QUEENSLAND INDUSTRIAL RELATIONS COMMISSION
Industrial Relations Act 1999 — s. 156 — certification of an agreement
Burdekin Shire Council Enterprise Bargaining Certified Agreement 2012
Matter No. CA/2012/197
Commissioner Thompson 28 August 2012
CERTIFICATE

This matter coming on for hearing before the Commission on 28 August 2012 the Commission certifies the following
written agreement:

Burdekin Shire Council Enterprise Bargaining Certified Agreement 2012 — CA/2012/197

Made between:

Burdekin Shire Council

AND

Federated Engine Drivers' and Firemens' Association of Queensland, Union of Employees;

Automotive, Metals, Engineering, Printing and Kindred Industries Industrial Union of Employees, Queensland;
The Construction, Forestry, Mining & Energy, Industrial Union of Employees, Queensland,;

Queensland Services, Industrial Union of Employees; and

The Australian Workers' Union of Employees, Queensland.

The Plumbers & Gasfitters Employees' Union Queensland, Union of Employees became bound by the agreement
pursuant to s. 166(2) of the Industrial Relations Act 1999.

The agreement was certified by the Commission on 28 August 2012 and shall operate from 28 August 2012 until its
nominal expiry on 30 June 2015.

This agreement replaces the Burdekin Shire Council Enterprise Bargaining Certified Agreement 2009 (CA/2009/115).

By the Commission.

Commissioner Thompson
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1.0 Title

BURDEKIN SHIRE COUNCIL ENTERPRISE BARGAINING CERTIFIED AGREEMENT, 2012
2.0 Definitions

“Chief Executive Officer” is the position as defined in the Local Government Act

“Commission” means the Queensland Industrial Relations Commission

“Council” means the Burdekin Shire Council

“Employee” means all employees employed by Burdekin Shire Council either full time, part time, casual or maximum

term.

“Officers employed under the Queensland Local Government Officers Award 1998” means all Employees of Council

who are employed pursuant to the Queensland Local Government Officers Award 1998.

““Industrial Registrar” means the Industrial Registrar of the Queensland Industrial Relations Commission

“Single Bargaining Unit” mean representatives of Council and the relevant unions representing members at Burdekin

Shire Council

“Nominated representative” means a person nominated by the employee who may be a union representative. The
nominated representative is present at meetings in the capacity of providing support to the Employee and can provide

relevant advice and advocate on the employee’s behalf.

3.0 Parties Bound

3.1 The parties to the Agreement are — Burdekin Shire Council and the following unions and their members:

The Australian Workers’ Union of Employees, Queensland (AWU)
Queensland Services, Industrial Union of Employees (QSU)

4.0 Date and Period of Operation

Automotive, Metals, Engineering, Printing and Kindred Industries Industrial Union of Employees (AMWU)
Federated Engine Drivers’ and Firemens’ Association of Queensland, Union of Employees (FEDFA)
The Construction, Forestry, Mining & Energy, Industrial Union of Employees, Queensland (CFMEU)

4.1 This Enterprise Bargaining Agreement shall commence from the date of acceptance by the employees and
shall remain in force until 30 June 2015. Payment of wage increases will be effective from the date the

agreement is signed..

4.2 The parties agree to commence negotiations for a new Certified Agreement on the 1% of February 2015.
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Relationship with Awards

This Agreement shall be wholly read and interpreted in conjunction with the terms of the parent awards as
listed below:

(a) Local Government Employees Award (Excluding Brisbane City Council) Award State 2003 — (LGEAO03)
(b) Queensland Local Government Officers Award 1998 — State (QLGOA98)

(c) Building Trades Public Sector Award State 2002

(d) Engineering Award State 2002

(e) National Training Wage Award 2000

(f) Training Wage Award — State 2003

Where there is any inconsistency, this agreement will take precedence to the extent of the inconsistency.
No Extra Claims

The parties to this Enterprise Bargaining Agreement agree that during the life of this Agreement, no extra
claims will be made for further wage or salary increases.

The only exceptions to clause 6.1 are cases number A/2008/7 and A/2009/2 before the Queensland Industrial
Relations Commission in which the AWU and the FEDFA are seeking amendments to the Local Government
Employees (Excluding Brisbane City Council) Award State. Should the application be successful Council
agrees to implement the changes accordingly.

Objectives of the Workplace Agreement

To establish the working conditions and remuneration of the employees of the Council for the period of
operation of the Enterprise Bargaining Agreement.

Ensure the active involvement of Council, the senior management team, employees and their unions in the
continuous improvement process particularly in the development of more efficient work practices and quality
improvement.

Use of Council’s best endeavours to maintain employment security for all employees.

Pursue “best practice” in all areas of the operation of Council including without limitation Equal Employment
Opportunity, Occupational Health & Safety and Environmental performance.

Develop a team approach and co-operative working environment.

No employee will be disadvantaged in respect of the following as a result of the implementation of this
Enterprise Bargaining Agreement:-

7.6.1 employment security

7.6.2 salary and conditions of employment

7.6.3 career structure

7.6.4 occupational health and safety
Application

This agreement shall apply to the Council, the union's party to this agreement and all Employees of the
Burdekin Shire Council other than the following:- Chief Executive Officer, Directors, Managers and existing
contracted employees.

Single Bargaining Unit
For the purposes of negotiating this Enterprise Agreement in accordance with the principles of the Industrial
Relations Commission a Single Bargaining Unit (SBU) comprised of up to five (5) employees including

delegates from all the unions party to this Agreement, has been established.

The SBU also includes up to five (5) representatives from Council's Executive. The SBU meets on an as needs
basis.

The SBU shall provide for representation of both the Employer and Union Representatives and shall not
exceed ten (10) members plus co-opted members as required. Union representatives on the SBU shall be

4
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allowed a reasonable amount of time during their normal day to prepare for and attend committee meetings.
The Committee will monitor the effective implementation of the Agreement.

Consultation and Communication

The parties are committed to a consultative process that fosters a positive organisational culture. Management
will assist and support these processes by providing resources and staff to participate where required.

Basis of Employment
An employee may be employed by Council on a full time, part time, casual or maximum term basis.
Full Time Employment

Full time employment is characterised by a QLGOA98 employee who is employed for thirty six and a quarter
ordinary hours per week.

Or, full time employment is characterised by all other employees, who are not employed under the QLGOA98,
and are employed for thirty eight ordinary hours per week.

In addition to the ordinary hours required of a full time employee, as set out in clause 11.2 of the agreement, a
full time employee may be required to perform reasonable additional hours from time to time that will either
be paid at the relevant overtime rate or taken as Time Off In Lieu of Overtime (TOIL) as the relevant Award
permits.

Part Time Employment

Part time employment is characterised by an employee who is employed to work on a weekly or fortnightly
basis and who is employed on predetermined days of the week for a regular number of hours; and is employed
for less than the hours that characterise full time employment.

At the time of engagement the Council and the part time employee will agree in writing on a pattern of work
and the number of ordinary hours worked per day relevant to the position. This can be modified at any time via
mutual agreement between the Council and the relevant part time employee and will usually be in a written
format.

A part-time employee whose usual day of work falls on a Public Holiday will be entitled to be absent for the
day without loss of pay. Where a part time employee is directed to work on a Public Holiday, the employee
will be paid double time and a half for all time worked with a minimum payment of four hours.

A part-time employee may, subject to agreement and reasonable notice, be requested to work additional hours,
up to the daily/fortnightly ordinary hours of a full time employee, in which case the additional hours worked
will be paid as ordinary time. All work performed by a part-time employee that is outside the normal spread of
hours of a full time employee shall be paid at the applicable overtime rate or accumulated as TOIL. On a case
by case basis, supervisors may authorise part-time employee to accumulate minimal amounts of toil prior to
the employee exceeding the daily/fortnightly ordinary hours worked by a full time employee.

A part time employee is entitled to the pro-rata annualised wage and leave accruals of a full time employee.
Casual Employment

An employee who is engaged on a casual basis is engaged on an hourly basis and will receive payment for a
minimum of three hours per engagement.

An employee engaged on a casual basis will be paid in accordance with Burdekin Shire Council’s pay scale in
schedule A of this Agreement. In addition a casual employee will be paid the appropriate casual loading as per
the relevant award.

In addition an employee engaged on a casual basis will be paid the applicable overtime rates for those hours
worked in excess of those hours characterised for full time employees.

Employment Security

The impact on sustainable employment of existing employees will be considered when exploring any proposal
to use external providers to deliver services that are currently provided by Council employees.
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Council will not jeopardise the employment of its current workforce and agrees to consult with its employees
and their unions as early as possible where clause 12.1 is likely to impact on the employment of Councils
current workforce.

Remuneration

Payment of wages shall be made fortnightly and wages shall be paid by way of electronic funds transfer (EFT)
to a financial institute with EFT facilities nominated by the employee.

Employees are required to fill in a timesheet on a daily basis. If a timesheet is not received in the allotted time
as set out by Human Resources, then the employee will be paid their relevant rate as per this Agreement. Any
additional allowances or overtime will be paid in the next pay period.

