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1.3 APPLICATION
1.3.1 This Agreement applies to the McKinlay Shire Council (Council) and employees engaged in

classifications listed in Schedules to this Agreement, except those specifically excluded in Clause
1.3.2.



1.3.2 This Agreement shall not apply to the employment of a senior officer, as defined in Division 2 —
Section 1 — Clause 4.2 of the Queensland Local Government Industry (Stream A) Award — State
2017, employed pursuant to a written contract of employment, where:

a) The contract of employment states that the Award or Agreement will not apply to the
terms and conditions applicable to the employee; and

b)  The terms and conditions of the contract do not result, on balance, in a reduction in
the overall terms and conditions of employment that would have been applicable to
the employee under the Agreement.

1.4 PARTIES BOUND
This Agreement shall be binding on the following Parties:

a)  McKinlay Shire Council (Council);
b) the employees of the Council whose classifications appear in this Agreement or the
parent Awards (herein after called the employees); and
c¢) the following Unions:
) Queensland Services, Industrial Union of Employees;
° The Australian Workers’ Union of Employees, Queensland;
. The Construction, Forestry, Mining and Energy, Industrial Union of employees
Queensland.

1.5 AWARD RELATIONSHIP
This Agreement shall be read and applied wholly in conjunction with the terms of the following
Awards: -

° Queensland Local Government Industry (Stream A) Award - State 2017

° Queensland Local Government Industry (Stream B) Award - State 2017

. Queensland Local Government Industry (Stream C) Award - State 2017

Where the terms “Award” or “Awards” is used in the Agreement it refers to one or more of the Awards
listed above.

Provided that where there is any inconsistency between this Agreement and the above Awards, this
Agreement shall prevail to the extent of that inconsistency. Where this Agreement is silent, then the
applicable Award shall apply.

The exception to this will be Local Area Agreements (LAA’s) developed during the life of this
Agreement.

1.6 NO EXTRA CLAIMS

During the period of operation of the agreement it is agreed that there shall be no further claims for
wage or salary increases or improvement in employment conditions sought, or granted, except for
those provided under the terms of this agreement or adjustments to allowances granted by the
Queensland Industrial Relations Commission from time to time.

1.7 DATE AND PERIOD OF THE AGREEMENT

This Agreement shall be effective, once certified by the QIRC and shall continue to have effect
until the nominal expiry date of June 30, 2021 or until varied or terminated in accordance
with the relevant legislation in place at the time. Where this Agreement is not varied or terminated



in accordance with the relevant legislation, it shall continue to have full effect following the nominal
expiry date until it is varied or terminated.

From the date of operation of this Agreement, all other workplace agreements shall cease to have
effect.

1.8 RENEGOTIATION

Any party to this agreement may propose renegotiation of this agreement within six months prior to
this Agreement’s nominal expiry date with an aim to finalise the replacement agreement prior to this
agreement reaching the nominal expiry date.

2. PURPOSE AND OBJECTIVES OF THE AGREEMENT

2.1 PURPOSE
It is agreed that the continued financial viability of the Council is fundamental to this Agreement
and as such;

a) sets out the framework for simultaneously achieving ongoing productivity and
efficiency improvements; and
b) improved working conditions for the Council’s employees.

2.2 OBIJECTIVES OF AGREEMENT

This Agreement facilitates a workplace that is responsive to a changing environment. The Council
and employees can then anticipate and react to pressures from the community, business and
government sectors. Accordingly, it assists the Council and its employees to maximise efficiency
and effectiveness. This process shall include the following elements:

a) Provide greater flexibility in workplace practices and facilitate improved efficiency,
productivity and quality of employment and provide rewards and recognition
commensurate with these improvements.

b) Commit to achieving continued productivity improvements and established
performance indicators to ensure provision of a quality service to the community
and the Council’s customers.

c) Promote a harmonious and productive work environment through ongoing
cooperation and consultation.

d) Commit to maintaining a healthy and safe work environment.

e) Focus on competitiveness to ensure the Council maintains a viable, effective and
secure workforce.

f) Promote job satisfaction by enabling employees to gain and utilise a broad range of
skills and access relevant training programs in order that employees can achieve these
objectives.

g) To enhance the opportunity for staff to achieve a balance of work and family life and
thereby contribute to improved work satisfaction and morale and consequently to
the increased effectiveness and efficiency of operations to the mutual benefit of the
Council and staff.

h)  The Parties shall be committed to and cooperate with the terms of this Agreement
to ensure its ongoing success.



2.3 JOINT CONSULTATIVE COMMITTEE
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2.3.2

2.3.3
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2.3.5

2.3.6

In order to facilitate ongoing and harmonious industrial relations the Parties to this Agreement
shall maintain a Joint Consultative Committee (JCC). Union/s and management are committed
to achieving improved and effective consultation in the workplace, and agree that cooperative
consultation will provide employees with an opportunity, through their union/s and
committee representatives, to participate fully in decisions which impact on their working
lives and improve productive performance.
The JCC shall comprise of representatives of the Council's management, and union officials
and union delegates from the unions listed as parties to this Agreement who represent
employees. Management representatives shall consist of the CEO and any person(s)
nominated by the CEO.
Each committee representative will be entitled to nominate a proxy to attend when they are
unable to attend.
It is also acknowledged that there may be occasions when it will be necessary to invite
additional representatives to JCC meetings. Where this is likely to occur it is the responsibility
of the parties to advise in advance to the chair of the necessity to extend the maximum
participation numbers, which will not be unreasonably withheld.
The JCC shall meet in February, June, September and December of each calendar year, with
dates and times to be agreed by the JCC. Should there be the need for an additional meeting/s,
time and dates or changes to the meeting/s time, and dates this will be mutually agreed upon
by all parties.
The JCC will consider all matters including, but not limited to:
. Workplace issues that have the potential to impact employees, including work units,
divisions or the entire organisation, e.g. workloads; and
° Monitor and review implementation of this Agreement; and
° Undertake specific responsibilities and activities in accordance with this Agreement;
and
° Identify areas where better work practices could be implemented to improve
efficiencies, reduce costs and lead to greater job satisfaction, and
° Any other matter raised by union or management which impacts the workforce.

