval is sought
for a carer to work flexibility, a large amount of person information is required to
be provided. This not only has the potential to breach the privacy for (in my case)
the person with disability. It also results is being treated differently - and
ultimately, as less valued - as a worker. Since returning from parental leave, | have
had a team of reports taken off me and been moved from project to projectasifa
'spare’. Itis, frankly, discrimination on the basis of my gender, part-time status and
caring responsibilities. If flexibility is the default, people in my position can be
more discrete about their personal lives and responsibilities and avoid that
causing a detriment to their careers.
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Hybrid agreements are required to be approved by higher management.
Concerned this lends itself to a subjective approval process and may not always
be fair or equitable. In the instance of a secondment or job change, does your
approved hybrid agreement move with you? I'd like to see more governance
around agreements being declined and reasoning.

The suggested arrangements go beyond the requirements of the Premier's
circular and are excessive. There requirement for ED approval is excessive. The
default hybrid arrangements should not require any approval. Regional
employees should have subsidised travel if they are required to attend the hub -
the commute hours present a work, health and safety hazard and the cost of
travel and time discriminate against regionally based employees.

I would look externally for another role if tfthsw dont make the 'standard work
agreement' the default as my manager would never approve this agreement as
she has no kids and works 5 mins away from the office unlike others.. we all have
different priorities outside of work which others do not always consider!

If they are now making the fact that any hybrid work now requires approval - ie hot
100% in the office. | believe the standard agreement should be approved once
only and then reviewed 12 monthly - ie if not working for both parties or changes
need to be made is acceptable but both parties need to agree. This is the process
for the current hybrid working agreement and only needs to be approved by one
up manager not all the way to director level. Seems a bit excessive to have to go
up to director if you just wish to work from home as a standard agreement.

The proposal for Standard hybrid way of working should be the standard (offered
to all staff without the need to apply and gain approval every 12 months), not the
100% working from the office.

Default should be a standard hybrid agreement thatis in place until you change
teams or leave. This policy discriminates against women as they are generally the
ones who perform caring roles. | have children and an elderly parent to care for
and need flexibility in my job to be able to care for them.

In general, the three "buckets" of arrangements make sense. However, the burden
to access them and the short renewal required is my primary issue. Standard
Hybrid should be a given with limited ability for management to deny. Individual
Hybrid needs longer agreement periods to reflect that these qualifying situations
are long term in nature. And Individual Hybrid needs an appropriate level of sign
off, not some executive that no one could identify in a line up nor could they
identify the person applying. This is not reflective of "People at the Heart" values.
Standard hybrid should be the norm and not a matter of applying.

| believe the default should be the hybrid agreement, not the exception which has
to be negotiated every 12 months. We need security that the hybrid arrangement
wont be taken away after 12 months or 24 months due to sentiment in the media



about the push for returning to work. Focus needs to be on developing
relationships and culture, not forcing workers into the office and hoping culture
will eventuate

Having to renegotiate agreements and be at the discretion of the leader at the
time to approve my life and needs of my family causes unnecessary stress and
privacy concerns.

| feel strongly that Transport's default position should be a hybrid working
arrangement, with no agreement required. | can understand the need to specify
the terms of the arrangement, and | would support the current proposal of 50% in
an approved office with 5 days at the team hub as the default for most people,
with individual agreements reserved for those with special circumstances, eg.
carers, people who live too far from an office to commute etc.

The current policy places a substantial administrative burden on the Transport
department and offers limited flexibility for its employees. Additionally, it relies on
the discretion of the immediate manager, which can vary based on the
relationship with that manager. | recommend establishing the standard hybrid
model with a minimum workplace presence requirement: two days in the office
per week and one day per week in the home office hub, with a potential minimum
of five hours per day in the office. Any additional arrangements should be subject
to individual agreements and require approval from the immediate manager, in
consultation with PC and the Director.

Having a Director level sign off on all standard hybrid plans or Exec Director of HR
for the individual plans seems excessive amount of approval. Director’s often do
not know individual staff members personally and do not understand their day to
day needs etc which would certainly be hard to communicate from a Grade level
up through a Manager - it also relies on the Manager to communicate effectively
and promptly to ensure the plan is approved and favours the individual. Also HR
are unlikely to favour individual staff members and will have a primary goal of
getting as many people back into the office as possible. Child care may not be
considered a good enough reason for a flexible work plan, which of course it
ridiculous in these current conditions. Also what happens if a Manager does not
agree with the plan or is not enough of a strong advocate to get it approved? How
will Transport cater for the amount of staff returning at once? Not just office space
and desk availability or management, but managing each Branch / Division so
everyone is doing the same, otherwise it could be considered unfair if some
Branches are more flexible than others. Consistent approach across Transport
will have to be mandated to a certain degree.

i strongly feel as though the hybrid agreement should be the standard that
everyone is on- not that itis an optin basis.



e | would have preferred to see 50% of a requirement in the office, with no
approvals. Approvals will be such a waste of time for staff, managers, executives
and taxpayers money could be spent better elsewhere

e The 'Standard Hybrid Agreement' should be the default position and not require
employees to apply annually. What has been proposed is in inequitable and too
subjective - consistency and fairness cannot be applied when the final decision is
left to individual managers and Directors. If you happen to have a manager that
whose preference is full time return to the office with their own personal
justifications - then you are effectively being subjected to harsher conditions than
other employees.

e The standard hybrid arrangement should not really require formal approval and
yearly renewal processes to reduce administration requirements since itis a
standard option available to staff who chose not to work the default option of
onsite 100% in the workplace. There could be two default options: 100% in the
workplace or Standard Hybrid agreement.

e Leavingindividual hybrid working arrangements solely to managers could lead to
negative outcomes, including an increase in workplace bullying and harassment,
which is already a significant issue. Additionally, this approach would add to the
workload and administrative tasks for managers. Therefore, it is essential for
Transport to develop a new policy to address the challenges associated with
hybrid working arrangements.