Employees engaged under this Enterprise Bargaining Agreement will receive further as from (the date the
agreement is signed) the salary levels prescribed in Schedule A of this agreement.

During the period of operation of this Enterprise Bargaining Agreement, employees will receive further salary
increases according to the corresponding year of the pay scales in Schedule A of this agreement.

Probationary Period

A three month probationary period applies to employment with Council. Council may terminate probationary
employees on one weeks notice, or payment in lieu, during the probation period.

A further period of up to three months may be agreed in writing. The further period of probation can only be
required by the respondent in the event that during the initial period of probation the employee has not met the
required standards. The Council will advise the employee of the standards required to be met in any extended
period of probation.

Superannuation

Council will align its superannuation contribution and pay employees in accordance with the Local
Government (Operations) Regulation 2010.

Employees will join the Local Government Superannuation Scheme as prescribed by the Local Government
Act 2009. Contributions are currently 12% by the Council and 6% by the employee. Employees may choose
not to contribute the 6% for the first twelve months of employment; however in this case Council’s
contribution will be reduced to 9%.

Employees may voluntarily salary sacrifice their standard superannuation contribution and any additional
voluntary amounts into the Local Government Superannuation Scheme. Employees are advised to seek
independent financial advice prior to entering into any salary sacrifice arrangement.

Clause 15.2 and Clause 15.3 does not apply to casual employees.

Multi-SkKilling

Multi-skilling of employees will occur as much as practicable within the workforce. Employees will not be
required to perform tasks without appropriate supervision, training, and guidance. Under no circumstances will
the multi skilling of employees compromise safety.

General Responsibilities of all Employees

The following are the general responsibilities of all employees of Burdekin Shire Council:-

17.11 Work effectively as a team member

17.1.2 Willingness to participate in, encourage and support multi skilling within the workforce

17.1.3 Focus on responsiveness to community needs

17.14 Personal integrity and accountability in all matters

17.15 Trust, fairness, equity, honesty and openness in relationships

17.1.6 Pride in personal and organisational achievement
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17.1.7 Ensure a safe work environment for co-workers and the public

17.1.8 Quality management and service

17.1.9 To ensure appropriate confidentiality of all Council matters

17.1.10  Ensuring the workplace is free of harassment and discrimination

17.1.11  Conform and comply with, the reasonable and lawful directions of the Council

17.1.12  Not to attend work or drive any Council vehicle or equipment having consumed alcohol or taken
illicit drugs. In the event of an accident involving a Council vehicle, and the driver of which has
consumed alcohol or taken drugs renders themselves liable to prosecution, Council will accept no
responsibility whatsoever for claims made on that driver by any insurance company or any other
person or body claiming reimbursement for loss or damage. Any employee breaching their legal
obligations while using Council vehicles will be subject to disciplinary action including, where
appropriate, termination for gross misconduct.

17.1.13 Not to take or deliberately damage any of Council’s property. Doing so may result in the
termination of employment. In addition, the matter will be reported to the Police for appropriate
action. In most circumstances, the Chief Executive Officer is under an obligation to report such
matters to the Crime and Misconduct Commission.

17.1.14  Ensure where required they possess relevant licences and certificates of competency. All employees
will be required by the Council to obtain and to maintain the necessary registration and licences
relevant to the position. Employees are also obliged to advise Council should the relevant licence
be suspended or removed for any reason.

17.1.15 Ensure issued personal protective equipment is used as required. Failure to do so may lead to
disciplinary action.

17.1.16  Ensure safety footwear is worn on all Council job sites and at the Council depot. Employees found
to be wearing inappropriate footwear may be subject to disciplinary action.

Annual Leave

Employees will be entitled to twenty five days annual leave on full pay within a twelve month period which is
accrued proportionately on a fortnightly basis.

Annual leave debits will be equivalent to the ordinary hours employees would have worked had they not been
on paid leave. Such leave will therefore be paid and debited on the basis of hours actually taken.

Council encourages all employees to take their full compliment of annual leave during each year of
employment. If the employee accumulates more than ten weeks annual leave Council requires the employee to
submit a plan to take all leave in excess of the ten weeks within a reasonable time frame.

Annual leave will be exclusive of any statutory holiday occurring during the period of the annual leave.

Employees will be paid a leave loading of 17.5% on top of ordinary hourly rate for periods of annual leave
taken.

On the termination of employment of any employee, the employee will be paid for any untaken annual leave
standing to the employee’s current credit (including leave loading).

Annual leave must be approved in writing by the employee’s supervisor and taken at a mutually agreeable time
between the employee and the Council.

Bereavement Leave

An employee is entitled to use up to three days bereavement leave on the death within Australia of a member
of an employees immediate family or household.

Council may at its discretion grant in excess of three days giving consideration on case by case bases.

Bereavement leave will be paid as ordinary hours and not be deducted from any other leave entitlements.
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For the purposes of bereavement leave an employee’s immediate family shall mean:
19.4.1  The employee’s spouse, child, parent, grandparent, grandchild or sibling;

19.4.2 A child, parent, grandparent, grandchild or sibling of the employee’s spouse (‘spouse’ includes a
former spouse, a defacto spouse or a former defacto spouse).

Leave Without Pay

Requests for leave without pay shall be considered on a case by case basis but in general are only likely to be
approved when all paid entitlements have been exhausted. Paid entitlements include Annual Leave, Long
Service Leave, Time off in Lieu, and Rostered Days Off. Paid leave will not accrue during periods of leave
without pay authorised by the Council or otherwise.

Long Service Leave
Employees will be entitled to long service leave on full pay as follows:
Employees will accrue long service leave at a rate of 1.3 weeks per year of service.

The employee may take their long service leave on after seven years service (i.e. the employee may take long
service leave after seven years in accordance with their entitlement at that time).

In the case of an employee who has completed an initial period of seven years and who terminates that service,
or who dies or whose employment is terminated for any reason other than misconduct, then the appropriate
accrual will be paid out.

The taking of long service leave will be at a mutually agreeable time between the employee and the Council.

Employees will be required to keep their long service leave balance below two blocks of entitlement (i.e.
twenty years). Employees who exceed this entitlement will be required to submit an appropriate leave plan to
reduce their balance within an appropriate timeframe.

Long service leave accumulation can be transferred from another Queensland local government authority, as
per the Local Government Act, and may be approved on an individual basis between the employee and the
Council.

Upon written request by the employee to the CEO or relevant Director, an employee is permitted, on one
occasion per financial year, to cash out a minimum of 5 days long service leave from their entitled accrual.
The amount of long service leave that is requested to be cashed out will be paid at the rate of pay that the
employee is entitled to receive at the time of making the written request. In cashing out an amount of long
service leave entitlement the employee shall forgo the amount of long service leave accrual.

Parental Leave

Employees are entitled to maternity, paternity and adoption leave and to work part time in connection with the
birth or adoption of a child.

After twelve months continuous service, parents are entitled to paid leave in accordance with clause 23.0, 24.0
and 25.0 of this agreement and a combined total of fifty two weeks unpaid parental leave on a shared basis in
relation to the birth of their child.

Parental leave is only available to one parent at a time, in a single unbroken period, except that both parents
may simultaneously take maternity and paternity leave for an unbroken period of up to five ordinary working
days at the time of the birth of a child, exclusive of RDO’s and public holidays.

Unless agreed otherwise between the Council and the employee, an employee may apply to Council to change
the period of parental leave on one occasion. Any such change to be notified at least four weeks prior to the
commencement of the changed arrangements.

An employee may in lieu of or in conjunction with parental leave, access any annual leave or long service
leave entitlements which they have accrued subject to the total amount of leave not exceeding fifty two weeks.

An employee will notify of their intention to return to work after a period of parental leave at least four weeks
prior to the expiration of the leave.
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An employee is entitled to work part time hours, via mutual agreement with Council for a period of up to two
years after the birth of the child provided they are the primary caregiver. An employee also has a right to
request to remain on part time hours, again via mutual agreement with Council, until the child reaches school
age.

An employee will be entitled to the position which they held immediately before proceeding on parental leave.
Payment to commence upon the birth of the child and no lump sum payments shall be made.

Paternity Leave to be paid in one continuous block period.

In the event of the death of the child an employee is entitled to two weeks paid parental leave.

If the employee qualifies, Full Locality Allowance will commence upon the birth of the child, therefore
parental leave payments will be paid with Full Locality Allowance.

Leave accruals will continue to accumulate whilst the employee is being paid Parental Leave.
Superannuation will continue to be deducted whilst the employee is being paid parental leave.
Maternity Leave

An employee must provide written notice to the employer in advance of the expected date of commencement
of parental leave. The notice requirements are:

23.1.1 At least ten weeks prior to the expected date of confinement notice of intention to take maternity
leave must be provided. This must be accompanied by a certificate from a registered medical
practitioner stating that the employee is pregnant and identify the expected date of confinement.

23.1.2 At least four weeks prior to commencing leave, a leave form must be submitted identifying the
period of leave to be taken.

23.1.3 A statutory declaration is required stating particulars of any period of paternity leave sought or
taken by the employee’s spouse and stating that for the period of maternity leave the employee will
not engage in any conduct inconsistent with her conditions of employment, or undertake any other
form of paid employment without written consent.