2.4 CONSULTATION
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2.4.2

2.4.3
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2.45

2.4.6

Council will consult with employees, and where relevant, their union/s before making a
decision likely to be of particular significance to the employees.

'Significant effects' includes termination of employment; major changes in the composition,
operation or size of the employer's workforce or in the skills required; the elimination or
diminution of job opportunities or job tenure; the alteration of hours of work; the need for
retraining or transfer of employees to other work or locations and the restructuring of jobs.
Where the Award makes provision for alteration of any of the matters referred to in clauses
2.4.1,2.4.2 and 2.4.3 an alteration shall be deemed not to have significant effect.

The employer shall consult the employees affected and their union/s about the introduction
of the changes, the effects the changes are likely to have on employees (including the number
and categories of employees likely to be dismissed, and the time when, or the period over
which, the employer intends to carry out the dismissals) and ways to avoid or minimise the
effects of the changes (e.g. by finding alternate employment).

For the purpose of such consultation the employer shall provide in writing to the employees
concerned and, where relevant, their union/s, all relevant information about the changes
including the nature of the changes proposed, the expected effects of the changes on
employees, and any other matters likely to affect employees.

Notwithstanding the provision of clause 2.4.6 the employer shall not be required to disclose
confidential information, the disclosure of which would be adverse to the employer's
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2.4.9

interests.

Where appropriate a special meeting of the JCC referred to in clause of this Agreement will be
organised at the request of any party to this agreement within 2 weeks if no meeting of the
JCC is scheduled for that period, or at a time mutually agreed by the parties.

At that special meeting of the JCC employees and their union/s will provide feedback on the
employer’s proposal including options which will include ways to avoid or minimise the effects
of the proposed changes.

Council commits to give genuine consideration to any proposals received.

2.5 JCCFACILITIES
The following facilities shall be made available to the Parties involved in any consultative forum set

up in accordance with this Agreement:

a) Meetings, associated work and reporting should occur in normal working time.

b) Reasonable access to normal Council facilities such as word processing,
photocopying, postal system internal mail, telephone, storage facilities and meeting
rooms.

c)  Access to a room with normal office facilities shall be provided for representatives of
the Parties to discuss matters associated with consultative forums established under
this agreement.

2.6 DISPUTE SETTLEMENT/RESOLUTION

2.6.1

2.6.2

Prevention and settlement of disputes - Award matters

a) The objectives of this procedure are the avoidance and resolution of any disputes over
matters covered by the relevant Awards and this Agreement by measures based on
the provision of information and explanation, consultation, co-operation and
negotiation.

b)  Subject to legislation, while the dispute procedure is being followed normal work is to
continue except in the case of a genuine safety issue. The status quo existing before
the emergence of a dispute is to continue whilst the procedure is being followed. No
party shall be prejudiced as to the final settlement by the continuation of work.

c) In the event of any disagreement between the parties as to the interpretation or
implementation of the relevant Awards and this Agreement, the following procedures
shall apply:

i) the matter is to be discussed by the employee's union representative and/or the
employee/s concerned (where appropriate) and the immediate supervisor in the
first instance. The discussion should take place within 24 hours and the
procedure should not extend beyond 7 days;

ii)  if the matter is not resolved as per clause 2.6.1(c)(i), it shall be referred by the
union representative and/or the employee/s to the appropriate management
representative who shall arrange a conference of the relevant parties to discuss
the matter. This process should not extend beyond 7 days;

iii) if the matter remains unresolved it may be referred to the employer for
discussion and appropriate action. This process should not exceed 14 days;

iv) if the matter is not resolved then it may be referred by either party to the
Commission.

d) Nothing contained in this procedure shall prevent unions or the employer from
intervening in respect of matters in dispute should such action be considered
conducive to achieving resolution.

Prevention and settlement of employee grievances and disputes — other than Award
matters



a) The objectives of the procedure are to promote the prompt resolution of grievances
by consultation, co-operation and discussion to reduce the level of disputation and to
promote efficiency, effectiveness and equity in the workplace.

b)  The following procedure applies to all industrial matters within the meaning of the Act:
Stage 1: In the first instance the employee shall inform such employee’s immediate

supervisor of the existence of the grievance and they shall attempt to resolve
the grievance. It is recognised that an employee may exercise the right to
consult such employee’s union representative during the course of Stage 1.

Stage 2: If the grievance remains unresolved, the employee shall refer the grievance
to the next in line management (“the manager”). The manager will consult
with the relevant parties. The employee may exercise the right to consult or
be represented by such employee’s representative during the course of Stage
2.