Accommodation issues

The PSA provides below numerous examples of a lack of space at workplaces across
TfNSW, including a lack of bookable desks, as well as acceptable equipment and facilities to
ensure staff are working in a suitable, and safe, environment. The consultation materials
recognise that there are equipment issues, such as broken monitors currently, and as such a
full audit of IT equipment should be undertaken as part of consultation. In addition, as staff
clearly show a preference of working from home on a Monday or a Friday, there is no specific
information as to how this TINSW will maintain an even spread of its workforce across the
working week. The policy suggest that the makeup of working days in an approved transport
workplace vs working virtually will be in agreement between a manager and the staff
member. Itis not clear how conflicts will be managed if the majority of staff prefer to work in
the office on a Tuesday, Wednesday or Thursday.

2. Response Required - As staff are required under a standard hybrid arrangement to
work 5 days at their hub, and 5 further days at a TINSW approved workplace, the PSA
requests a list of all Approved Transport Workplaces across the state so that staff can
understand what the changes entail for them and their individual circumstances.



3. Response Required - The consultation materials suggest that staff should simply log
a ticket to report broken IT equipment. If TFNSW are introducing major changes to the
ways of working for their staff, there should be an obligation to ensure workplaces are
equipped before the changes are implemented. The PSA requests a full audit/risk
assessment be undertaken on every approved Transport Workplace’s facilities and
equipment, and the results shared, to ensure that adverse effects of this change are
mitigated.

4. Response Required TFINSW need to provide evidence that they can accommodate all
staff on their preferred days of working in the office. TINSW should clarify how
decisions will be made as to who is approved to work in an approved transport
workplace on a preferred day, and who will not be approved to work in an approved
transport workplace.

We provide a sample of feedback below from our members in relation to this issue.

e There needs to be sufficient Team Hubs with dedicated work spaces for teams
with desk booking to build a sense of work place rather than a sense of constant
change in the mandatory 50% working from a team hub. There needs to be
flexibility for the working arrangement in the remainder of the 50% in a Standard
Hybrid Agreement. - for an employee to able to chose either from working from
home or any transport approved workplace. There are not sufficient transport
approved work places in the west. The team hub is decided is role specific -
however in the middle of re-structure this could change for many causing more
change just about time when one would settle in.

e Access to many tfnsw offices or approved workplaces is restricted due to building
access and this does not align with our bandwidth hours therefore affecting the
ability to work flexibly in this sense.

e Onpeakdays, itis already difficult to book a desk in some locations let alone
book a meeting room or access a quiet space to take personal calls or focus on
important work without distraction. How will this be managed?

e Transport approved workplaces not defined and will be difficult to define given
varying nature of our work.

e The Circular outlines the agencies requirements are to ensure they can deliver
services effectively for the community. However, most approved workspaces are
within the Sydney CBD. Transport Networks span the state. How are Employee’s
meant to understand the ‘community’ they service, if majority of non-front line
roles are based in an office in the Sydney CBD and not in the communities they
serve. Bringing local knowledge to the table when doing bus and train timetabling,
upgrading roads etc. A great example of this is Western Sydney. The furthest office
west from the Sydney CBD is Parramatta — which is part of Transports Central
River City. Western Parkland City has no approved workspaces and we are meant
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to be helping build the transport infrastructure to a new airport in Western
Sydney! What is Transport doing to establish more team hubs outside of the CBD?
At the moment we know that Transport is looking at an additional floor in
Elizabeth Street. Why not look at a space in Penrith (there is a NSW Government
office at 50 Belmore Street, Penrith), Hawkesbury, Campbelltown, Wollondilly,
Camden, etc. Perhaps if there was an office in Western Sydney they would have
realised much sooner that a bus from Penrith to the airport that takes 63-67min
shouldn’t be called rapid.

The Circular and Transport’s consultation material focus’ heavily on the
employee’s obligation to workplace presence, but there is little to no mention of
the organisation’s obligations. What is the organisation going to do to ensure
there are enough bookable desks at team hubs? Will that happen before teams
are forces back into the office or will we be told to work from the kitchen (during
2018 Argyle street had 1000 people registered for 500 desks). What happens if
you cannot book a desk in your neighbour or turn up to ateam hub and there are
no seats on your floor? Is there a business expectation that you go floor to floor
physically looking for a seat, can you go home? Will there be more meeting
rooms, will every desk have a keyboard and mouse (currently there are some
offices that don’t have mouses and you are required to carry one)? Will everyone
be issued two headsets, one for their team hub and one for other workplace
locations? Will each person get an appropriate locker at their team hub?

There are not enough desks now for staff in the office where | work from and they
are not properly resources. | need to bring my own mouse because the one on the
desk disappeared and after over 12 months of asking was only replaced last
week. This has been an ongoing issue at the majority of the so called “Plug & Play”
office desks.

Is there enough space for staff to return? Neighborhoods needs to be addressed
as teams often cannot sit together - defeating the purpose of comingin. Also
meeting room availability is another issue as you can't book rooms when you
need them.

Not enough desks space in our workplaces and meeting rooms. Open plan offices
are too noisy to concentrate

I would have thought the lack of suitable accommodation was very obvious to
management; so why are they burying their heads in the sand. Are we being set up
to fail? Is there another agenda.

The Wollongong office cannot accommodate the number of staff for 5 day
presence.

