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Common questions about 
employees on JobKeeper 

 

With Fair Work and the ATO working hand-in-hand to ensure 
available support to both businesses and employees are 
applied fairly, there’s a lot for employers to get right. Being 
an employer at the best of times can feel like an extreme 
juggling act. 

In this article, MYOB take you through some of the frequently 
asked questions they receive on a daily basis, along with the 
responses they are able to share.  
 
If you decide to stand down an employee because of a 
downturn in revenue caused by COVID and you hope to 
reengage them when things improve, do long service and 
annual leave provisions still accrue for the period they are 
stood down? Also are you liable for superannuation 
payments as well for the period they are stood down? 

Yes. Entitlements accrue as they would have prior to 
JobKeeper but Superannuation is due only on payments for 
ordinary hours worked. 

Do we have to pay super on JobKeeper? 

Not on the JobKeeper top up amounts, but yes on any 
payments for ordinary hours worked. 

 

Can an employee go on maternity leave when they are on 
Jobkeeper? 

Yes. But they can’t receive JobKeeper if they are receiving 
government paternity payments. 

Can I ask an employee to come to my home to work for me? 

Yes you can, so long as it’s a safe work environment. 

 

If a business sells while using JobKeeper, is the new business 
owner still eligible to receive JobKeeper for the employees 
who were receiving it whilst employed by the previous 
owner? 

This depends if you sell the business or the company. If you 
sell the company, yes. If you sell the business, you would 
need to get advice on your situation. 

What can I do about a casual who has been employed more 
than one year, but is now suddenly not available at any 
shifts even though they are on JobKeeper? 

Unfortunately, not a great deal from a legal point of view.  
 
Is it optional for an employer to decide whether to keep all 
staff after JobKeeper finishes? 

All organisations should be forecasting future resourcing 
requirements as early as possible based on whatever 
information they have. There is no need for this to align with 
JobKeeper dates. 

Part timers normally work three days but are only working 
two days at the moment as not much is happening. It was 
my decision to allow them the day off. When JobKeeper 
reduces in September, can I make them take that day as 
annual leave so it reduces my liabilities? 

It looks like the annual leave provisions may change post the 
first period of JobKeeper. That being the case, it doesn’t look 
like you will be able to, unless you come to an agreement 
with them to do so. 

If a staff member is paid more than JobKeeper ($1,800 per 
fortnight) and she wants to take some of her annual leave 
do I have to pay it over and above the $1,800? 

Annual leave needs to be taken for periods that would 
otherwise have been worked. As such, Annual Leave should 
be effectively traded for what otherwise would have been 
ordinary hours. 

What rules are enforcing the requirement for staff to 
continue to accrue leave at full time rates when under 
JobKeeper? Do the current circumstances give employers the 
option to negotiate our way out of this liability, as I feel that 
I won’t be able to afford to pay these after JobKeeper? 

A lot of the rules for the JobKeeper stand down directives are 
based on the existing legislation around stand downs. You 
cannot negotiate your way out of this liability. 

My staff wished to still receive their full normal fortnightly 
salary when JobKeeper commenced. The additional 
payment is coming from their annual leave allocations or 
perhaps later on their accrued long service leave until that 
runs out. I would like reassurance of how to correctly 
calculate how much leave is required to be deducted per 
fortnight to calculate the difference between gross normal 
pay and JobKeeper allowance. 
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Annual leave needs to be taken for periods that would 
otherwise have been worked. As such, annual leave should 
be effectively traded for what otherwise would have been 
ordinary hours. The number of hours of leave deducted 
should be the same as the number of hours of leave paid. 

If an employee has a second job (part time, full time or 
casual), how long do we keep paying them JobKeeper? My 
employees are still doing a few hours to tie up loose ends, 
and seem happy to be kept on the payroll, so they have the 
option to come back to their usual hours if things pick up 

You must continue to pay JobKeeper to eligible employees 
until they de-register themselves or they are no longer 
working for you. 

Can an employee refuse to work during JobKeeper? 

Casual employees can. Those who are not casual are 
expected to work their contracted hours. 

If I have changed duties or hours of an employee do I have 
to give them another contract? 

No. But we would recommend providing written notice for 
any changes (an email for example) so you can confirm the 
three days’ notice was given. 

Does an employee have the same entitlements if I reduce 
their hours? 