Stage 3: If the grievance is still unresolved, the manager will advise the employer and
the aggrieved employee may submit the matter in writing to the employer if
such employee wishes to pursue the matter further. If desired by either party
the matter may also be notified to the relevant union.

c¢) The employer shall ensure that:

i) the aggrieved employee or such employee's union representative has the

opportunity to present all aspects of the grievance; and

ii)  the grievance shall be investigated in a thorough, fair and impartial manner.

d) The employer may appoint another person to investigate the grievance or dispute. The
employer may consult with the employee representative in appointing an investigator.
The appointed person shall be other than the employee's supervisor or manager.

e) If the matter is notified to the union, the investigator shall also consult with the union
during the course of the investigation. The employer shall advise the employee
initiating the grievance, the employee's union representative and any other employee
directly concerned of the determinations made as a result of the investigation of the
grievance.

f) The procedure is to be completed in accordance with the following time frames unless
the parties agree otherwise:

Stage 1: Discussions should take place between the employee and such
employee’s supervisor within 24 hours and the procedure shall not
extend beyond 7 days.

Stage 2: Not to exceed 7 days.

Stage 3: Not to exceed 14 days

g) Ifthe grievance or dispute is not settled the matter may be referred to the Commission
by the employee or the union.

h)  Subject to legislation, while the grievance procedure is being followed normal work is
to continue except in the case of a genuine safety issue. The status quo existing before
the emergence of a grievance or dispute is to continue while the procedure is being
followed. No party shall be prejudiced as to the final settlement by the continuation of
work.

i) Where the grievance involves allegations of sexual harassment an employee should
commence the procedure at Stage 3.

2.7 TYPES OF EMPLOYMENT
An employee may be engaged on a Full-time, Part-time, casual or fixed term basis.

2.7.1 Casual Conversion

a) Along term casual employee is defined as an employee who is employed as a casual
employee on a regular and systematic basis for a period of at least one (1) year,



employed under the Local Government Industry Award Stream B and C, may elect
(subject to the provisions of this clause) to have their contract of employment
converted to that of a permanent employee. The Council may on reasonable grounds
refuse the employee’s request.

b)  Casual employees employed under the Local Government Industry Award Stream A
may request conversion to a permanent employee under the terms of the relevant
clause in Schedule 2 Section 1 of that Award.

c¢)  Whereitis agreed that a long term casual employee has their contract of employment
converted to that of a permanent employee, the conversion will take effect from the
commencement of the next pay cycle following such agreement, unless otherwise
mutually agreed.

d) The average number of ordinary hours the long term casual has worked over the
previous three (3) months shall be used as a guide to determine the type of permanent
employment.

e)  Conversion of employment will not impact the employee’s continuity of employment.

2.7.2 Apprentices & Trainees

a) The contract of employment for apprentices and trainees shall be as required by the
Order — Apprentices and Trainees Wages and Conditions (Excluding Certain
Queensland Government Entities) 2003, the relevant Award and this Agreement.

b)  The Parties to this Agreement recognise the importance of employing Apprentices and
Trainees either directly or indirectly to ensure proper skills and development of the
trade or discipline. The Council agrees that Apprentices and Trainees shall be entitled
to all terms and conditions of this Agreement, and their weekly ordinary wage rate of
pay shall be calculated in accordance with the salary scales at Schedule 1 of this
Agreement.

2.8 SECURITY OF EMPLOYMENT

The Parties recognise that the Council wishes to preserve as many of the positions that currently exist.
Accordingly, the Council shall take steps to ensure that they have the benefit of a stable and
committed workforce.

The Parties to this Agreement believe that security of employment is an outcome of service delivery
to the community. The Parties further agree that they intend to preserve and where appropriate,
increase Council’s ability to provide continuing high quality services to the community and in doing so
create security of employment.

Such steps shall include measures to increase the security of employee’s employment; however, the
Parties recognise that the Council shall require the use of contractors or hire staff on contract to carry
out Council work. Where this occurs in the following areas, this agreement shall not have effect.

a)  The Council shall use contractors where the work volume is beyond the capacity of the
Council’s resources or existing staff.

b) Where the type of work or specialisation required is beyond the capacity of the
Council’s resources or existing staff.

c) Incircumstances where it is more cost effective to deliver quality services.

d) Contractors and/or their employees shall not be appointed to any position as
permanent employees unless normal recruitment and selection processes have
been followed.



The use of contractors/labour hire personnel shall be managed in a manner that ensure the optimal

Council business and community needs are achieved without eroding the job security of existing

permanent employees.

If a service is already outsourced by contract at the time of signing of this Agreement, then that service
shall not be affected by this clause.

2.9 REDUNDANCY

2.9.1 Consultation before terminations

a)

b)

c)

Prior to the Council deciding that they no longer wish 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,
the Council shall consult the employee directly affected and where relevant, their
Union or Unions that are a party to this Agreement.

The consultation shall take place as soon as it is practicable prior to the Council
making the decision, which shall invoke the provisions of sub-clause (a) 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.

For the purpose of this sub-clause 2.9.1(b) measures to avoid or minimize the
terminations and/or adverse effects on the employees concerned will include, but not
be limited to, such things as discussions relating to retraining and/or redeployment
options prior to redundancies taking effect.

For the purpose of the consultation the Council shall provide in writing to the
employees concerned and, where relevant, their Union or Unions that are a party to
the Agreement, 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.

Provided that, the Council shall not be required to disclose confidential information, or
information that is protected by legal or professional privilege, the disclosure of which
would be adverse to the Council’s interests.

2.9.2 Transfer to lower paid duties

a)

b)

Where an employee is transferred to lower paid duties for reasons set out above

the employee shall be 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.