The battery hen style of accommodation is not conducive to my and my teams
work which is individual not team work. There are not enough meeting rooms or
quiet rooms for online meetings and phone calls. Productivity will plummet



There are not enough desks for all workers to fit in the office. It would be great if
we all had designated desks with our teams... none of us like hot desking! Having
our own desks give us a sense of belonging in the office, at the moment the office
culture is depressing! If we are to return significant investment must be made to
improving the workplace atmosphere. Its currently cold and dead, no morning
teas, no celebrations. Depressing and impacts workers wellbeing. You improve
this and more people will be happy to return to the office

Not all desks have equipment required to plug in and start work - cleanliness of
the desks

There is not enough desks to accommodate all staff. This policy was rammed
through without any thought.

I would be happy enough to go back into the office if | had a facility to attend.
There is no appropriate office for us to attend between Newcastle and Grafton. |
currently travel to South West Rocks to the maritime office however it needs a
complete refit to be able to accommodate me as | have to work out of a meeting
room and bring my own screen when | work from that office.lt would be great to
see a regional office in either Kempsey or Macksville to accommodate the
regional staff members who cannot fit in Port Macquarie of Coffs Harbour and it
would also assist in boosting the smaller economies

There are not enough desks for everyone, the technology does not work half the
time and all of the desks available for booking are blocked out. It's all well and
good for executives on huge salaries who probably have very minimal commutes
to be making these calls but this affects people who live in the regions and in
greater western Sydney the most.

Currently, my home base is very busy and it is difficult to secure a desk and
meeting rooms are limited. What will be the arrangements to ensure we can get a
desk and meeting rooms to collaborate as a team when needed? Additionally the
ergonomics and technology of meeting rooms and desks are poor. At some
offices, there are no IT yellow shirts (Parramatta and Pitt St Sydney, Grafton etc)
for IT support for meeting rooms and desks which impacts productivity.

Office space is limited at the moment even with not everyone based at a specific
office working there. Please provide the data and information on how many desks
are at each location, how many employees are allocated to that location i.e. it's
their Transport home base and provide the gap. Please also provide information
on how many employees are not allocated an office, i.e. WFH is their home base.
Logistically, I’'m sure you are already aware that there are not enough desks at
approved hubs and I’ve heard whispers from high level executives at other
departments to ask their staff to stay at home. If someone cannot book a desk,
this is on you not the employee.



e TfNSW will need to audit the space available at each Approved Transport
Workplace to ensure that all workers can be accommodated each day, especially
at Team Hub locations

e What happens if you are not able to book a desk at your Team Hub for those 5
days that you’re supposed to attend that location — do you arrange with the
manager to work at another Approved Transport Workplace that has space?

e Our branch attempted an office day we realised that our staff numbers exceed
the available space (including nearby hot desks) this resulted in myself and a co
worker having to work from the kitchen. If staff are expected to at a min attend the
office 50%, how will we be as productive when there are not enough appropriate
meeting rooms( small and large) and the open office design is not suited to
multiple people attending teams meetings within the open space environment.

Undertaking Organisational Redesign at the same time as major changes to Workplace
Presence

TFNSW are currently undertaking a number of “topline” redesigns across the majority of
divisions within TFNSW. This major change will inevitably result in reporting line changes for
all staff, as well as potential hub location changes. In addition, staff have been informed
that further organisational redesign for non “topline” staff is also on the agenda, with staff
being originally informed that consultation would begin around these changes in February or
March 2025. Introducing major changes to workplace flexibility and where staff conduct
their work, at the same time as considering organizational redesign exacerbates the adverse
effect of both of those changes. As organisational redesign is likely to resultin reporting line
changes, hub changes as well as potential job redesign, this process should be completed
before staff are required to enter into written flexibility arrangements that can be reviewed
and revoked at any time by any manager.

5. Response Required - TINSW should confirm that organisational redesign will be
completed before any changes to workplace flexibility are implemented. The
workplace flexibility status quo should remain until organisational redesign is
complete.

We provide a sample of feedback below from our members in relation to this issue.

e This proposal should not be considered until the reform (organisation redesign) has
been completed. Having two potential threats to job security is causing unnecessary
stress and psychological harm to the myself and | would say the majority of Staff but
in particular to regional staff where jobs are not as abundant as those in metropolitan
areas.

e | would urge the organisation to consider holding off on the implementation phase of
workplace presence changes until after the operation model is finalised. The
restructure is likely to mean many changes in teams, and reporting structures for



many of us, and with hybrid agreements required to be reviewed every 12 months, it
feels an unnecessary stressor to place on employees at this time given itis already a
time of uncertainty and change.

It seems unreasonable when we are still going through a restructure.

The timing could not be worse. There is already a great deal of uncertainly around job
security during (another) restructure. Morale is low and there is no substance to
showing how this aligns to TFNSW values.

Need to wait until the restructure details are finalised as we do not know where our
Home Hubs will even be located. Currently WCIU are based at Elizabeth St but, as
indicated they expect us to merge with Professional Standards who have three
various Home Hubs from Macquarie Park to Pitt Street and Elizabeth Street.

Why implement this before the org design when locations could change? What's the
reasoning?

Our structure hasn’t been finalised yet, so | don’t know where my team will sit — either
in terms of the TINSW structure or the work location (Hub). Equip still shows that |
am part of my former team - I’ve assumed this won’t get updated until the restructure
is completed, and the new team is formalized, but | don’t know what that restructure
outcome is likely to be.

We are going through a restructure that has been dragging on for at least a year now.
People are already under a lot of stress and do not even know if they what teams they
will be in or what their home hub will be. | suggest waiting until the restructure is
finalised to implement any changes to hybrid working.