Their existing entitlements remain, unless they are taken by 
the employee. Accrual of entitlements remains as it was prior 
to the JobKeeper directive being given 

What is the difference between standing down an employee 
and a redundancy? 

Standing down is a short-term action that in summary 
requires the employee to work less or zero hours – but 
remains employed and continues to accrue entitlements. 

Redundancy is when a role is no longer required in a 
business. If one or more employees who are fulfilling roles 
that are no longer required cannot be placed elsewhere in 
the business, they may be terminated due to their role being 
made redundant. 

I don’t qualify for Jobkkeeper, but I can’t afford to keep 
some of my employees? Can I just move someone out of my 
business (as I am not actually firing them?) 

The closest thing you could do to this is to agree with the 
employee that they will take leave without pay. 

I have moved one of my employees in to a temporary new 
role during COVID-19 and he is now proving not to be able 
to do some of the tasks that I need him to do. Should I make 
him redundant, or stand him down? 

First off, you don’t make someone redundant, you make a 
role redundant. 

In some cases, where the person who was completing that 
role cannot be engaged elsewhere in the organisation (or an 
associated organisation) they may be terminated due to their 
role being made redundant. 

I want to terminate an employee because she is working 
from home and I feel that she is not doing all the tasks that 
she should be. What is the process? 

Why do you want to dismiss her rather than find out why she 
is not completing the tasks instead? 

Rather than jumping straight to termination, (which is a 
complex process), if an employee is not performing, you need 
to go through a performance improvement process to give 
them a chance to increase their performance. 

If you go through the process correctly, by offering them 
training and guidance throughout, they may be able to 
improve and perform their duties accordingly. However, after 
this process, if they did not improve you may be in a position 
to terminate due to under performance. 

I have two people doing the same role and I no longer have 
the work to keep both of them. Which one do I make 
redundant? 

You will need to go through a relevant, fair, and non-
discriminatory process. 

Do I have to tell someone that if there are changes in my 
business that may impact them now or within the next few 
months? 

You are not obliged to give a certain amount of notice, but in 
times like these we would recommend you communicate as 
often as possible. Generally, the more notice you can give of 
any changes to come, the better. 

My employees are all employed under an Enterprise 
Agreement. Am I still able to make them redundant? 

I would get professional advice based on the agreement 
that’s in place. A good place to start is by seeking professional 
HR or legal advice. 
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I have a business of six employees and due to COVID-19 I am 
making two positions redundant. Do I have to pay a 
redundancy payment? 

The payments that are due as a part of a redundancy are 
generally: 

• Entitlements 

• Notice Period (if not worked) 

• Redundancy Payment (if applicable) 

Redundancy payments are not generally applicable to small 
business (14 or less staff) but you will have to check the 
award the relevant employees are employed under as some 
have different rules that do not exclude small business. 

Can I put an employee on less hours and pay them less 
rather than make them redundant? 

There are requirements like three days notice, safety and 
reasonableness, but generally speaking if you, as a business, 
are enrolled and the employee is also enrolled in JobKeeper – 
you can give a JobKeeper directive to change many facets of 
an employee’s terms of employment. 

This includes: 

• changing their hours; 

• their location; and 

• the work that they are doing. 

 

Source:  MYOB 

Mortgage costs becoming more 
affordable 

 

Mortgages became more affordable during the second 
quarter of the year, according to a study from the Real Estate 
Institute of Australia. 

Over the quarter, borrowers needed to set aside 34.5% of 
their income to meet mortgage repayments, down by 0.2 
percentage points. This came alongside a 0.1% increase in 
family income. 

The average variable standard rate during the quarter 
declined by 0.6 percentage points, contributing to the 
improvement in mortgage affordability. 

Affordability improved in six Australian states but worsened 
in Northern Territory and the ACT. While the share of income 
needed to pay mortgage increased in Northern Territory, it 
still is the most affordable of all states and territories. During 

the quarter, the average loan size in the Northern Territory 
increased to $358,635. 

ACT also remained more affordable than other states despite 
the increase in the share of income borrowers have to set 
aside for mortgage repayments. Over the quarter, borrowers 
in ACT only had to allot 22.3% of their incomes for loan 
payments. The average loan size in ACT increased during the 
quarter to $494,490. 

New South Wales remains the most expensive state for home 
loans. Borrowers in the state have to, on average, use 42.3% 
of their income to afford mortgage repayments. The state 
reported a decline in average loan size, down by 1.6% to 
$605,050. 

