
    

FORECAST THE IMPACT OF THE EQUAL REMUNERATION ORDER ON SALARY COSTS FOR  
12 WA COMMUNITY EMPLOYERS (JULY 2016 TO JUNE 2021) 

AUGUST 2016 

ERO CASE STUDY 



 

© CEWA, WACOSS and SalaryOne        Page 2 of 5 
 

CEWA and WACOSS Equal Remuneration Order Case Study 2016 

Equal Remuneration Order 
 
 
  

In June 2012, the Fair Work Commission passed an Equal 
Remuneration Order (ERO) to gradually increase wages for the 
Social, Community, Home Care and Disability Services Award 
over an eight-year period from December 2012 to December 
2020.  
 
Pay rates in the Award are adjusted twice a year; 

 On 1 July following the Fair Work Annual Wage Review 

 On 1 December using a formula linked to the final ERO 
rates shown in the table opposite. 

 
In December 2020, the full increase will apply. That is, from 23% 
above the underlying Award rate for Level 2, up to 45% above 
the underlying Award rate for Level 8. The chart shows the 
increasing gap between the underlying Award rate for Level 5 
(increasing from a base of 100 in 2012 to 122 in 2020) and the 
ERO rate (increasing from a base of 104 in 2012 to 167 in 2020) 
 
Prior to the announcement of the ERO, the WA Government 
increased funding to the community sector by 15% in July 2011 
and 10% in July 2013 for eligible contracts. The additional 
funding provided to the WA community sector helped to meet 
some of the increasing costs of service provision, among which 
were the ERO pay obligations for the period from 2012 to 2016. 
 
The purpose of this study was to forecast labour costs, for the 
period July 2016 to June 2021, for a sample of 12 WA NFP 
community services sector employers.  

 

Level Above Award

2 23%

3 26%

4 32%

5 37%

6 40%

7 42%

8 45%
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         Survey Methodology 
 

  The study was commissioned by Community Employers WA and the WA Council of Social Service and was conducted 
by  Julian Keys, SalaryOne in August 2016. 
 
The study covered employees subject to the SCHCDS Award and did not include employees covered by other Awards.  
For example: child care, employment services, nursing, residential aged care and staff paid above Award Level 8 are 
excluded. It is important to note that given these exclusions, the total salary cost increases for many service providers will 
be significantly above the numbers detailed in this report. 
 
The sample size comprised 1,800 employees in 12 NFP organisations with around $150M combined revenue in 2015/16. 
Those sampled included service providers in disability, homelessness, mental health, corrections, child support services, 
drug and alcohol, family services and advocacy. 
 
The calculations include base salary and superannuation. Additional payroll costs for shift work penalty rates and 
allowances were excluded.  
 
The calculations use July 2016 staffing levels (FTE) and July 2014 pay rates. The reason for using fixed current staffing 
levels is to allow a ‘like for like’ comparison over the study period. The reason for using July 2014 pay rates is to record 
the ERO impact for the current financial year. 
 
There was variability between organisations in the definition of full time hours (37.5 or 38 per week), payroll weeks per 
year (52 or 52.1667) and employer salary scales. Where an organisation had additional salary increments (compared to 
the Award), they were reduced in line with maximum Award salary increments. 
 
Organisations were allocated a code (letters A to L) for privacy reasons. 



 

© CEWA, WACOSS and SalaryOne        Page 4 of 5 
 

CEWA and WACOSS Equal Remuneration Order Case Study 2016 

Data Forecast 
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Data forecast explanation (for the table above): 
 
The table above shows the forecast salary and super costs for 
each agency to comply with the ERO for the period 1 July 2016 
to 30 June 2017. The underlying Annual Wage Review increase 
is set at 2.4%. Over the past 5 years the AWR has ranged from 
2.4% to 3.0% each year. 
 
Organisation K is forecast to have the highest percentage 
increase (32.5%) in salary and super costs over the 5-year 
period. This equates to $3.2M extra salary and super costs for 
one organisation to maintain staffing levels. 
 
Organisation A is forecast to have the lowest percentage (16.3%) 
in salary and super costs over the 5-year period. This indicates 
that A is currently paying above Award salaries and faces pay 
increases of under 3.0% for the period up to 30 June 2019. 
 
7 of the 12 organisations are facing annual salary increases of 
5.3% or more each year for the next four financial years, July 
2017 to June 2021.  
 
10 of the 12 organisations are facing total salary increases of 
20.0% or more over the 5-year period.  
 
All of the organisations in the survey indicated that they are 
either ‘extremely concerned’ or ‘very concerned’ about meeting 
future employment costs under the ERO.  
 
 
 

 

 

Total Salary Increase Total Salary Increase

2015/16 $66,635,222 $66,635,222

2016/17 $69,398,661 4.1% $67,634,750 1.5%

2017/18 $72,821,955 4.9% $68,649,272 1.5%

2018/19 $76,569,382 5.1% $69,679,011 1.5%

2019/20 $80,556,395 5.2% $70,724,196 1.5%

2020/21 $84,772,143 5.2% $71,785,059 1.5%

$18,136,921 $5,149,837

27.2% 7.7%

The final table shows the combined total salary costs for the 12 
organisations, with a comparison to a more moderate 1.5% 
annual pay increase. 
 
The 12 organisations – with combined salary costs of $66.6M for 
1,800 employees in 2015/16 – face cost increases of $18.1M 
(27.2%) over a 5-year period 1 July 2016 to 30 June 2021 to 
comply with the Equal Remuneration Order. 
 
If the same organisations paid 1.5% annual increases over the 
same 5-year period, the total increase would be $5.1M (7.7%). 
That is, a difference of around $13M, or 20%, between current 
wage rates (1.5%) and obligations under the ERO. 
 
This survey shows that the impact of the ERO is systemic and 
presents a huge challenge for all community employers.  
For example: 

 Small employer (D) – Increases of $54K to $64K per year 

 Medium employer (F) – Increases of $260K to $378K per 
year 

 Large employer (I) – Increases of $715K to $1.2M per year 