Can the operationally implementation effective date vary between Divisions and
Branches after the proposed P&C policy implementation date in Sept 20257 | think
that the final implementation date to be operational in a Division and Branch should
be following the HR policy implementation date and with mutual agreement by
Executive Director for the division. To implement an operational change to ways of
working without detailed design roles confirmed, may provide unnecessary rework if
roles change, my reporting line to my Manager changes and the Team Hub locations.
It would be done potentially twice and be disruptive to personal circumstances,
when it could be done once after roles, manager and Team Hub locations are
confirmed at stand up of detailed design not just at topline detailed design stand up.

Impact on women

Unpaid care work is a key reason employees cannot participate in traditional work

structures, such as fulltime work. Women are more likely to shoulder these responsibilities

and are more likely to utilise part-time work, parental leave, and other flexible working

patterns such as working from home. When workplaces do not offer flexibility, this can be a

barrier to women’s workforce participation. Any policy that reduces workplace flexibility

affects workforce participation for women.
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6. Response Required - Given TINSW is an employer of choice, how does TINSW

propose to mitigate the adverse effect on this major change on women?

We provide a sample of feedback below from our members in relation to this issue.

Itis an annual renewal process, which could easily be disapproved in future years
(if itis ever approved in the first instance). There is no mention of how farin
advance of the agreement end date you can apply, which would make life very
hard if the requestis rejected and | need to find a new job. Being able to work
flexibly allows me to support my wife's return to work (post-maternity leave) in a
very meaningful way. She works 12 hour shifts, which means she is unable to
attend to our kids needs on the days she is rostered. If | were forced into the office
it would mean she would have to reduce her workload because we cannot afford
childcare. This would not only affect her career, it would have a detrimental affect
on the public healthcare system, which is currently under staffed and under
stress in the post-Covid era. | simply cannot understand why | would be required
to attend an approved office that nobody | work with attends (noting that | live
further than 90mins from my home/team office) just for the sake of meeting a
mandate. Considering TFTNSW is an organisation that loves to tout itself as a
champion for women's rights, this is an incredible backwards step that
disproportionately affects women the most (and there is data to prove this! Unlike
the unsubstantiated claims of working face to face that the executives love to
mention when insisting the return to the office is for the greater good).

While the policy mentions caring responsibilities, chronic illnesses, injuries, and
disabilities, it fails to recognise pregnancy as a legitimate reason why an
employee may be unable to principally attend a Transport workplace. This
omission reinforces the policy’s disproportionate impact on women and leaves
any flexibility requests entirely at the discretion of individual managers, creating
the risk of inconsistent and inequitable outcomes.

If TENSW is serious about closing the gender pay gap then | strongly urge the
organisation not to take away the WFH option for its employees. Many women
who have carer responsibilities have had more career advancement opportunities
open up to them because of more jobs being offered with flexible working
conditions such as WFH. If you take away that flexibility you’re driving another nail
in the coffin of the gender pay divide.

Disproportionately impacts women and those that do not live in central urban
areas

It's blatantly discriminatory. How is it even being considered. | used to really love
my job but the last 12 - 18 months have made me loathe working in the public
sector and that's truly heartbreaking.



e The Premiers attempt to appease high rise big city building owners and property
developers is a clear abandonment of best practice and work needs of public
servants and totally without consideration of the impacts to all staff in a cost of
living crisis in general and to the needs of working women and families in
particular.

e Beingforced into the office is a set back in our modern workplace. It affects
women in the workforce trying to have a career and be mothers. It doesn’t feel to
support working mothers at all. Makes me feel like I’'m a number needing to tick a
box.

e This does not support the return of mothers (who are often the primary care giver)
into the workforce. Women often have to do drop off / pick up, then travel to the
work location and then get back in time. | lose up to 3 hours per day.

e Carer responsibilities most often falls on the female employees, once again this
is discriminating against women.

e Forme, as a regionally-based woman with young children, this policy forces me to
make difficult decisions: Drop my kids at school OR be on time for work? Take
them to after-school activities OR finish my tasks? Pay for public transport or
parking AND pay for after-school care. And this is before considering the added
cost and time of travelling to Sydney, four hours away, for half the days I’'m
required to be in the office. Is my partner expected to make the same choices to
enable this? And all of this, only if I’'m fortunate enough to renegotiate a hybrid
working agreement each year.

e Discriminates against women/families. As a father supporting a partner who
works shiftwork as a registered nurse, | would spend less time with my children.
My partner would be unable to take afternoon or overnight shifts, reducing our
family cohesion and income.

Impact on regional staff, their communities and their economies

A reduction in remote working will inevitably lead to poorer outcome for staff living in the
regions, as well as their communities, and their local economies. TFNSW currently has a
number of staff who live in a Regional Community, but are performing a job which isw
“assigned” to Sydney. They are able to live in their Regional community, and take advantage
of career opportunities, because of the flexibility currently afforded to work virtually
depending on the needs of the role, not arbitrary limits on when they need to attend an
office. If the workplace presence piece goes ahead as currently planned, Regional
employees will miss out on opportunities not only for employment in the first place, but for
career development opportunities. Roles will be advertised as needing to attend the team
hub even though the work was previously completed regionally/at home, leading to less
opportunity for regional employees of this state. The lack of employment
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opportunities/career development will significantly affect regional communities and their

economies, as more roles get taken up by Sydney based employees.

7.

Response Required - Considering TINSW is a state based employer, not a Syndey
based employer, how does TEINSW plan to mitigate the adverse effect of this change
for Regional Employees?

Response Required - Can TFNSW confirm that job advertisements/EOI’s will
specifically state that roles assigned to a “Metro” hub can be undertaken remotely,
and confirm that TINSW will not advantage Sydney based staff over Regionally based
staff purely on their ability to attend an office?