23.14 The number of week’s wages Council will pay during maternity leave is dependent on the number
of year’s paid service the employee has with Council and may be taken at half pay:

After a period of 52 weeks but less than 104 weeks four weeks
104 weeks to 208 weeks eight weeks
More than 208 weeks twelve weeks

23.15 An employee will not be in breach of clause 23.1 if failure to give the stipulated notice is
occasioned by confinement occurring earlier than the presumed date.

23.1.6 Unless agreed otherwise between the Council and the employee, an employee may commence
maternity leave at any time within six weeks immediately prior to the expected date of birth.

23.1.7 Where an employee continues to work within the six week period immediately prior to the expected
date of birth, or where the employee elects to return to work within six weeks after the birth of the
child, Council may require the employee to provide a medical certificate stating that she is fit to
perform normal duties. If normal duties cannot be offered, Council will explore other opportunities
for the employee to undertake until the employee can return to their normal substantive role.

Paternity Leave

An employee will provide to the employer at least six weeks prior to each proposed period of paternity leave
with:-

24.1.1 A certificate from a registered medical practitioner which names their spouse, states that she is
pregnant and the expected date of confinement.

24.1.2 Written notification of the dates on which they propose to start and finish the period of paternity
leave.
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Employees whose partner has given birth to a child will be entitled to up to 5 ordinary working days paid
paternity leave from the time of the birth, exclusive of RDO’s and Public Holidays

In the event that an employees partner dies during child birth and the employee becomes the sole caregiver of
the child clause 23 will apply to the employee.

Adoption Leave

Paid adoption leave will be granted provided supporting evidence is provided at least six weeks prior to the
date of adoption.

A primary caregiver is entitled to two weeks paid adoption leave provided a statutory declaration identifying
the employee as the primary caregiver is supplied.

An adopting parent other than the primary caregiver is entitled to one weeks paid leave.
Public Holidays

Employees will be entitled to the Ayr show as a public holiday in addition to those appointed under the
Holidays Act 1993 or those to be kept in place of any public holiday.

Employees acknowledge that the Council operates its business on public holidays and accordingly an
employee may be requested and only by agreement be asked to work on a public holiday.

Any authorised work undertaken on a public holiday by the employee will be paid at the rate of time and a-half
with a minimum of four hours. This is in addition to payment of ordinary hours worked on a public holiday.

If one of the above public holidays outlined in subclause .1 of this clause falls on a weekend, and a statutory
public holiday is taken on the next business day, the public holiday rates will apply on the statutory holiday
and penalty rates for working on the weekend will only apply for the public holiday.

If a full time employee’s rostered day off falls on a public holiday then the normal pay rate will be paid, and
the rostered day off may be taken on the day prior (if holiday falls on a Friday) or day after (if holiday falls on
a Monday).

All time worked by a casual employee on any of the Public Holidays mentioned in sub clause .1 of this clause,
will be paid at the appropriate hourly rate plus 150% with a minimum payment of four hours work at such a
rate.

Jury Duty or Witness Leave Payment

If an employee is required to carry out jury service or receives a subpoena by a court as a witness the employee
will be entitled to claim their normal wage provided that any payment for such service is surrendered to
Council.

Reclassification Process

Each employee will be classified into the pay scale (refer to schedule A of this Enterprise Bargaining
Agreement) according to the relevant skills that each employee is required to use whilst undertaking duties.

Movement to the next highest salary point within a classification level will be by way of an annual increment
subject to the officer having given satisfactory service for the prior twelve months in accordance with a staff
development appraisal system to be developed by the Council in consultation with officers who may be
represented by their accredited union representative (graduates may move two increments in accordance with
award provisions). An employee will only change classification levels if the requirement of the position
change and the employee has the skills required to perform the additional duties.

If an employee feels that the requirements of the position have changed and that they possess the additional
skill requirements they should request a reclassification in accordance with Council’s internal reclassification
procedures.

Within 8 weeks of receipt of a reclassification application, the employer shall supply the applicant with a
written response detailing the outcome of the application.

Employees may, after unsuccessfully applying for reclassification, have the decision reviewed in accordance
with the dispute settlement procedure within this agreement.

10
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Performance management and assessment is an ongoing process with regular two way communication being
the cornerstone of an effective and efficient work environment. It is agreed that the parties will conduct
informal discussions from time to time and where appropriate annual performance reviews will be undertaken
with the employee and the respective supervisor.

Disciplinary Procedures

The parties to this agreement acknowledge that if disciplinary action is to be objective and consistent, there
must be effective procedures to govern its use. These provisions serve to assist all parties involved in such
action, and to help ensure that employees will receive fair and equitable treatment. Equally important, these
procedures help to ensure disciplinary action is not avoided or reversed should any industrial dispute be
referred to the Commission.

In identifying reasons for unsatisfactory behaviour; the supervisor must keep in mind that employees may not
be aware of certain work procedures. Before any disciplinary action is initiated, the supervisor should consider
whether or not the employee(s) have been given appropriate induction relating to their position.

The aim of Council’s disciplinary procedure and the steps to be followed:

29.3.1 Aim
M To enable appropriate action to be taken to rectify unsatisfactory work performance or
behaviour.
(i) To provide positive assistance to employees in understanding and meeting standards of

behaviour and performance required by Council.

(iii) To enable appropriate action to be taken in cases where it is clear that the employee’s
unsatisfactory work performance or behaviour is unlikely to, or will not, improve to a
satisfactory standard.

29.3.2 The following procedures shall apply noting that:

(i) This procedure does not apply to behaviour which would justify instant dismissal. The
Council always has the right to dismiss an employee without notice on the basis of serious
misconduct. Council also has the right to move to a higher step within the process if
warranted.

(i) This procedure should only be enacted when the performance or behaviour of an individual
employee becomes a matter of concern. If poor performance or behaviour persists, then it is
necessary to take further steps.

(iii) Common sense suggests that this procedure should take place over a period of time which
would be in proportion to the seriousness of the breach, the more serious the breach the
shorter the timeframe.

(iv) The employee has the right to request the presence of a nominated representative at any step
within the process and a representative from human resources may also be involved.

Step 1

29.3.3 On the first occasion where poor performance or behaviour of an employee becomes a matter of
concern the employee’s immediate supervisor should interview the employee and a written record of
the discussion should be kept (a diary note is sufficient) and if appropriate a first warning should be
given. The first warning, if issued, is usually a verbal warning. The employee involved shall be given
a copy of the written record for their personal records.

Step 2

29.3.4 If poor performance or conduct persists or is of such nature that a verbal warning would be
inappropriate, the immediate supervisor should consult with human resources and serve the employee
with a written notice with a copy to be placed on file after an interview, summarising the particular
work performance or behavioural issue and the necessary corrective measures to be implemented by
the employee. Sufficient notice shall be given to allow the employee to contact their nominated
representative.
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Step 3

29.3.5 On this occasion of poor performance or conduct their immediate supervisor and a representative from
human resources should jointly interview the employee concerned stating that failure to effect an
improvement in performance or behaviour may lead to dismissal. This should also be recorded in a
written notice given to the employee with a copy placed on file. Sufficient notice shall be given to
allow the employee to contact their nominated representative.

Step 4

29.3.6 On this occasion of poor performance or conduct by the employee he/she may be asked to show just
cause as to why their employment should not be terminated. The employee should first be jointly
interviewed by the employee’s immediate supervisor, a representative from human resources and a
superior officer delegated the responsibility for employment and discipline of the employee. Council
will give consideration to the evidence along with any submissions made by the employee prior to
make a decision to terminate employment. Sufficient notice shall be given to allow the employee to
contact their nominated representative.

Serious misconduct or intolerable behaviour refers to conduct that may result in an employee being instantly
dismissed from the Council. Set out below are examples of conduct that may result in an employee being
instantly dismissed from the Council:-
29.4.1 Embezzlement or theft
29.4.2 Fighting in the workplace
29.4.3 Being under the influence of or consuming alcohol and/or illegal drugs during working hours
(Council can direct the employee to attend a qualified medical practitioner for assessment,
within a reasonable timeframe and provide the results to the Council).
29.4.4 Use of Purchasing Authority for personal gain
29.4.5 Gross misconduct (wrongful, improper, or unlawful conduct)
Dispute Resolution Procedures

This procedure aims to avoid industrial disputes, or where a dispute occurs, to provide a means of settlement
based on consultation, co-operation and discussion and the avoidance of interruption to work performance.

At no stage should employment related disputes be brought to the attention of the Mayor or Councillors, doing
so may lead to disciplinary action being taken.

The employee(s) has the right to request the presence of a nominated representative at any step within the
process and a representative from human resources may also be involved.

In the event of any grievance or dispute arising between an employee and the Council, the following process
should be followed:

Step 1

30.4.1 The employee should approach his or her immediate supervisor and try to solve the problem at this
level.

Step 2

30.4.2 If no settlement is reached, the matter should then be referred to the supervisor’s manager.

Step 3

30.4.3 If the matter is still unresolved it should be brought to the attention of the relevant Director.

Step 4

30.4.4 If the matter is still unresolved it should be brought to the attention of the Chief Executive officer.
Step 5

30.4.5 If the problem has still not been resolved, the employee’s nominated representative(s) should endeavour
to negotiate settlement with the Chief Executive Officer.
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Step 6

30.4.6 If the dispute still exists, the matter may be referred to the Queensland Industrial Relations Commission
for resolution by either party, with conciliation in the first instance and arbitration as a final resort.