The Council may, at the Council's option, make payment in lieu thereof of an

amount equal to the difference between the former amounts that the Council would

have been liable to pay and the new lower amount the Council is liable to pay the

employee for the number of weeks of notice still owing.

The amounts must be worked out on the basis of:

° the ordinary working hours to be worked by the employee; and

. the amounts payable to the employee for the hours including, for example,
allowances, loadings and penalties; and

° any other amounts payable under the employee's employment contract.



2.9.3 Time off during notice period

a)

b)

Where a decision has been made to terminate an employee in the circumstances
outlined above, 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 the Council, be required to produce proof of attendance at an interview or
the employee shall not receive payment for the time absent. For this purpose a
statutory declaration shall be sufficient.

2.9.4 Severance pay

Period of Continuous Service Severance Payment (weeks)
Less than 1 year nil
1 year but not more than 2 years 4
More than 2 years but not more than 3 years 6
More than 3 years but not more than 4 years 7
More than 4 years but not more than 5 years 8
More than 5 years but not more than 6 years 9
More than 6 years but not more than 7 years 10
More than 7 years but not more than 8 years 11
More than 8 years but not more than 9 years 12
More than 9 years but not more than 10 years 13
More than 10 years but not more than 11 years 14
More than 11 years but not more than 12 years 15
More than 12 years 16

2.9.5 Employees with less than one year’s service

This clause (2.9) shall not apply to employees with less than one year's continuous service and the
general obligation on the Council should be no more than to give relevant employees an
indication of the impending redundancy at the first reasonable opportunity, and to take such steps
as may be reasonable to facilitate the obtaining by the employees of suitable alternative

employment.

2.9.6 Employees exempted

This Clause shall not apply:

a)

b)
c)
d)

Where employment is terminated as a consequence of misconduct on the part of the
employee; or

to employees engaged for a specific period or task(s); or

to casual employees; or

if the Council obtains acceptable alternative employment for an employee that does
not involve relocation from the shire area.



2.9.7 Incapacity to pay
The Council in a particular redundancy case may make application to the QIRC to have the general

severance pay prescriptions amended on the basis of the Council’s incapacity to pay.

3. WORKING ARRANGEMENTS

3.1 ORDINARY HOURS

3.1.1 Work Cycles

Full-time and Fixed Term employees (who are employed to work either a 38 hour or 36.25 hour
week) shall work their ordinary hours within a nineteen day month. However, depending on
operational requirements a different work cycle may be agreed upon by the relevant Parties. For
the purpose of this clause a month means two (2) consecutive fortnights.

The work cycle shall provide an Rostered Day Off (RDO) each month. The Parties agree that the
principle behind RDO’s is that the RDO shall be taken when due. Banking of any RDQO’s shall be by
prior written arrangements with the Council.

3.1.2 Span of Hours
It is agreed that the span of hours shall be worked between the hours of 5:00 a.m. and 7:00 pm.

Ordinary hours shall be worked on any day Monday to Friday inclusive. However, by agreement with
the relevant employee/s, employee/s may agree to work their ordinary hours from Monday to Sunday
(inclusive).

The ordinary hours may include employees working:

° Any consecutive five (5) days in seven (7); or
. Any consecutive ten (10) days in fourteen.

Where an employee is required to work on a Saturday, Sunday or a Public Holiday, they shall receive
the relevant penalty rate as per the Parent Awards in place when this Agreement is certified by the
QIRC.

3.1.3 Saturday, Sunday, Public Holidays
Notwithstanding clause 3.1.2 employees employed in the following positions/areas may be required
to work Saturday or Sunday or a Public Holiday to suit the operational requirements of the Council.

a) Aerodrome and airports;

b)  Caretakers and hall organisers;

c) Cleaners;

d) Community Services and recreation centres;

e) Garbage, Sanitary, Sullage & Sewerage employees;
f) Local Law Enforcement;

g) Libraries;

h)  Livestock and Saleyards;

i) Rural Grader drivers;

j) Visitor Information Centres and Tourism Services.



3.2 NINETEEN DAY MONTH

The Council agrees to continue with the 19 day month for the duration of this Agreement. Provided
that, a different work cycle may be agreed upon from time to time in order to meet the Council’s
operational requirements.

3.3 AUTHORISED OVERTIME

Employees shall not work any overtime unless they have been instructed to do so by the employee’s
supervisor or where other agreed arrangements are in place. Unauthorised overtime worked may not
be paid as they shall be considered voluntary hours.

3.4 MAJOR WORKS AND PROJECTS

For certain major works and projects, flexible work hours, days or weeks may be required. The agreed
flexibility shall be by mutual written agreement between the CEO and the relevant employees and
their representatives, if requested. This flexibility is not to be unreasonably withheld by either Party.

3.4.1 Averaging hours
In these circumstances, ordinary hours may be spread over seven (7) days and may include (but not
be limited to):

a)  Arranging working days over an extended period to accommodate project work,
peaks and troughs in workloads or climatic weather patterns (10 on 4 off, etc). In such
cases, Saturdays and Sundays falling within the period of work shall not incur
overtime payment unless the average of 38 or 36.25 (as appropriate) hours has been
exceeded over the roster cycle.

b)  Averaging ordinary hours as determined in clause 3.4.1 (a) shall apply to rural
grader drivers.

c¢) Implementing overlapping shift rosters for increased productivity and greater
utilisation of plant and equipment.