We provide a sample of feedback below from our members in relation to this issue.

My team is largely 'based' in Sydney, but our work is exclusively public transport
planning in Regional NSW. It makes no sense to make me travel to Sydney to meet
people who ought to actually be travelling to Regional NSW to get a better
understanding of our work.

| hope TINSW looks after their regional people. We are a state based agency. More to
NSW than Newcastle, Sydney and Wollongong!!

This policy goes against government policy of promoting regional economies and will
force people to either quit their jobs or move back from regional to sydney, which will
have massive impact on house prices, congestion and associated disadvantages.
Forcing us to come back to the office, when we represent a state - not a city - is post
code and gender bias. Many regional people in NSW will miss out on employment
opportunities and growth and the public sector will suffer from the lack of diversity.
The executive of statewide agencies should be required to work a percentage of their
time within regional offices e.g. if regional is 20% of the funding, then 20% of their
time should be spent in regional offices. This may help to break the Sydney bubble
that is clearly driving this work from the office directive at the expense of a statewide
focus.

It’s awful and Sydney centric. | was hired as a hybrid worker and this fundamentally
changes the way | live and work.

In my current EOI position | am working with a team based in Burwood Sydney, but |
live Regionally. | work 2 days in the office (required to access Drives). However, If | am
required to attend my Hub (Burwood) it would be a 6hr drive (or $500.00 flight each
way) and $300 plus per night accommodation. This is not viable for any regional staff,
and | can see this is being used to MOVE positions to Sydney and regional staff are
going to be disadvantaged (career progression wise) and even discriminated against
as they will not be able to meet the criteria of the advertised EOI or position of
“working from team hub 5 days a month”. Regional staff will lose all opportunities to
progress their careers by bringing this proposal into being.



e |donotthinkitis fair on families - child care is very hard to find in rural locations as
well as being very expensive. Having to negotiate every 12 months is a bit much
especially if your situation will not change for more than 12 months.

e |think that the blanket policy does not recognise the vast differences between
metropolitan and regional locations, and fails to adequately justify the decision to
require office attendance.

e Forpeople livingin regional NSW a 90 minute commute on high speed country roads
(with varying elements such as ice, fog, animals etc) is a very different scenario than
sitting on a train and bus or in lower speed traffic for 90 minutes. What provisions can
be adapted here to ensure we are leading the way in relation to Road Safety in the
workplace?

e This againis a City centric model based on the entitled assuming everyone can just
do it not really taking in the reality of the drive and locations when really not all roles
require an office when the team live and work all over the state.

e |don'tfeelthis policy has been considered for regional audiences and how it will
impact staff lives. A perfect example is allowing 3 hrs of commuting in a regional area
that will be by car as public transport is not an option, yet we advocate for fatigue
management.

e This policy effectively puts all regional staff who have a 'team hub' locationon a
rolling 12 month contract.

e Please strive to get the Executive to understand that they have regional staff and
regional teams who have members living in all areas of NSW. There is no perceivable
benefit in making staff go to an office in which most of the staff are not even in the
same division so there is no opportunity for team discussions or the "osmosis" that
apparently happens. This is because you are sitting with complete strangers who
have zero interest in your work. In these offices there is about as much friendliness
and cohesion as shoppingin Coles.

e Favours Sydney-based workers. As a regional worker, | cannot regularly travel to
Sydney, limiting my ability to apply for roles and collaborate with my team. Despite
this, | currently work effectively with team members across the State.

e | am more efficient in completing my work at home. My team is based all over NSW so
we couldn't collaborate in person anyway. | also work with stakeholders all over the
state, via online meetings, which would leave minimal time to collaborate with
people face to face anyway. Working from home also allows me to support the small
businesses in my rural area, rather than just in the city where the office is located.

Team Hub locations

Team Hubs currently assigned to staff lack a genuine connection to where the work is being
performed. Whilstitis included in the documentation that during the “transition” phase
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there will be some team reshuffles and relocations, with additional consultation, TFINSW

should commit to a process where every team hub is reviewed with consideration of the

circumstances pertaining to that individual. The current information in relation an
“individual Hybrid agreement” states that reasons for application may include “living more

than 90 minutes commute (each way) from the nearest approved Transport Workplace™.
This should be changed to 90 minutes commute from your Team Hub.

9. Response Required- That TINSW provide further detail around the plan to review the

currently assigned “Team Hubs” for their staff and how they plan to consult further
around any changes.

10. Response Required — That the consideration for an Individual Hybrid Agreement be

amended from 90 minutes commute from the nearest approved Transport Workplace
to 90 minutes commute from your assigned Team Hub

We provide a sample of feedback below from our members in relation to this issue.

I am particularly angry about one of the requirements for individual hybrid agreement
being more than ninety minutes from nearest office - rather than your hub. It's
deliberately disingenuous as you can see from my personal situation. I'm also
appalled that Blue Mountains is classified as a metropolitan LGA given the appalling
state of services on our train line - which is an intercity line not a metropolitan one
Before Covid 19, | would leave home at 4:15 am and arrive home a 7pm. My health
and well-being was at an all time low. The advancement and investmentin WfH
technology should not be wasted. Since Covid, my hub moved from Milson's Point to
Macquarie Park without any consultation on the travel time impacts. How is this fair
or legal?

This is already having wider implications because | just heard today via Manager that
all travel to Sydney may be at my own expense, which is usually covered as
project/business related. Definitely need to ask if people have option to change their
home office/teamhub/contracted position based on with the new changes.