Throughout all stages of the procedure all relevant facts shall be clearly identified and recorded. Both parties
also commit to resolving matters as early as possible for the benefit of all involved. Furthermore there should
be no alterations to work practices during disputes, unless the safety of employee(s) may be at risk.

Notice of Termination

In terminating employment Council shall provide the following notice:

31.1.1 In order to terminate the employment of an employee the Council must give the period of notice
specified below:

Period of Continuous Service Period of Notice
Not more than 1 year 1 week

More than 1 year but not more than 3 years 2 weeks

More than 3 years but not more than 5 years 3 weeks

More than 5 years 4 weeks

31.1.2 In addition to the period of naotice identified above, employees forty five years old and over who have
completed at least two years continuous service shall be entitled to an additional week’s notice.

31.1.3 Payment in lieu of notice shall be made if the appropriate notice is not given provided that
employment may be terminated by part of the period of notice specified and part payment in lieu
thereof.

31.1.4  In calculating any payment in lieu of notice the minimum compensation payable to an employee will
be at least the total of the amounts the employer would have been liable to pay the employee if the
employee’s employment had continued until the end of the required notice period. The total must be
worked out on the basis of:

Q) the ordinary working hours to be worked by the employee; and

(i) the amounts payable to the employee for the hours including for example allowances, loadings
and penalties.

The period of notice in this clause shall not apply in the case of dismissal for misconduct or other grounds that
justify instant dismissal, or in the case of a casual employee, or an employee engaged by the hour or day, or an
employee engaged for a specific period or tasks.

During the period of notice of termination given by Council, an employee shall be allowed up to one day’s
time off without loss of pay for the purpose of seeking other employment. This time off shall be taken at times
that are convenient to the employee after consultation with the employer.

Council shall, in the event of termination of employment, provide upon request to the employee who has been
terminated a written statement specifying the period of employment and the classification or type of work
performed by the employee.

In terminating employment an employee shall provide to Council a minimum one weeks notice.

If an employee fails to give notice, the employer shall have the right to withhold monies due to the employee
with a maximum amount equal to one week ordinary pay.

This clause shall not apply to casual employees or to employees engaged for a specific period of time or for a
specific task or tasks.

Redundancy Provisions
Objectives

The chief objectives of the agreement are:
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32.1.1 To maintain, where possible, employees whose positions have become redundant in continued
employment within the Council;

32.1.2 The Council shall endeavour to find suitable alternative employment within Council for all
employees. Employees shall be individually interviewed to determine what options may exist for
their retraining by Council;

32.1.3 To retrain such employees where necessary;

32.1.4 To pay monetary compensation to such employees who are unable to be redeployed and whose
employment is to be terminated;

32.1.5 To assist employees to find employment outside the service of the Council.

32.2 Consultation before terminations

32.2.1  Where Council decides that it no longer wishes the job the employee has been doing to be done by
anyone, and this is not due to the ordinary and customary turnover of labour, and that decision may
lead to termination of employment, Council shall consult the employee directly affected and where
relevant, their union(s).

32.2.2  The consultation shall take place as soon as it is practicable after the Council has made a decision,
which will invoke the provisions of clause 32.2.1 and shall cover the reasons for the proposed
terminations, measures to avoid or minimise the terminations and/or their adverse effects on the
employees concerned.

32.2.3 For the purpose of the consultation Council shall, as soon as practicable, provide in writing to the
employees concerned and, where relevant, their union(s), all relevant information about the proposed
terminations including the reasons for the proposed terminations, the number and categories of
employees likely to be affected, the number of workers normally employed and the period over which
the terminations are likely to be carried out. Council shall not be required to disclose confidential
information, the disclosure of which would be adverse to Council’s interests.

32.3  Where an employee is transferred to lower paid duties for reasons set out in clause 32.2.1 the employee shall be

32.4

32.5

32.6

32.7

entitled to the same period of notice of transfer as the employee would have been entitled to if the employee's
employment had been terminated under clause 31.

32.3.1 Council will maintain the salary of the employee for a period of twelve (12) months from the date the
employee is transferred to the new position. The amounts must be worked out on the basis of:

(i) the ordinary working hours to be worked by the employee; and

(i) the amounts payable to the employee for the hours including for example, allowances,
loadings and penalties.

Where a decision has been made to terminate an employee in the circumstances outlined in clause 32.2.1, the
employee shall be allowed up to one day's time off without loss of pay during each week of notice for the
purpose of seeking other employment.

If the employee has been allowed paid leave for more than one day during the notice period for the purpose of
seeking other employment, the employee shall, at the request of Council, be required to produce proof of
attendance at an interview or the employee shall not receive payment for the time absent.

Where a decision has been made to terminate employees in the circumstances outlined in clause 32.2.1,
Council shall notify Centrelink as soon as possible giving all relevant information about the proposed
terminations, including a written statement of the reasons for the terminations, the number and categories of
the employees likely to be affected, the number of workers normally employed and the period over which the
terminations are intended to be carried out.

In addition to the period of notice prescribed for ordinary termination and subject to further order of the
Commission, an employee whose employment is terminated for reasons set out in clause 32.2.1 shall be
entitled to the following amounts of severance pay:
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Period of Continuous Service Severance Pay

(weeks pay)

Less than 1 year 2
1 year but not more than 2 years 4
More than 2 years but not more than 3 6
years

More than 3 years but not more than 4 8
years

More than 4 years but not more than 5 10
years

More than 5 years but not more than 6 12
years

More than 6 years but not more than 7 14
years

More than 7 years but not more than 8 16
years

More than 8 years but not more than 9 18
years

More than 9 years but not more than 10 20
years

More than 10 years but not more than 11 22
years

More than 11 years but not more than 12 24
years

More than 12 years 26

'Weeks Pay' means the ordinary time rate of pay for the employee concerned

Council may make an application to the Commission for relief from the obligation to make severance
payments in circumstances where:

An employee whose employment is terminated for reasons set out in clause 32.2.1, may terminate such
employment during the period of notice, and, if so, shall be entitled to the same benefits and payments under
this clause had such employee remained with the employer until the expiry of such notice. In these
circumstances the employee shall not be entitled to payment in lieu of notice.

Council, in a particular case, may make application to the Commission to have the general severance pay
prescription amended if Council obtains acceptable alternative employment for an employee.

Clause 32 shall not apply:
32.11.1  Where employment is terminated as a consequence of misconduct on the part of the employee; or
32.11.2  Toemployees engaged for a specific period or task(s); or

32.10.3  To casual employees.

Training and Skill Development

Council is committed to enhancing the skills of its workforce through the provision of training, both internally
and externally.

The Council will create the opportunity for its workforce to acquire skills and knowledge relevant to Local
Government and which will enable them to perform a range of functions at various levels to improve their
career opportunities and the efficiency of the Council.

Every employee will have the right to identify their training objectives to their supervisor.
Council may offer assistance to employees who undertake approved courses of study which are identified
during a performance appraisal process. Council may also approve courses of study which may not necessarily

be required to be undertaken as a condition of their employment with Council subject to clause 33.5 of this
agreement.
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The Chief Executive Officer or their delegate has the authority to determine applications where assistance
should be provided.

In the event of an officer failing a subject or subjects and repeating such subjects, study leave nor financial
assistance will not be provided in these circumstances.

Study assistance will be offered to all employees based on the QLGOA98 to assist employees to better perform
their roles and provide a better service to the community.

Wet Weather

All time lost through wet weather will be paid for provided that the employee reports for work and is ready and
willing to perform any work or undertake any training required by the Council.

If an employee is unable to report for work due to being stranded by flooding the employee will be paid one
days ordinary pay per event. Individual situations will be looked at on a case by case basis.

Where an employee is required to perform work in the rain and by so doing gets clothing wet the employee
shall be paid double time for all work so performed. Such payment shall continue until the employee finishes
work or until the clothing dries or is able to be changed whichever is earlier.

Rates of Pay
Council agrees to increase the rates of pay for all employees, excluding those on contract, as follows:

Date the agreement is signed — 3.8%
1.7.2013 - 3.8%
1.7.2014 - 3.8%

Additionally, Council agrees to apply a ‘bridging the gap’ payment to the base hourly rate of all employees not
employed under the QLGOA98, excluding Contract employees and Diesel Fitters on an annualised salary as
follows:

Date the agreement is signed - $520 per annum
1.7.2013 - $520 per annum
1.7.2014 - $520 per annum

Rates of Pay (Mechanics)

Council entered into an agreement in December 2008 with the mechanics of the workshop that Council
considers to have the appropriate skills and qualifications, to increase their rate of pay. This rate is inclusive of
tool, MDM, MDA, and MRW allowances and is in acknowledgement of the additional skills and qualifications
possessed that are utilised by Council.