3.5 ROSTERED DAYS OFF (RDO)

3.5.1 Engineering services staff

Employees within Engineering Services shall generally work a nineteen day month, allowing one (1)
RDO each month. Depending on operational requirements, a different work cycle may be worked e.g.
a ten (10) day on four (4) day off work cycle.

Generally, no banking of RDO’s shall be permitted, however flexibility is provided for and employees
may, if required to work their RDO, bank up to three (3) days to be used during the Christmas
closedown.

On request of an employee or a management representative, an RDO can be reallocated to a different
day with the agreement of the Council and a majority of staff within a crew. This decision would then
apply to all staff within that crew.

This clause shall not preclude the Parties agreeing to a different work cycle depending on operational
circumstances. Banked time, whether it be RDO’s and/or Time Off In Lieu of Overtime Worked (TOIL)
must be used prior to taking of annual/long service leave.

3.5.2 All other staff



All other staff shall generally work a nineteen day month, allowing one (1) RDO each month.

Generally, no banking of RDO’s shall be permitted, however, flexibility is provided for and employees
may, if required to work their RDO, bank up to three (3) days to be used during the Christmas
closedown.

Upon the request of an employee or the Council, an RDO may be reallocated to a different day.

Banked RDO’s may be taken at any other time subject to agreement between the employee and
supervisor. All RDO’s shall be available when required subject to employees giving at least one (1)
week’s notice in writing to their supervisor and provided that the Council operations and provision of
services are not interrupted or rendered less efficient or more costly.

Banked time, whether it be RDO’s and/or TOIL must be used prior to taking of annual/long service
leave. This clause shall not preclude the Parties agreeing to a different work cycle depending on
operational circumstances.

3.6 WET WEATHER

Meaningful work shall be carried out during wet weather. Supervisors shall maintain a register of
suitable works that can be carried out during wet days so that time is not lost in allocating appropriate
work.

During wet weather, where it may not be possible to carry out meaningful work, employees may be
directed to take their RDO and then work their allocated RDO as a normal day. Reallocation of RDO’s
in this manner may only occur on three (3) occasions throughout the year. This shall be determined
by management/supervisors on a case by case basis.

For this clause, meaningful work includes alternate duties which are considered to be within the
capabilities of the employee and may also include skill enhancement and other training initiatives.

3.7 LOCAL AREA AGREEMENTS (LAAs)

The parties agree that it is appropriate to provide for a process that enables workgroups or individuals
to develop and implement flexible working arrangements suited to the needs of the workgroup or
task(s) in hand.

Where the employees to be directly affected and the Council mutually agree on the need for such
flexible working arrangements the following process shall be applied:
a) The Council and the majority of impacted employees agree on the need for a flexible
working arrangement or LAA.
b) The impacted employees and where relevant, their union/s, and the Council shall
consult, reach agreement by majority and then document the LAA.
c)  LAAsrequire consensus from the majority of impacted employees and approval by the
CEO in order to be ratified.
d) All other LAA’s created during the term of this Agreement shall be maintained by the
Council.



e) The terms of the LAA must be in writing setting out the terms, including the pre-
determined term of the agreement and provisions for the termination of the
agreement and signed by Council and the relevant employees.

The Parties acknowledge the requirement for LAAs as these allow the Council’s Business Units or
individuals to develop and implement flexible working arrangements designed to achieve improved
productivity for specific roles, duties or projects. In instances where a conflict exists between an
existing LAA and a proposed new LAA, the status quo shall be maintained until the conflict is resolved
through the Dispute Resolution procedure contained within this Agreement.

3.8 FAMILY FRIENDLY WORKING ARRANGEMENTS
The parties to this agreement support the provision of flexible working arrangements which are
consistent with objectives of this agreement in Clause 2.2.

Where an employee requests a flexible work arrangement, this request will be managed in
accordance with Part 3 Division 4 of the Queensland Employment Standards in the Queensland
Industrial Relations Act.

3.9 TIME OFF IN LIEU OF OVERTIME WORKED (TOIL)

Overtime can only be worked with the prior approval of an employee’s supervisor. Any overtime
worked by employees covered by this Agreement shall be paid at the appropriate overtime rate.
However, with the approval of the Council the employee may elect to take TOIL and shall be allowed
time off duty equal to the number of hours worked as overtime.

Such time off shall be on a one for one basis, paid at the ordinary time rate of pay, and may be taken
at any time subject to the following conditions:
a) The employee has accumulated an appropriate amount of TOIL at the commencement
of the day upon which the TOIL is taken;
b)  Operational needs are to be considered when time off is granted and employees time
off shall only be approved when it doesn’t impose on operational demands;
c)  Priorapproval of the supervisor has been obtained. Where four or more hours accrued
time off is to be taken, such requests must be submitted to the supervisor with at least
24 hours’ notice;
d) In the case of an emergency an employee may contact their manager and arrange to
take this time off without 24 hours’ notice.

Generally, TOIL shall be given and taken within three (3) months of the occurrence of the overtime,
however with the Council’s approval TOIL, up to a maximum of three (3) days, may be banked for
longer than three (3) months for use during the annual closedown period. The combined annual
closedown banked time be it RDO and/or TOIL cannot exceed the three (3) days.

For those employees working a ten (10) on four (4) off roster (or other similar arrangements), the
period of three (3) months may be extended with CEO approval. For example, where in the interests
of operational efficiency, the employees work through a public holiday as part of their normal work
cycle.