There needs to be sufficient Team Hubs with dedicated work spaces for teams with
desk booking to build a sense of work place rather than a sense of constant change in
the mandatory 50% working from a team hub. There needs to be flexibility for the
working arrangement in the remainder of the 50% in a Standard Hybrid Agreement. -
for an employee to able to chose either from working from home or any transport
approved workplace. There are not sufficient transport approved work places in the
west. The team hub is decided is role specific - however in the middle of re-structure
this could change for many causing more change just about time when one would
settle in.

It would be useful if the arrangements for working from other locations were clarified.
For example, my team hub is in Burwood, but | live at XXX on the Central Coast,



which is more than 90 minutes commute each way from Burwood. However, I'm not
eligible for an individual hybrid agreement because the Tuggerah office is only 20
minutes away from XXX. There's capacity for around 40 persons at Tuggerah. If
Tuggerah is fully booked, am | required to travel to Burwood, or can | work from home
if 'm unable to book a desk at Tuggerah?

Being a regional worker with my team hub 2.5 hours away in Sydney, | don't see the
pointin going to my nearest office to not engage with anyone to still sitin meetings
with colleagues in another office.

I'll restate - my team does work (public transport planning) exclusively in Regional
NSW but our team hub is Sydney. | would like to see relocation of the Team Hub to
Regional NSW seriously on the table. Itis alighed with the work we do and the
outcomes we are seeking.

The 90 minute commute criterion for qualifying for the individual hybrid arrangement
should apply to the Team Hub instead of to the nearest Transport workplace. Defining
this on nearest workplace would mean that staff living more than 90 minutes from
their Team Hub would then be required to follow the standard arrangement which
then requires them to attend the Team Hub a minimum of 5 days per month. This
could have unintended impacts for any rural staff where their Team Hub is in Sydney.
The assigned headquarters as detailed in my employment contract no longer exists,
so my team book our desks for every office location we attend, meaning we don’t
have a specific Team Hub, as we don’t have an allocated desk at any Approved
Transport Workplace

The team hub location is not listed anywhere written for me or my team. How will this
be formally recorded and notified to employees currently and if it changes e.g. List of
Team Hubs on the Intranet for Division and Branches, email to employees? Otherwise
until confirmed, can an employee refuse and only work from the site stated their
letter of offer i.e. Milsons Point instead of the Team Hub at Macquarie Park if not
clarified in writing clearly to confirm the exact Team Hub location?

Concerns around compliance

While page 7 of the FAQ provided states that “Workplace attendance data is gathered

through a range of workplace systems and tools, including security access systems, visitor

management tools and Serraview Live” there is a lack of clarity as to how the systems will

specifically be used to track attendance, and how this will be checked by individual

managers each month. Members are concerned that they may face disciplinary action if

they do not meet the attendance requirements, possibly for reasons beyond their control,

such as the lack of a bookable desk. Furthermore, there are concerns that if a staff member

attends an approved transport workplace, and they are unable to conduct work from a

suitable desk or location, and are required to return home, they will not have that day

16



counted as a “workplace attendance” day. There are also questions around what
constitutes a day in the office for the purposes of compliance.

Further information is required regarding compliance concerns.

11.

12.

13.

14.

Response Required - If there is a lack of suitable workspaces in an approved
transport workplace that a staff member is attempting to conduct their work from,
will that be recorded and taken into account when it comes to compliance?
Response Required - Will TFNSW be using data collected under the Transport
Workplace Surveillance Policy to discipline their staff when it comes to compliance?
If so has TINSW considered the systems in place in each and every approved
transport workplace to ensure that this data gives an accurate representation of a
staff members attendance?

Response Required - How many hours do staff need to attend in the office to
constitute a day of “attendance”?

Response Required - Can TFINSW confirm that the requirement to work 5 set days
per month at ateam hub, and a remaining 5 days (minimum) per month at either the
team hub or an approved Transport workplace, will meet the requirement to work
“principally from an approved Transport Workplace” regardless of the number of
work days in a calendar month, or will the “remaining in person days” increase in line
with the number of work days in a calendar month?

We provide a sample of feedback below from our members in relation to this issue.

How is this going to be monitored? Will staff be micromanaged with Genysis phone
system & WEM and monitored by managers in that you must record every time you go
to the toilet or leave your seat. This is micromanaging staff and possibly; using this
and when people enter buildings etc, a breach of a person’s privacy rights.

Not sure how this will be monitored and what (if any) action will be taken for those
that don't adhere to their agreement.

How will compliance with the policy be monitored. ie surveillance via ID card sign in
at offices?

How is attendance going to be monitored? What are the processes if not be trying or
needing to be in the office? What resources are you providing to managers to support
them to make it fair and reasonable for employees especially if their manager
changes? I'm concerned this could be used as another way managers can bully and
use favouritism towards targeted employees.

If I choose to work the Standard Hybrid or Individual Agreement, what will be the
process to ensure | am attending the workplace? e.g. could | add location in Flextime
or manager decides this such as updating the Team Commitment Tool document
available on the intranet or Excel document kept locally.



Impact on Cost of Living, Efficiency, Work/life balance and wellbeing

The increase in commuting to an office, in many cases simply to tick a box that staff have
attended an office but have simply interacted with team members remotely anyway as they
are dispersed across the state, leads to an invariable increase in cost of living for TINSW
staff. This cost of living increase comes with no tangible benefit to efficiency for TFTNSW, and
a huge impact on TFNSW staff work life balance.

15. Response Required — Given TFINSW is forcing their staff to increase their workplace
presence, will TFNSW commit to providing OPAL cards for all TFNSW staff, in line with
promises previously made to their workforce?