Rates of Pay (Trainees and Apprentices)

Trainees shall be paid the applicable rates of pay as identified in the National Training Wage Award 2000 or
the Training Wage Award — State 2003 as at the 1 October 2008. In addition to these rates Trainees will be
paid increases as identified in this agreement. Award increases will no longer apply to Trainees unless those
increases allow for a greater rate of pay than this agreement.

Apprentices shall be paid the applicable percentage of the C10 mechanic rates of pay as per the Engineering
Award State 2002 with increases as identified in this agreement.

Allowances

Employees will be paid applicable allowance had they been employed under the relevant award at the rates
identified in schedule B of this agreement. The allowances identified in Schedule B will increase as per the
applicable wage increase. Those allowances not identified in Schedule B will increase in accordance with the
relevant industrial instrument.

Uniform Allowance

Front Counter employees (Customer Services, Ayr and Home Hill Library), shall be entitled to a uniform
allowance of $150 per year, with a once off upfront allowance of $500. The wearing of a uniform for these
employees shall be compulsory.
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Apprentice Tool Allowance

Apprentice Diesel Fitters shall be entitled to a tool allowance of $450 (ex GST) per year of service ($1800 over
4 years). An apprentice must work 12 months before being eligible for the tool allowance. After 12 months of
service the Council will purchase in advance the tools and tool box on the apprentice’s behalf. Costs
associated with this purchase are to be deducted from the apprentice’s allowance.

An apprentice may use his/her entire 4 year allowance to purchase tools and a tool box. Should the cost of
tools and tool box exceed $1800 the apprentice shall, at the time of purchase reimburse Council the amount
exceeding the agreed allowance of $1800. Should an apprentice resign or have his/her apprenticeship
cancelled by Council, the apprentice shall reimburse Council for any monies outstanding to a maximum of
$1800, less any tool allowance paid.

This allowance shall be in conjunction to the Government tools for your trade allowance.

Skin Checks

Council will meet the cost of skin checks for at risk employees, as determined by management, every 2 years.
Additional or recall visits within the 2 year timeframe shall be at the employees cost.

Should the results be deemed by a medical practitioner to be work related, it is the responsibility of the
employee to follow workers compensation procedures.

Work Related Immunisations

Council will meet the cost of all work related immunisations required, as set out by the Department of Justice
and Attorney-General for at risk employees (Vaccine-preventable diseases and immunisation program —
Attachment A). Any additional immunisations will be at the approval of the relevant Manager via discussions
with the employee.

Recruitment

For level four and five former State award positions internal advertising only will occur in the first instance.
For all other former State award positions simultaneous advertising shall occur.

For level one and two former Federal award positions internal advertising only will occur in the first instance.
For all other former Federal award positions simultaneous advertising shall occur.

Personal Protective Equipment (PPE)

Council will supply employees with appropriate Personal Protective Equipment (PPE) in accordance with
Council’s Policy.

It is the responsibility of employees to wear PPE supplied by Council, suitable for their type of work, and
ensure it is appropriately maintained.

Dependent on the duties performed Council will supply employees with what is deemed appropriate from the
following:-

Personal Protective Equipment Replacement

Safety Boots (2 pair) To be replaced on a fair wear and tear basis
when footwear no longer meets the provisions
of AS2210

Long Sleeved Shirts Five shirts on commencement and then
replaced on a fair wear and tear basis

Trousers Up to five pairs on commencement and then
replaced on a fair wear and tear basis

Winter Jackets One on commencement and then replaced on
a fair wear and tear basis

Safety Glasses/Goggles/Face Shields As required

Ear Muffs/Earplugs As required

Respirators/Dust Masks As required

High Visibility Vests/Bowyangs Replaced on a fair wear and tear basis

Protective Gloves As required
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Protective Chaps As required
Safety Helmets As required
Broad Brim or Legionnaires Style Hat Replaced on a fair wear and tear basis
30+ Sunscreen, Lip Balm, Zinc Cream, Insect | As required
Repellent and Skin Repair Cream

Wet Weather Rain Coat, Trousers and Replaced on a fair wear and tear basis
Ponchos

Overalls/PVC Aprons Replaced on a fair wear and tear basis
Disposable Overalls As required

Council will monitor the issuing of PPE and where PPE issues are deemed to be excessive the employee may
be responsible for the cost of replacement.

Ten Hour Break Rule

Should an employee receive more than 2 call-outs of less than 2 hours duration between the hours of 10.00pm
and 5.00am or a call-out of more than 2 hours duration between the hours of 9.00pm and 2.00am, then 10 hour
break rule shall apply. Employees should not unnecessarily prolong the time worked on call-outs. Supervisors
shall have the discretion of allowing employees an additional rest period in circumstances where the 10 hour
break rule does not apply.

ALL OTHER EMPLOYEES OF COUNCIL NOT EMPLOYED UNDER THE QUEENSLAND
LOCAL GOVERNMENT OFFICERS AWARD 1998

Operation

Clauses numbered forty two to forty seven inclusive apply to all other employees of Council not employed
under the QLGOA98.

Hours of Work

Subject to sub-clause .5 of this clause the core hours of duty of Former State Award employees will be
between 6 am and 6 pm, Monday to Friday unless otherwise agreed with supervisor.

These employees will be paid for hours worked during the core hours of duty set out in sub-clause .1 of this
clause, at each employee’s ordinary rate of pay and in accordance with Schedule A of this Agreement.

Unless otherwise agreed employees will start and finish at the workplace location specified in each individual
employee’s letter of appointment or alternative written notice.

The working day will include one twenty minute paid smoko break which is to be taken on or in close
proximity to the worksite and one half hour unpaid lunch break. The timing of such breaks is to be determined
by the on-site supervisor and in accordance with award provisions.

Employees will work seventy six hours over a nine day fortnight. A rostered day off (RDO) will be determined
by Council and fall on a day that suits operational requirements. Where possible the employee will be given
thirty days notice of a change in the regular rostered day off. An employee and their Supervisor may negotiate
for RDO’s to be taken on a day other than Monday or Friday; such agreements should be in writing.

47.5.1 When requested by Council to overcome a specific or exceptional circumstance, employees can be
required to work on an RDO and such time worked can be either paid at overtime rates or it will be
banked up to a maximum of five days (“Banked RDQO’s”).

47.5.2 Banked RDO’s are to be taken by the employee up to the maximum accrued, at a mutually agreed
time between Council and the employee.

47.5.3 Any accrued RDO’s, in excess of 40 hours will be paid at the applicable overtime rates.

47.5.4 Notwithstanding clause 43.5.3, Council may at its sole discretion pay the employee for working an
RDO at the prescribed overtime rate prior to the employee accumulating in excess of 40 hours

Overtime and TOIL (Time Off In Lieu)

All authorised time worked outside or in excess of the core hours of duty specified in 47.1 of this Agreement
headed ‘Hours of Work’ on any day, will be deemed to be overtime. An employee may request for TOIL to be
accumulated instead of being paid overtime and for the hours to be taken at a time mutually agreed. Any TOIL
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accumulated in excess of twenty four hours will be paid out at the overtime rate of time and a half. Upon
written request from an employee, supervisors may authorise the accumulation of TOIL in excess of twenty
four hours.

Except as provided in this clause, overtime will be paid for at 1.5 times the ordinary rate for the first three
hours, and double time thereafter.

Overtime worked on a Saturday will be paid for at the rate of time and a half for the first three hours and
double time thereafter with a minimum payment of three hours at overtime rates.

Overtime worked on a Sunday will be paid for at the rate of double time with a minimum payment of three
hours at overtime rates.

If an employee completes a rostered shift and is recalled to return to work overtime (when not on call) on one
of their ordinary working days, the employee will receive a minimum payment of four hours at applicable
overtime rates.

A part-time employee may, subject to agreement and reasonable notice, be requested to work additional hours,
up to the daily/fortnightly ordinary hours of a full time employee, in which case the additional hours worked
will be paid as ordinary time. All work performed by a part-time employee that is outside the normal spread of
hours of a full time employee shall be paid at the applicable overtime rate or accumulated as TOIL. On a case
by case basis, supervisors may authorise part-time employee to book accumulate minimal amounts of toil prior
to the employee exceeding the daily/fortnightly ordinary hours worked by a full time employee.

Employees required to work after their normal ceasing time shall be entitled to a 30 minute meal break after
two hours work where work is to continue beyond two hours.

48.7.1 Provided that where such overtime continues beyond 6.00pm, a thirty minute meal break shall be
provided after one hour where work is to continue beyond one hour.

48.7.2  After each further period of four hours overtime on the same day, the employee shall be allowed thirty
minutes for a meal break where work is to continue beyond four hours.

48.7.3 No deduction of pay shall be made for such meal breaks.

48.7.4 In all other circumstances, an employee shall be entitled to a meal break of thirty minutes after five
hours of overtime where the employee is required to work beyond the 5™ hour. A further meal break
of thirty minutes shall be provided after each additional period of four hours where the employee is
required to work beyond this period. No deduction of pay shall be made for such meal break. The
employee has the option of having the meal break at the end of the overtime period.

Personal/Carer’s Leave

Full time employee(s) except casuals, pieceworkers, and school-based apprentices and trainees, is entitled to
one hundred and fourteen hours personal/carer’s leave (including sick leave) for each completed year of their
employment. Part time employees accrue personal/carer’s leave on a proportional basis.