Subject to the above, all other TOIL not taken within three (3) months of accrual shall be paid out at
single time. Where TOIL is not granted by the Council within the prescribed three (3) month period,
the time off shall be paid to the employee at the applicable overtime rate. Banked time, whether it be
RDQ’s and/or TOIL must be used prior to taking of annual/long service leave.

4. REMUNERATION AND BENEFITS

4.1 WAGE SCHEDULE
Employees whose conditions of employment are governed by this Agreement shall receive over the
life of this Agreement remuneration as detailed in Schedule One (1) of this Agreement.

Nothing in this Agreement shall be read as restricting the Council from offering, or from restricting an
employee from accepting an hourly rate of pay or salary higher than that shown in the remuneration
Schedule. Where this occurs the higher rate of pay shall be used for all purposes, such as annual leave,
personal/carer’s leave and any other authorised paid leave.

4.2 SALARY/WAGE INCREASE
Wage/Salary increases under this Agreement shall be as detailed below and shall become effective
from the first (1%%) full pay period following the date stated below.

e Upon Certification and backdated to July 1 2017 — 3.0%; and
e July 12018 —-2.0%; and

e July12019-2.0%; and

e July12020-2.5%.

Any Award increases granted during the term of this Agreement shall be absorbed in the increases
granted under this Agreement.

4.3 HIGHER DUTIES

In an acknowledgement that the Council requires some employees to undertake higher duties to
assist with the Council’s operations, each employee who performs higher duties shall be paid at the
higher rate for the actual hours worked. If an employee was to work more than four (4) hours at a
higher level then they shall be paid for the whole shift (day) at that higher rate.

4.4 SUPERANNUATION

4.4.1 Superannuation contributions will be made to a complying fund of the employee’s choice.
Where the employee does not choose a fund, superannuation payments will be made by
Council to LGIA Super as the default fund.

4.4.2 Superannuation payments will be made for all periods of paid leave in accordance with
legislative requirements.

4.4.3 Council will continue to pay superannuation contributions to the nominated superannuation
fund monthly and payments disclosed on employee’s payslips.



4.5 SALARY SACRIFICE

Salary sacrifice refers to an arrangement where an employee elects to receive part of their gross
salary as a benefit rather than as salary. To achieve this, the Employee sacrifices a portion of their
pre-tax ordinary pay as prescribed by the Award or this agreement for the specified benefits.

Council encourages Employees to seek independent financial advice prior to entering into any salary
sacrifice arrangements.

All salary sacrifice arrangements must comply with any Australian taxation laws and rulings affecting
salary sacrifice arrangements that may be introduced or amended from time to time.

Employees will have the option of requesting that part of their gross pay may be salary sacrificed to
provide the following benefits:-
. Contributions to a complying superannuation fund
° Lease of a motor vehicle, or
° Any other lawfully deductable benefits as requested by the employee, including but
not limited to, remote area benefits, tools of trade and relocation benefits where
applicable and which salary sacrifice arrangements are available.

Council may engage the services of an independent salary sacrificing organisation to facilitate the
management of salary sacrificing arrangements.

Any tax, direct financial and administration costs of the salary sacrifice arrangement will be borne by
the employee and no additional cost will be incurred by Council due to the salary sacrifice
arrangement.

Notwithstanding anything contained in this clause, the employees gross pay prior to any salary
sacrifice deduction will be used as the basis of calculation of any other entitlements or deductions that
may derive from the pay rate. Such matters include, but not limited to:

. Termination Payments, superannuation and paid leave

. Calculation of redundancy benefits

. Calculation of overtime, shift and allowance payment.

4.6 CLASSIFICATIONS, POSITION DESCRIPTIONS AND SALARY INCREMENTS

The Council’s positions are classified in accordance with the level definitions provided for in the
relevant Awards, and in some cases in conjunction with an independently sought job evaluation
technique. Position descriptions shall be used as the primary source of classifying positions.

4.8.1 Final Trim Grader Driver

Designated final trim grader operators are those grader operators responsible for construction of
roads to level tolerances of plus or minus 15 mm and shall be classified at Level 7 of this agreement.
Provided that where a grader operator is not classified at Level 7 and performs work that would be
classed as final trim work, the grader operator shall receive higher duties for the time so worked.



4.7 SALARY INCREMENTS

Employees who have their terms and conditions governed by the LGIA Stream A Schedule 2 Section 1
shall move to the next highest salary point within a level by annual increment subject to satisfactory
performance for the previous twelve months in accordance with the Council’s annual performance
appraisal system.

4.8 ALLOWANCES

All existing allowances are to remain for the duration of this Agreement, as per the relevant award
with the exception of the following allowances. The allowances listed below shall be subject to
adjustment each year in line with the percentage wage increase as determined in clause 4.2 of this
Agreement.

4.8.1 Camp Allowance

When it is necessary for an employee to live in a camp provided by the Council, either because there
are no reasonable transport facilities to enable such employee to travel to and from home each day
or because such employee is directed to live in such a camp, the employee shall be paid such an
allowance per night as shown in Schedule 2 to this Agreement.

4.8.2 Meal Allowance

Where an employee works overtime and that work continues beyond two (2) hours, the Council shall
provide the employee with a suitable meal. Where the Council is unable to provide the meal or
chooses not to, the employee shall be paid such an allowance as shown in Schedule 2 to this
Agreement.

4.8.3 Dangerous Chemicals Allowance
Employees using dangerous chemicals (e.g. highly poisonous herbicides/pesticides) shall be paid such
an allowance as shown in Schedule 2 to this Agreement.