We provide a sample of feedback below from our members in relation to this issue.

e |request Transport for NSW provide each employee a travel pass to cover the cost
to commute to the office. Such a travel pass was available to me when | worked at
RailCorp and | am aware that some employees at Transport for NSW are entitled
to a free travel pass.

e The return to the office is acceptable as long as it doesn't have a financial impact
on employees. An Opal card will mitigate this impact.

e Rising cost of living, additional cost for transportation, traffic, childcare and waste
of time commuting to and from work.

e My main concerns with the proposed policy are its impact on flexibility, work-life
balance, and overall productivity. With team members spread across different
locations in NSW, requiring default office attendance defeats the purpose of
collaboration, as much of our teamwork with teammates interstate still occurs
virtually even when attending an office. Hybrid work has significantly improved
my work-life balance, mental health, and overall well-being, which directly
translates to the quality of work | can deliver. For employees like me with young
families, the flexibility to work remotely allows me to invest the 13+ hours a week |
would have spent commuting into family responsibilities. This not only enhances
my ability to manage personal and professional commitments but also reduces
reliance on costly after-school care and alternative arrangements to drop off and
pick up children from school. The rising cost of living makes flexibility even more
crucial, helping employees manage expenses while maintaining high productivity.
A strict default office attendance policy would negatively impact multiple aspects
of life without clear benefits, making it harder to sustain the engagement and
efficiency that hybrid work has enabled.

e The ability to work from home is vital to my own wellbeing, as well as my ability to
look after my disabled wife and care for my child.
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Our office is hotin a CBD location so the government's argument about reviving
Sydney's city centre does not apply.

| realise that we worked from the office full time for decades previously, but life
has changed and while going back to the office full time would be manageable, it
would impact my family life and being able to spend time with my children getting
them to sports after school, and connecting with them in the afternoons.

I'm happy to spend time in the office, | actually enjoy it more than working from
home. But working from home allows me to balance things with my family, my
kid's schooling, my wife's work, and general day to day balance.

WFH means that the three hours daily commute can be spent on doing more work
when required and being able to manage domestic responsibilities, medical
appointment

Productivity Impact: The policy does not consider the potential decrease in
productivity caused by unnecessary commuting, which could lead to
inefficiencies and reduced work output.

Work-Life Balance: Forcing employees back to the office without clear
justification disrupts work-life balance, adding unnecessary stress and logistical
challenges.

Cost to Employees: Increased commuting costs (fuel, public transport, parking)
place a financial burden on employees without providing any corresponding
benefit.

Environmental Impact: Mandating office attendance increases carbon emissions
due to additional commuting, contradicting sustainability goals.

Retention and Recruitment Issues: A rigid return-to-office mandate may push
skilled employees to seek more flexible work arrangements elsewhere, affecting
talent retention and recruitment in the public sector.

Technology Investment Wasted: The NSW Government has already invested
heavily in remote work technology. This policy disregards those investments and
undermines the progress made in digital transformation.

After proving for a period of 5 years that working from home and successfully
completing a day's work is possible, | feelitis ridiculous that the government and
transport are going to force people back into the office. In my individual
circumstances, | have been able to balance caring for my son and doing my job
(probably getting more done than in the office). The prospect of going back to the
office is causing a lot of anxiety, not just for myself but for many | have spoken
with. | will be seeking an individual arrangement with Transport for these reasons.
Itis the opposite of flexibility and will negatively impact transport employees with
reduced productivity and decreased work life balance

Not only is there lost productivity due to travel distractions, etc. but there is lost
productivity due to set up and pack down each day in the office. It takes about 15-



20mins from when | get into the office to get a lift, drop my bag and computer at
my desk, unpack my locker and set up my desk with the items, wipe down my
desk (and find the wipes to do that), set up my desk and chair height, set up
computer screens, etc). Then | do it again at the end of the day. On a standard
hybrid agreement that is two and a half hours (30min x 10days) of tax payer
money spend each month that could be better utilised.

TFNSW has forgotten the employees who kept them floating during the covid
years. The employees had actually raised their game and increased their
efficiency and showed that they are able to work from home. This edict has set
the organisation back to pre-historic times.

This is a material worsening of working conditions and a reduction in quality of life
at a time where the quality of life in Australia is already declining due to insane
housing costs, inflation across the board, and declining access to public services
(like now having to pay to see a GP).

The world has evolved, and so have the ways we work. Technology has enabled
seamless collaboration across distances, making physical presence in an office
less critical for productivity. Embracing change means recognizing that flexibility
fosters a healthier, more engaged, and more efficient workforce. As industries
adapt to modern work practices, we should focus on outcomes rather than
outdated measures of productivity tied to physical attendance. By embracing this
shift, we can create a workplace that is not only future-ready but also supportive
of employees’ well-being and success.

This policy is a huge hit for moral and desire to do good work. We have been
producing significantly more, and higher quality work with the current hybrid ways
of working. | was able to conceive and roll out a significant project that required
large amounts of creativity. This would simply not happen in an office
environment where there isn't stillness to think.

Who kept the government running during covid? It was the staff who built the IT to
enable staff to wfh. Then it was the staff who modified their work plan to keep the
government running. Question - what would have happened if covid hit 10-20
years earlier?? The government would have either had to sack all government
staff as staff could not go to work. The fact is it was the government workers who
got the government staff back to work - not the minister, ED's. The staff should be
acknowledged that they represent the population and that overall the workers do
the right thing as they know both parties win with wfh arrangement. The
government need to get over this discriminatory ideology that working from an
office improves performance. The fact is many manager's have self interest only,
do not performance manage their staff and overall the staff just manage
themselves. Reward and acknowledge the staff and fix the underperforming
managers will weed out the staff not doing the right thing instead of targeting
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those that are doing the right thing because they genuinely care about what they
do.