These employees are entitled to take carer’s leave to care for an immediate family or household member who
is sick and requires the employees care and support. Immediate family includes: spouse, defacto spouse, child,
parent, grandparent, grandchild or sibling of the employee or their spouse.

This entitlement will accrue on a fortnightly basis from commencement of employment.

Payment for personal/carer’s leave (including sick leave) will be made based on the number of hours which
would have been worked if the employee were not absent.

Personal/carer’s leave (including sick leave) may be taken for part of a day.

The payment of personal/carer’s leave (including sick leave) is subject to the employee promptly advising
Council of the employee's absence and its expected duration.

An employee may be required to provide evidence of the illness to Council’s satisfaction. When the
employee's absence is for more than two days the employee is required to provide a doctor's certificate, or
other reasonably acceptable evidence to Council’s satisfaction, about the nature and approximate duration of
the illness.
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In cases where an employee's record of attendance at work deteriorates to a point where it can be deemed to be
unsatisfactory, the employee will be required to produce satisfactory evidence, which may include a doctor's
certificate before payment of any sick leave is made.

An employee's accumulated sick leave entitlements are preserved when:
49.9.1 The employee is absent from work on unpaid leave granted by Council.

49.9.2 Council or the employee terminates the employee's employment and the employee is re-employed
within three months.

49.9.3 The employee's employment is terminated because of illness or injury and the employee is re-
employed by the same employer without having been employed in the interim.

The employees accumulates sick leave entitlements whilst absent from work on paid leave granted by the
employer.

Where the arrangement of ordinary working hours provides for an employee to be off on one or more days in a
work cycle, sick leave shall not be payable where the employee is sick on such day or days off.

Higher Duties
An employee primarily engaged on the duties of a higher level for one or more hours shall be paid four hours
at the higher rate. Should the employee be required to perform higher duties for in excess of four hours they

will be paid the rate applicable to such higher level for the entire day.

Employees employed on awards other than the QLGOA98 and are required to act in a QLGOA98 position
shall have clause 50.1 apply.

On-call Arrangements

An employee who is on-call and being paid the on-call allowance shall be entitled to a minimum payment of
three ordinary hours. The minimum payment shall only apply to the first call out. If an employee does not
leave home to attend to the situation e.g. handled by phone they will be paid a minimum of thirty minutes at
ordinary time.

An employee shall be entitled to payment of eight ordinary hours for being on call on a Sunday or Public
holiday less any hours worked which will be paid at the applicable overtime rates.

OFFICERS EMPLOYED UNDER THE LOCAL GOVERNMENT OFFICERS AWARD 1998
Operation

Clauses numbered fifty two to sixty one inclusive apply only those employed under the Queensland Local
Government Officers Award 1998.

Hours of Work

Subject to sub-clause .5 of this clause the hours of duty of QLGOA98 employees will be between the hours of
6 am and 6 pm, Monday to Friday.

All QLGOA98 employees will be paid for hours worked during the core hours of duty set out in sub-clause .1
of this clause, at each employee’s ordinary rate of pay and in accordance with Schedule A of this Enterprise
Bargaining Agreement.

Unless otherwise agreed employees will start and finish at the workplace location specified in each individual
employee’s letter of appointment or alternative written notice.

The working day will include one twenty minute paid smoko break which is to be taken on or in close
proximity to the worksite and a fifty six minute unpaid lunch break. The timing of such breaks is to be
determined by the on-site supervisor and in accordance with award provisions.

Employees will work seventy two and a half hours over a nine day fortnight. A rostered day off (RDO) will be
determined by Council and fall on a day that suits operational requirements. Where possible the employee will
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be given thirty days notice of a change in the regular rostered day off. An employee and their supervisor may
negotiate to take RDO’s on a day other than Monday or Friday; such agreements should be in writing.

53.5.1 When requested by Council to overcome a specific or exceptional circumstance, employees can be
required to work on an RDO and such time worked will be accumulated up to a maximum of 40 hours
(“Banked RDO’s”).

53.5.2 Banked RDO’s are to be taken by the employee, up to the maximum accrued, at a mutually agreed
time between Council and the employee.

53.5.3 Any RDO’s accrued by an employee in excess of 40 hours, will be paid at the overtime rates of time
and a half.

53.5.4 Notwithstanding sub-clause 53.5.3, Council may at its sole discretion pay the employee for working
an RDO at the prescribed overtime rate prior to the employee accumulating in excess of 40 hours.

Hours of work for Operational Supervisors (employed prior to October 1995)

Operational Supervisors employed in Council’s Construction and Maintenance area prior to the above date
shall work a nineteen day month over a four week period.

Unless otherwise agreed with the Overseer, work shall commence at 7 am and finish at 3.38 pm. The working
day will include one twenty minute paid smoko break which is to be taken on or in close proximity to the
worksite and a one hour unpaid lunch break.

Hours of work for Library employees
Full time Library employees will work seventy two and a half hours in a fortnight over ten days.

A shift allowance will be paid for those days with hours worked outside the span of hours identified for other
employees employed under the QLGOA98.

Overtime and TOIL (Time Off In Lieu)

All authorised time worked outside or in excess of the core hours of duty specified in 53.1 of this Agreement
headed ‘Hours of Work’ on any day, will be deemed to be overtime. An employee may request for TOIL to be
accumulated instead of being paid overtime. Toil will be accumulated at time and accumulated hours shall be
taken at a time mutually agreed. Any TOIL accumulated in excess of twenty four hours will be paid out at the
overtime rate of time and a half. Upon written request from an employee, supervisors may authorise the
accumulation of TOIL in excess of twenty four hours.

QLGOA98 employees appointed at level six or above will not be paid overtime rates until such time as in
excess of twenty four hours of TOIL have been accumulated.

Except as provided in this clause, overtime will be paid for at 1.5 times the ordinary rate for overtime worked
between Monday and Friday.

All overtime worked on weekends will be paid for at the rate of double time with a minimum payment of three
hours at overtime rates.

If an employee completes a rostered shift and is recalled to return to work overtime on one of their ordinary
working days, the employee will receive a minimum payment of three hours at applicable overtime rates.

Employees required to continue work after the normal ceasing time shall be entitled to a thirty minute meal
break after two hours work where work is to continue beyond two hours.

56.7.1 Provided that where such overtime continues beyond 6.00pm, a thirty minute meal break
shall be provided after one hour where work is to continue beyond one hour.

56.7.2 After each further period of four hours overtime on the same day, the employee shall be
allowed thirty minutes for a meal break where work is to continue beyond four hours.

56.7.3 No deduction of pay shall be made for such meal breaks.

56.7.4 In all other circumstances, an employee shall be entitled to a meal break of thirty minutes
after five hours of overtime where the employee is required to work beyond the fifth hour. A
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further meal break of thirty minutes shall be provided after each additional period of four
hours where the employee is required to work beyond this period. No deduction of pay shall
be made for such meal break. The employee has the option of having the meal break at the
end of the overtime period.

Personal/Carer’s Leave

Every full time QLGOA98 employee, except casuals, pieceworkers, and school-based apprentices and trainees,
is entitled to one hundred and eight and three quarters hours personal/carer’s leave (including sick leave) for
each completed year of their employment. Part-time employees accrue sick leave on a proportional basis.
Employees are entitled to take carer’s leave to care for an immediate family or household member who is sick

and requires the employees care and support. Immediate family includes: spouse, defacto spouse, child, parent,
grandparent, grandchild or sibling of the employee or their spouse.

This entitlement will accrue on a fortnightly basis from commencement of employment.

Payment for personal/carer’s leave (including sick leave) will be made based on the number of hours which
would have been worked if the employee were not absent.

Personal/carer’s leave (including sick leave) may be taken for part of a day.

The payment of sick leave is subject to the employee promptly advising Council of the employee's absence and
its expected duration.

An employee may be required to provide evidence of the illness to Council’s satisfaction. When the
employee's absence is for more than two days the employee is required to provide a doctor's certificate, or
other reasonably acceptable evidence to Council’s satisfaction, about the nature and approximate duration of
the illness.

In cases where an employee's record of attendance at work deteriorates to a point where it can be deemed to be
unsatisfactory, the employee will be required to produce satisfactory evidence, which may include a doctor's
certificate before payment of any sick leave is made.

An employee's accumulated sick leave entitlements are preserved when:

57.9.1 The employee is absent from work on unpaid leave granted by Council.

57.9.2 Council or the employee terminates the employee's employment and the employee is re-employed
within three months.

57.9.3 The employee's employment is terminated because of illness or injury and the employee is re-
employed by the same employer without having been employed in the interim.

The employees accumulates sick leave entitlements whilst absent from work on paid leave granted by the
employer.

Where the arrangement of ordinary working hours provides for an employee to be off on one or more days in a
work cycle, sick leave shall not be payable where the employee is sick on such day or days off.

Salary Progression from level one to two

Council agrees that those employees engaged in a level one position will automatically progress to level two
on a competency basis where the tasks performed exceed that of a level one position.