4.8.4 Dead Animal Allowance
Where an employee is engaged in the removal of a dead animal by hand they shall be paid such an
allowance as shown in Schedule 2 to this Agreement.

4.8.5 Clothing allocation
This clothing clause shall be administered as per the Council’s Policy. Employees provided with the
corporate clothing are required to wear the corporate clothing on all occasions during work periods.

4.8.6 Sodium Fluoro Acetate

Where an employee is directed by the Council to prepare Sodium Fluoro Acetate baits for the control
of wild dogs and feral pigs, the employee shall receive such an allowance as shown in Schedule 2 to
this Agreement.

4.8.7 Toilet Cleaning Allowance

Where an employee is employed to, or is directed to, clean public toilets or toilets within Council’s
buildings and spaces, the employee shall receive a flat allowance as shown in Schedule 2 to this
Agreement. To avoid doubt to and in order to claim this allowance, the employee has to be actively
engaged in cleaning urinals and pedestals and not be employed in just hosing out the toilet block.



5. LEAVE ARRANGEMENTS

5.1 BEREAVEMENT LEAVE
With the CEQ’s approval, employees may be granted up to a maximum of five (5) days off work upon
the death of an immediate family member (as defined below in this clause).

These five (5) days shall consist of:
a) Two (2) days bereavement leave on each occasion; plus
b) A maximum of three (3) accrued sick leave days;
c) Where an employee does not have sufficient sick leave accrued, with the permission
of the CEO the employee may access accrued annual leave or other paid leave.

With the CEQ’s approval, employees may be granted up to three (3) days leave from their sick leave
entitlements on each occasion where the deceased person is a relative but falls outside the definition
of an immediate family member (as defined below in this clause).

The taking of bereavement leave shall be subject to the production of evidence of death satisfactory
to the CEO or the completion of a statutory declaration, if so requested.

Access to bereavement leave in other circumstances may be available subject to the agreement of the
CEO.

Immediate family member or household shall mean:
a) Anemployee’s spouse, child, parent, grandchild, grandparent or sibling;
b) A child, ex-nuptial child, step child, adopted child, foster child, ex-foster child, parent,
grandparent, or sibling of the employee’s spouse.
c)  The word spouse shall have the meaning of same sex spouse, a former spouse, a de
facto spouse or a former de facto spouse.

5.2 ANNUAL LEAVE

5.2.1 Accrual
All employees covered by this Agreement shall be entitled to paid annual leave of five weeks (25) days
per 12 months, plus a loading of 17.5%.

Annual leave shall be taken at times mutually agreed between the employee and their supervisor,
apart from the Christmas shutdown. Annual leave due shall be taken within two (2) years of the due
date, unless the Council approves accrual beyond two (2) years.

5.2.2 Annual Leave Reduction Scheme

Where an employee has accrued an excessive amount of annual leave the employee shall be required
to participate in a leave reduction scheme. Such scheme shall require the employee to reduce their
accrued bank of annual leave over an agreed period of time. For the purpose of this sub-clause an
excessive amount of annual leave shall be any such leave in excess of ten (10) weeks.

5.2.3 Melbourne Cup Day



An employee shall have the right to apply to use an RDO or a day’s annual leave to attend a function
on the Melbourne Cup day. The Council shall not unreasonably refuse such an application.

5.2.4 Annual Leave Approval

Council will provide an employee who applies for annual leave with a response to their leave
application within 14 days of the application being submitted. If the leave is denied, a reason for this
decision will be provided in writing and any alternative options for available leave dates will be
discussed with the employee.

If the employee is not satisfied with the decision made by their supervisor concerning their leave
application, they may access the grievance/dispute resolution procedure in this agreement to address
their concerns.

Employees who are aware that they may have future specific needs for leave are encouraged to
discuss these with their supervisor at the earliest possible time and prior to making definite
commitments to holiday plans.

Employees are required to maintain a leave balance to allow paid leave to be available to cover normal
annual closedown periods.

5.3 LONG SERVICE LEAVE

5.3.1 Accrual

All full-time employees shall accrue a long service leave entitlement at the rate of 1.3 weeks for each
completed year of continuous service. Part-time and casual employees shall be entitled to long service
leave on a pro-rata basis in relation to the ordinary hours worked.

Long service leave may be taken or the employee shall be paid out on resignation or termination of
employment on a pro-rata basis on completion of seven (7) or more year’s of continuous service with
Local Government in Queensland.

5.3.2 Long Service Leave Reduction Scheme

Where an employee has accrued in excess of 19.5 weeks of long service leave the employee shall be
required to participate in a leave reduction scheme. Such scheme shall require the employee to
reduce their accrued bank of long service leave over an agreed period of time.

5.4 PERSONAL LEAVE

5.4.1 Sick Leave
Employees whose terms and conditions are governed by this Agreement shall be entitled to 15 days
sick leave per annum. For calculation purposes 1 day is defined as 7.25 ordinary hours for employees
under the LGIA Stream A Division 2 Section 1 award and 7.6 ordinary hours for employees under the
other LGIA awards.

An employee shall be required to provide a medical certificate or other reasonably acceptable
evidence to the Council in order to claim sick leave for absences in excess of two (2) days per occasion.
There will be no limit as to the amount of sick leave an employee can use whilst employed with MSC.