In Victoria, borrowers allocate 36.8% of their income for 
mortgage repayments. The average loan size in the state 
increased slightly to $515,567. 

The table below shows the mortgage affordability and the 
average loan size in each state: 

 
Interested in finding out your ability to borrow for a home 
purchase?  It's easy, just by calling Accountplan's Mick Doyle 
on (07) 3883 8999. 
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Reviewing your personal 
insurance policy: when, why and 
how 

 

Insurance might not always be top of mind, but it’s important 
to review your policies regularly to make sure you’ve got the 
right cover. 

Thanks to the ability to pay for insurance through super, an 
estimated 94 per cent of working Australians have some level 
of life cover. So it’s a good idea to review your insurance 
regularly to make sure you have the right type of cover—and 
enough of it. 

You probably don’t think about your insurance regularly, but 
there are certain times when you should consider updating 
your policies to make sure they still reflect your lifestyle and 
insurance needs. 

When and why you should review your insurance 

Insurance works best when you have the right level of 
protection for your situation and as your life changes, so 
might your insurance needs. You should consider reviewing 
your cover whenever your situation changes, like: 

• taking on a mortgage to buy a property 

• having children 

• getting married 

• upsizing or downsizing your home 

• getting a pay rise or take a pay cut 

• starting a business 

• experiencing a change in your health or lifestyle 

• paying off your mortgage 

• stopping supporting financially dependent children 

• joining a new super fund that may provide 
automatic insurance cover 

• retiring. 

These milestones mark important times to review your 
insurance, including the amount of cover you have and 
whether your beneficiaries (those who will receive your 
insurance in the event of your death) are up to date. 

 
 
 

 
 
How to review your insurance 

First and foremost, we highly recommend speaking to an 
insurance professional such as Accountplan's Snr Financial 
Planner, Dion Richardson before you make any final decisions 
with regard to making any changes to your cover.    
 
Below is a step-by-step guide for an initial review of what you 
have. 

Step 1: Read your insurance contract 

Refer to your product disclosure statement (PDS) and read it 
to fully understand what you’re covered for (death, disability 
or injury for instance) and compare this against what you’d 
ideally like to be covered for. 

Step 2: Check the insurance policy expiry date 

Check if your insurance policy has an expiry date, and if so, 
make note of when it is so you’re not caught off guard. It can 
be a good idea to set yourself a reminder a month or two 
before it’s due so you can contact your insurance provider 
ahead of time. 

Step 3: Know your beneficiaries 

An insurance beneficiary is the person, or people, who will 
receive your insurance payout in the event of your death. It’s 
important to make sure your beneficiaries are up to date so 
your money ends up in the right hands. 

Step 4: Check if you have enough insurance 

To help you work out the right level of insurance cover 
consider the following questions. 

How much money would your family have if you were to pass 
away or become disabled? Consider the amount of money 
you have in super, savings, shares and other assets, and 
existing insurance policies as a starting point. 
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How much money would your family need if you were to pass 
away or become disabled? Consider the size of your 
mortgage and any other debts you have, as well as other 
costs such as childcare, education and day-to-day expenses 
you may be covering. 

 

 The difference between these figures should provide some 
guidance on the amount of insurance cover you may want to 
have. However, you might need to compromise between 
what you’d like and can afford.  
 
This aspect is where an insurance professional can really help 
guide you toward the most appropriate decision for you. 

 
Step 5: See if you have any other insurance policies 

Like many Australians, you may have insurance through 
super. So, it’s a good idea to check this against other policies 
you might have outside super. 

Then compare your cover, check whether you have any 
insurance double ups – if you have more than one super 
account with the same type of insurance, you may be paying 
for more insurance than you need. 

Step 6: Compare insurance providers 

If you’re not sure whether you’re getting the best deal, you 
might want to compare providers. Remember, there are 
other considerations to take into account aside from reduced 
premiums, such as what level of cover you get, any exclusions 
(like the treatment of pre-existing medical conditions) and 
waiting periods. 

 

 
Also keep in mind if you do cancel your insurance, you might 
lose access to features and benefits, and you might not be 
able to sign back up at the same rate or with the same level 
of ease. 

 

 
 
Reviewing and/or changing your insurance policy can be 
complicated - remember it is always best to obtain qualified 
advice. And this can be as easy as contacting Dion Richardson 
on (07) 3883 8999. 
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