Higher Duties

Employees must be performing work of higher level officer for four or more days before they can be paid at
the higher rate.

On-call Arrangements
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60.1 An employee who is on-call and being paid the on-call allowance shall be entitled to a minimum payment of
three ordinary hours. The minimum payment shall only apply to the first call out. If an employee does not
leave home to attend to the situation e.g. handled by phone they will be paid a minimum of thirty minutes at
ordinary time.

61.0 Locality Allowance

61.1 In addition to remuneration otherwise payable under this agreement QLGOA98 employees shall be paid a
locality allowance as prescribed by Directive Number 19/99 made pursuant to provisions of s.34 of the Public
Service Act 1996.

62.0 Union Entitlements

62.1 Union Encouragement provisions

62.2 This Agreement recognises the union encouragement provisions as gazetted by the full bench of the
Queensland Industrial Relations Commission on 21 December 2000.

62.2 Union Recognition
This Agreement recognises the union parties to this agreement and their accredited representatives as the
legitimate representatives of members covered by the Agreement.

62.3 Industrial Relations Principle
The parties acknowledge that structured, collective industrial relations will continue as a fundamental principle
of the Council.

62.4 Entitlements of Union Delegates
All Union Delegates, subject to the discretion of the Chief Executive Officer, will be afforded the following
entitlements:

62.4.1 To perform their role as Union Delegate without any discrimination in their employment.

62.4.2 To formal recognition by the Council that endorsed Union Delegates speak on behalf of Union
Members in the workplace in relation to negotiating the Enterprise Bargaining Agreement and dispute
resolution matters.

62.4.3 To consultation and access to reasonable information about the workplace and the business.

62.4.4 To be reasonably paid time to represent the interest of Members to the employer and industrial
tribunals.

62.4.5 To reasonable paid time during normal working hours to consult with Union Members.

62.4.6 To reasonable access to telephone, facsimile, photocopying, internet and e-mail facilities for the
purpose of carrying out work as a Delegate and consulting with workplace colleagues and the Union.

62.4.7 To place Union information on a notice board in a prominent location in the workplace.

62.4.8 To take reasonable leave to work with the Union.

62.5 Paid Union Meetings
The parties will promote a participative and consultative workplace environment and all employees will be
able to participate in any paid union meetings of a reasonable duration

4) SIGNATORIES TO CERTIFIED AGREEMENT

Signed for and on behalf of Burdekin Shire CounCil ...........c.ccccciiiiiiiieiiciece e Ken Holt

INThE PIESENCE OF ..o et e e e e e b e sre st e aesrens Dianne Schultz

Signed for and on behalf of Burdekin Shire CouncCil .............cccocciiviiiiiiniciceee e Bill Lowis

INThe PrESENCE OF ..o et e et et seesaesrennens Dianne Schultz
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Signed for and on behalf of The Australian Workers” Union of Employees, Queensland ......... William Ludwig
IN the PrESENCE OF ... it see b e e Stacey Schinnerl

Association of Queensland, Union of EMPIOYEES .........ccooiviiiiiiiniiicieree e Michael Ravbar

IN the PIESENCE OF ... it se b b nne s Siobhan Doogan
Signed for and on behalf of The Construction, Forestry, Mining and Energy,

Industrial Union of Employees, QUEENSIANT ..........cc.eoveieiiiiirieciceeere e Michael Ravbar

IN Tthe PrESENCE OF .. .ot re e et e e seesteseenrens Siobhan Doogan
Signed for and on behalf of the Automotive, Metals, Engineering,

Printing and Kindred Industries Industrial Union of Employees, Queensland .............cc.cccoee... Rohan Webb

IN TNE PIESENCE OF ...ttt Ann-Marie Allan
Signed for and on behalf of the Queensland Services, Industrial Union of Employees.............. Katherine Nelson
INTthe PIESENCE OF ..o e b et ae e e et e e e srestesreareas Tneka Springett
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Schedule A - Rates of Pay

MECHANIC GRADE 7 LH 51,657.32 54,138.13 56,713.29 59,386.34
BRI Employed under anAuyagghptger than the QLGOASS g 453.08 50,812.25 | 53,261.15 | 55,802.83
PEOMBER HH(24) 56:160-50 52:584-67 55:166-39 5771227
PLUMBER ZONEIC(2-4) Anri8al 98,62 51,170.79 53,632.95 56,188.93
PUMP ATTIW ALL TimgsSalgny 69,791.72 | Effectiyg 3o | Effective do
Grade _ _ evel —Current [ Effective 06/07/2012 July, 2013 _ [ July, 2014
PUIVI ALL 45,909.UC 4:) 711.09 ar, 566.45 U, 307.24
ARLENVEL EADING C7H(T) 49,672.22 52,07767 5457441 57,166.27
ARNDMBLH L/H(2-4) 50,520.56 53,688.60 53,600.39 60,3%8.00
2AVERASTHLEADING ZONEIC(1) 48,310.34 50,663.79 | 53,106.97 | 55,642.93
HAND ZONEIC, 51,162.28 53,624.22 56,179.88 58,832.66
_____ OMBLH ZONEIC(24) 48,798762 5117079 53,632:95 56,188:93
WATER LEAD HAND L/H 52,524°16 55,038.10 57,647.32 60,356.00
APPRENMEC TYR(409%) 18,080:34 18,974.58 19,902.83 20,806.24
WATER LEAD HAND ZONEIC 51,162.28 53,624.22 56,179-88 58,832.66
APPREN MEC %ﬁé‘m%) 24,860.47 26,090.05 27,366.40 28,691.08
WWW Fitter (C7) ZONE 4874324 51 11329 5357353 50,127
TAPPRENMEC SYR{75%) 33,900:63 35,577.35 37,317.81 62},144.4U
VVVVVV FTUET (L0) A9\~ NN 29,120.30 20,£90.2¢ 58,955.48 oL
TAPPRENTMEC N 4YR(90%) 40,680.76 2,692.81 44 78137 46.949.04
TECECTRICIANTCS) GRADES 57,468.06 60,169.78 6297427 65,885.:05
TGRADE T ,_ ZONE 4117386 43,256.49 45418717 47,661.98
ELCECTRICIANTCS) ZONE 56,066.92 58,715:34 61,46445 64,318:03
TGRADE T ZONECWA 4253574 4670.37 46,885.01 49,185.32
GRADE 1 . , . .. | ZONECWAIC _ 43,684.42 45,862.73 48,123.21 50,469.98
—Employees emptoyedunder the T rounm Wage Award State 2003
RADE 2 AN 41,397.98 43489.04 | 4565954 | 4791253
GRADE 2 ZONECWA 42,759.86 44,902.92 47,126.98 49,435.87
GRADE 2 ZONECWAIC Anmzpd 63164 46,095.28 | 48,364.58 | 50,720.53
GRADE 3 ZONE T | daosnr | CEES | T
T1Tauc LCVCTI ou Tt NN B A S ATACIVIV/AVE i FAVE Ve July, ZULo JuUuly, ZULe
PRARIEE s tEVELA—-EPD PEVEAYRAGH 16 rs) 12:337.08 1247283 | 1499860 | 20.904.27
PRAIIEE SKHLLEVELA—| 610 PEUS VR (G12 17Yrs) 1659748 58:37385 | 5760608 | 3387480
GRADE 4 7ORIBUT OE SCHOOL (18 42,988.92 45,140.50 47,373.77 49,691.89
GRADEE SKILL LEVEL A | YONECWA 42,383.40 285684.04 | 2500834 | B6478.88
PEAREL st tevera—| AVRYWAIC 20 154848 103 SROREL | AR
GRADE 5 ZORBUT OF SCHOOL 2379960 25°98702 | 4824726 | 5UBIB.58
GRAIEE SKILL LEVEL A | RONEGWA 48,764.48 41,368.96 38,074.60 82,852.97
GRADE 5 ZONECWAIC 46,310.16 48,588.26 50,952.30 53,406.58
GHxpE gmployed under the Qugensiard Local Government OfficeraAguareis1 998 47,174.38 49,484.86 51,883.24
GRADE 6 SEXTON 45,418.10 47,662.02 49,991.10 52,408.69
GRADE 6 ZONEASSOP An4§a4l'§am 47,662.02 49,991.10 52,408.69
GRADE 6 ZONECWA TinkbSau88 49,075.90 | Effdctind. 34 | EffshBg2.03
GradeE 6 keygEcwalc - Curreng gp | Effective 06/8¢/3882a | Jubp 28334 | Juky, 20440
GRABE % FoRPILT 43,658.34 46,66%.48 | 59589.33 | 26,548.04
GRABE ¥ SARENA 48,218 43 50,993.69 | 2497843 | 58,986.98
GRABE % PHRERNDAIC 20,547.88 31,386.88 | 34,278.60 | 39,844.89
GRABE & 89k 9/20 28,923.64 39,819.8% | 34,233.89 | 38,649.48
GRABE & FHREAAA 38,365.33 40,354.66 | 4%,883.44 | 49,448.68
ERABE & EBXEEtAIC 43,38%.83 4493881 | 4854488 | 48,938.98
GRABE & EBMERBrop 48,949.94 4,669.00 | 4%,395.44 | 48,196.74
GRABE & EBNERDB 80% 30,881 .43 36,888.48 | 8481654 | 39,3%3.49
GRADE 1 LEVEL B 90% 39,590.12 41,094.54 42,656.14 44,277.07
flRARRNIC (neg wage) ERYHEG £5,698.48 42,809.34 | 49,088.30 | B6,A34.48
| RABRNIC (neg wage) ERYHER 1 H #0,484.78 4808878 | 48,852.54 | 52,364.86
falReRR C ERMHERQ 47,508.93 49,308.48 | 23,3888 | B3,186.63
flReRR C ERYHER 48,1534.88 B0,640.688 | BA.233.88 | B4,588.33
faRARERIC ERMHEA 1 H B8,844.44 83,972.6B | B3,865.69 | BA,603.89
falRARRRIC ERYHES 54,442.48 B3,389.8 | BBAA4.43 | BY,533.98