They made us work from home due to COVID. | have now a family that relies on
my flexibility after years of working from home. I think if it doesn’t affect your day
to day operations then you should be able to work from home. They have not
taking any positives from working from home and expect everyone just to change
there lives and routine because the premier states it’ll boost SYNDEY CBD
economy, absolutely no thought of the whole region and the financial and stress
problems it’ll bring to people.

The workplace attendance policy should account for employees whose roles are
fully remote by nature and who have care giving responsibilities that require
flexibility. Home-schooled children have different needs from those in traditional
schooling, requiring one parent to handle transportation and logistics for external
activities while the other provides education. My wife is the primary educator for
our children, but she cannot manage their daily activities alone. | support her by
handling drop-offs and pick-ups, ensuring our children receive essential
educational and social experiences. Commuting would take away 1.5 hours from
my workday and cost $60 per week, reducing productivity and creating financial
strain. Additionally, working from home is crucial for my well-being. The guide
should ensure that employees have a clear path to secure full-time remote work
without unnecessary hurdles.

We have proven how effective working from home is. | get more done at home and
work longer hours than | would do in the office.

Loss of productivity will definitely result from this direction. Laptop remains in
laptop bag after finishing work from the office and is not opened until the next
morning.

This whole return to the office process seems to be a poorly thought-out response
to a city issue, with little benefits and a lot of pain to all Government employees
who may already be doing it tough in the current economic climate. As |
understand it, the Premier considered businesses in the CBD to be at risk
because of lack of customers. This is not going to make that better. Where is his
consideration of the hardships his own staff may be going through financially and
the fact that working from home may have eased that burden through no travel
to/from the office costs, etc.

The CEO of RMS once said about the roll out of flexible working (prior to Covid)
that you shouldn't manage 95% of your staff in a way just because 5% of your staff
aren't performing. You should set up policies that benefit the 95% and better
manage the 5%. This policy is the wrong way around. Also, it was clear from the
Property Council circular that they had lobbied the Premier to have govt



employees return to the office so they could achieve a return on investment for
office space in the City, itis just about big business making more money.

e The policyis a net loss in terms of productivity, finances, and wellbeing. lam at a
financial loss, | lose hours in a week, and the people | work with aren't even in the
office that I'm required to go to. What's the point?

As there are a number of issues identified with the policy changes as provided, the PSA
requests a meeting with TINSW to discuss the concerns of our members. Please contact
Nathan Bradshaw PSA Industrial Manager on telephone 1800 772 679 or by emalil
nbradshaw@psa.asn.au in relation to this matter.

Yours sincerelv,

N Rle—

Nathan Bradshaw
for Stewart Little
GENERAL SECRETARY
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Appendix A PSA Survey results
Workplace Presence Policy Feedback — 413 responses

Based on the proposed policies, what working
arrangement will you be seeking?
60.00% 54.63%
50.00%
42.44%
40.00%
30.00%
20.00%
10.00% 2.93%
0.00% | [———— : :

Default Workplace Attendance -  Standard Hybrid Agreement Individual Hybrid Agreement

Where an employee works at an

approved Transport Workplace

100% of the time, with ad hoc
requests to work virtually
Will the policy as currently proposed make you
reconsider your employment with TINSW?

40.00% 37.47%
35.00%
30.00% 26.76%

25.00% -

20.00% -

15.09%
15.00% -

10.00% -
5.00% -

0.00% -

Yes - | will actively look Yes - | will actively look No - The proposed policy If the above responses
for other jobs as the  for other jobs as i do not allows for a mixture that dont cover your answer,
current policy does not  wish to negotiate my works for me please insert comment
allow the flexibility i arrangements every 12 here
require months
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Working from Home survey - 1016 responses

On a scale of 1-5, how important to you is
the ability to work from home?

5 4.761548065
4.5

4
3.5

3
2.5

2
1.5

1
0.5

0

(no label)
What are your preferred days to Work from
Home?
90.00% 83.91% 85.40%
80.00%
70.00% 64-11% 6349% 65.10%
60.00%
50.00%
40.00%
30.00%
20.00%
10.00% 173%
0.00% . . . . ———
Monday Tuesday Wednesday Thursday Friday | prefer not to

work from
home




Did you apply for your position with TINSW
based on the ability to work from home?

50.00%
[

45.00% - 80% 43.44%
40.00% -
35.00% -
30.00% -
25.00% -
20.00% -
15.00% - 11.76%
10.00% -~

5.00% -

0.00% - .

Yes - i received a verbal Yes - i received written
confirmation confirmation
Do you have a written Flexible Working
Agreement in place?
80.00%
71.48%

70.00%
60.00%
50.00%
40.00%
30.00% 28.52%

. (]
20.00% -
10.00% -~

0.00% -




Do you live in a Regional location?

80.00%
70.37%
70.00%
60.00%
50.00%
40.00%
29.63%
30.00% -
20.00% -
10.00% -
0.00% - T
Yes No
If you were directed to work from the office,
what would the impact be on you?
0, 84.26%
90.00% 79.46%
80.00% - 72.32%
69.37% o
70.00% - 64.70% 62.129  05:44%
60.00% -
50.00% -
0,
40.00% - 31.57/7%
30.00% -
20.00% -
10.00% -
0.00% T T T T T T T T T T
Financial - Financial - Financial - Wellbeing - Wellbeing - Efficiency - Efficiency - Efficiency - Staff Other
Travel Costs  Before Food and mental reduced More Less Potentially Turnover-1  (please
School and incidental health work life  distractions flexibility to more leave would specify)
After School costs balance  leadingto doworkout taken actively
costs less work  of regular apply for
being done hours other jobs
with more
flexibility
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