25




GRADE 2 LEVEL C 52,822.16 54,829.40 56,912.92 59,075.61
GRADE 2 LEVEL D 54,207.51 56,267.39 58,405.55 60,624.96
GRADE 2 LEVEL D 10 59,628.26 61,894.13 64,246.11 66,687.46
GRADE 2 LEVELACAW 51,436.59 53,391.43 55,420.13 57,526.23
GRADE 2 LEVELBCWA 52,805.60 54,812.46 56,895.17 59,057.32
GRADE 2 LEVELCCWA 54,184.04 56,243.28 58,380.36 60,598.95
GRADE 2 LEVELDCWA 55,569.39 57,681.27 59,872.99 62,148.30
GRADE 3 LEVEL A 55,595.16 57,707.77 59,900.67 62,176.89
GRADE 3 LEVEL B 56,982.81 59,148.15 61,395.78 63,728.82
GRADE 3 LEVEL C 58,365.52 60,583.41 62,885.58 65,275.23
GRADE 3 LEVEL D 59,751.86 62,022.43 64,379.28 66,825.69
GRADE 3 LEVELACAW 56,957.04 59,121.65 61,368.11 63,700.23
GRADE 3 LEVELBCWA 58,344.69 60,562.03 62,863.22 65,252.16
GRADE 3 LEVELCCWA 59,727.40 61,997.29 64,353.02 66,798.57
GRADE 3 LEVELDCWA 61,113.74 63,436.31 65,846.72 68,349.03
GRADE 4 LEVEL A 61,139.51 63,462.81 65,874.39 68,377.62
GRADE 4 LEVEL B 62,528.80 64,904.90 67,371.28 69,931.39
GRADE 4 LEVEL C 63,913.82 66,342.54 68,863.56 71,480.38
GRADE 4 LEVEL D 65,300.15 67,781.56 70,357.26 73,030.83
GRADE 4 LEVELACAW 62,501.39 64,876.69 67,341.83 69,900.96
GRADE 4 LEVELBCWA 63,890.68 66,318.78 68,838.72 71,454.73
GRADE 4 LEVELCCWA 65,275.70 67,756.42 70,331.00 73,003.72
GRADE 4 LEVELDCWA 66,662.03 69,195.44 71,824.70 74,554.17
GRADE 5 LEVEL A 66,684.18 69,218.18 71,848.47 74,578.72
GRADE 5 LEVEL B 68,069.20 70,655.83 73,340.75 76,127.70
GRADE 5 LEVEL C 69,459.49 72,098.95 74,838.71 77,682.58
GRADE 5 LEVELACWA 68,046.06 70,632.06 73,315.91 76,102.06
GRADE 5 LEVELBCWA 69,431.08 72,069.71 74,808.19 77,651.04
GRADE 5 LEVELCCWA 70,821.37 73,512.83 76,306.15 79,205.92
GRADE 6 LEVEL A 71,769.27 74,496.51 77,327.37 80,265.81
GRADE 6 LEVEL B 74,079.39 76,894.41 79,816.40 82,849.42
GRADE 6 LEVEL C 76,390.50 79,293.34 82,306.48 85,434.13
GRADE 7 LEVEL A 78,701.60 81,692.26 84,796.57 88,018.84
GRADE 7 LEVEL B 81,012.71 84,091.19 87,286.66 90,603.55
GRADE 7 LEVEL C 83,321.51 86,487.73 89,774.26 93,185.68
GRADE 8 LEVEL A 86,095.49 89,367.12 92,763.07 96,288.07
GRADE 8 LEVEL B 88,867.18 92,244.13 95,749.41 99,387.88
GRADE 8 LEVEL C 91,640.17 95,122.50 98,737.15 | 102,489.17
GRADE 8 LEVEL D 94,243.09 97,824.32 | 101,541.65 | 105,400.23
GRADE 8 LEVEL E 96,844.68 100,524.78 | 104,344.72 | 108,309.82
Officers Employed under the National Training Wage Award 2000
Annual Full-
Time Salary Effective 1 | Effective 1

Grade Level - Current Effective 06/07/2012 July, 2013 | July, 2014
TRAINEE SKILL LEVEL A G10 PLUS 1YR (G11 16YTrs) 15,736.76 16,334.76 16,955.48 17,599.79
TRAINEE SKILL LEVEL A G10 PLUS 2YR (G12 17YTrs) 18,915.52 19,634.31 20,380.41 21,154.87
TRAINEE SKILL LEVEL A 1YR OUT OF SCHOOL (18 21,960.90 22,795.41 23,661.64 24,560.78
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Yrs)
2YR OUT OF SCHOOL
TRAINEE SKILL LEVEL A (19Yrs) 25,583.74 26,555.92 27,565.05 28,612.52
3YR OUT OF SCHOOL
TRAINEE SKILL LEVEL A (20+YTrs) 29,295.76 30,409.00 31,564.54 32,763.99
SCHOOL BASED TRAINEE | GRADE 11 21,500.59 22,317.61 23,165.68 24,045.97
SCHOOL BASED TRAINEE | GRADE 12 23,599.97 24,496.77 25,427.65 26,393.90
TRAINEE SKILL LEVEL A G10PLUS 4YR 25,583.74 26,555.92 27,565.05 28,612.52
B T A raree. st () 52.38 5438 | 5644 58.59
Construction Allowance Plumbers (Tn) 52.38 54.38 56.44 58.59
Construction Allowance Mechanics (fn) 53.89 55.94 58.07 60.27
Allowances to increase as per Formula relating to Base Rate Effective
Maghanis pisability Allow.(25% Of C10) - Hourly  July 201572 | 061071201289 | 2035830 | S oD
E@M@é@o R@Wase as-perwage-increase R 14.10 14.78 LU+U15'49 . I\é*zﬁz
PRUERIERRBAIN G240 Loayly 34.54 3343 3884 13.94
cheLioRLanaly witdly Balys) 183:66 186349 | 10888 | 04248
SEYELEEE RENFIR 408 - Daily 4398 A685 | 43081 2348
| RENEAYRRARAELSYE!S 1188 1342 13.9¢ 13.48
Confined Spaces Allowance - Building 0.77 0.80 0.83 0.86
Confined Spaces - Mechanics - Hourly 0.75 0.78 0.81 0.84
Explosive Power Tool Allowance - Daily 0.16 0.16 0.17 0.17
First Aid Allowance - Plumbers 25.81 26.79 27.81 28.87
First Aid Allowance - State 28.85 29.95 31.08 32.27
First Aid Allowance - Mechanics 29.62 30.74 31.91 33.13
Mechanic Dirt Money - Hourly 0.55 0.57 0.59 0.62
Mechanic Repair Work - Hourly 0.75 0.78 0.81 0.84
On Call Allowance State - Daily 14.91 15.48 16.07 16.68
Rubbish Allowance - Daily 2.23 2.31 2.40 2.49
Poison Spray Allowance - Daily 2.83 2.94 3.05 3.16
Sewerage Crane Operator Allowance 2.72 2.83 2.94 3.05
Tandem Trailer Allowance - Daily 2.96 3.08 3.19 3.31
Toilet Cleaning - Weekly 8.22 8.53 8.85 9.19
Work In Water <762Mm 1.58 1.64 1.70 1.77
Dirt Money - Daily 0.42 0.43 0.45 0.47
Wet Places 4.21 4.37 4.54 4.71
Living Away From Home Allowance - Weekly 308.10 319.81 331.96 344.57
Meal Allowance State 12.58 13.06 13.56 14.07
Tool Allowance - Mechanics 50.61 52.53 54.53 56.60
Tool Allowance - Plumbers 55.93 58.06 60.26 62.55
Plaque Laying - Weekly 8.61 8.94 9.28 9.63
Leading Hand Allowance Const (fn) 44.18 45.86 47.60 49.41
Leading Hand Allowance Mechanics (fn) 58.19 60.40 62.69 65.08
Leading Hand Allowance Plumbers (2-4) (fn) 67.08 69.63 72.27 75.02
Leading Hand Allowance Plumbers (1) (fn) 48.30 50.13 52.04 54.02
Leading Hand Allowance Plumbers (6 not more than 10) 93.04 96.57 100.24 104.05
Leading Hand Allowance Mechanics f/n (Negotiated Wage) 85.49 88.74 92.11 95.61
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