Where an employee claims sick leave immediately prior or post a public holiday, a weekend, an RDO,
other permitted day off work they shall be required to provide a medical certificate in order to claim
paid sick leave. Where the employee does not provide the required medical certificate or other
reasonably acceptable evidence to the Council, they may not receive payment for the day claimed.

5.4.2 Carer’s Leave

Where an employee is required to care for an immediate family member, as defined in clause 5.1 of
this Agreement, they are able to access ten (10) days of their accrued sick leave per annum. The use
of any further sick leave to provide care for an immediate family member (as defined by the
Queensland Industrial Relations Act 2016 or its successor) shall be subject to the approval from the
CEO.

5.5 PARENTAL LEAVE
Employees who qualify for parental leave may gain additional access to annual leave and long service
leave as prescribed below:

a) Employees may nominate to take annual leave as part of their parental leave on the
basis of doubling their current available annual leave days and being paid at half pay;
and/or

b) Employees eligible for long service leave after seven (7) years may nominate to take
their long service leave as part of their parental leave on the basis of doubling their
current available long service leave days and being paid at half pay, in accordance with
the terms of this Agreement.

c) The combination of annual leave and/or long service leave at half pay together with
unpaid parental leave shall not exceed 52 weeks in total.

This leave can either be taken concurrently, or following the taking of any benefits from Government
Parental Leave Schemes.

5.6 STATE EMERGENCY SERVICES OR FIRE BRIGADE

Where an employee is a member of a recognised Emergency Services (including SES or QLD Fire
Service) Organisation and they are required during working hours to attend an emergency, there shall
be no loss of ordinary time pay for the period agreed to by the Council.

The Council has no responsibility for any expenses incurred during the employee’s absence to conduct
emergency work. The period of leave must be approved by the Council and such leave shall be
recognised for the accrual of entitlements.

On approach from SES or QLD Fire Services, an employee may be granted leave for training purposes
provided such training is in line with the Council’s Training Policy.

5.7 ANNUAL CLOSEDOWN
The Council’s operations shall be closed during the Christmas and New Year period. A skeleton crew
as identified by the Council shall be maintained on duty for the duration of the shutdown.

Employees shall initially self-roster for the shutdown periods acknowledging that if agreement cannot
be arrived at by employees, the Council shall appoint employees to the skeleton crew as necessary.



Final approval of the roster is with the Council to ensure that the necessary skilled personnel remain
on the skeleton crew. During the shutdown period employees acknowledge that they shall undertake
a variety of duties, as tasks require. By the 15" September in each year, employees will be advised of
the final arrangements of the shutdown for the coming Christmas/New Year period.

Employees shall be required to take annual leave over this period subject to RDO and TOIL clauses.

This clause shall not prevent the Council from either extending/splitting the shutdown period or
because of climatic conditions, introducing a second shutdown period. This shall only occur with
approval from the CEO and consultation with relevant employees, for example where the finishing of
a 10/4 shift does not correspond with the forecast closure period.

5.8 EXTRAORDINARY EVENT CLOSEDOWN

At the discretion of the CEO, the Council may require a compulsory close down for a maximum of five
(5) working days due to an extraordinary event. This type of leave can only be on one (1) occasion per
annum.

During this type of event, employees may utilise any amount of RDO or TOIL accumulated by
employees and the monthly RDO’s referred to in the Wet Weather clause of this agreement. Where
an employee has insufficient RDO’s or TOIL they may access their accrued annual leave or where an
employee has insufficient accrued annual leave, with the Council’s agreement the employee may take
an amount of annual leave in advance.

Where an employee takes annual leave in advance and they either resign or have their employment
terminated prior to the annual leave recurring, the Council shall deduct the amount owing from the
employee’s final payment.

5.9 Domestic Violence Leave

(a)  All Parties to this agreement are committed to providing appropriate safety and support
measures to those affected by domestic and family violence. All employees are entitled take
domestic and family violence leave in accordance with Section 52 of the Industrial Relations Act
2016.

(b)  All personal information concerning domestic and/or family violence will be kept confidential
and only shared with authorised persons. No information will be maintained on an employee’s file
without their written permission. Council will develop and implement Workplace Safety Planning
strategies to ensure the protection of employees affected by domestic and/or family violence, which
will include and communicate such strategy in its Domestic Violence Policy.



6. MISCELLANEOUS PROVISIONS

6.1 ALCOHOL/DRUG TESTING
The Council may carry out random testing of employees during their duty hours, for substance-
induced impairment.

6.2 EMPLOYEE DEVELOPMENT

6.2.1 Training
The Parties recognise that in order to increase the efficiency and productivity of the Council, a
significant commitment to structured training and skill development is required.

The Council is committed to training staff and developing a more highly skilled and flexible workforce.
Training and skill development, where possible, shall be carried out in normal working hours, and
where possible travel shall be undertaken during normal business hours.

It is acknowledged that training is of mutual benefit for both the Council and the employee; as such,
any training provided outside of an employee’s ordinary hours shall be accrued as TOIL or paid at
ordinary time.

It is the employee’s responsibility to obtain licenses/operating permits to further their career with the
Council, however the utilisation of the Council plant/equipment, which is not required for projects at
a given time, may be authorised by the CEO for training/gaining of experience. It is envisaged that, in
selected circumstances, the Council would make such plant/equipment and an operator available for
employees to gain experience and operator’s qualifications. Such training would be done in the
employee’s time. The Council in turn would provide the item of plant and an operator to carry out the
training.

6.2.2 Reasonable Costs
The Council agrees to pay and recognise all reasonable costs and time off incurred when employees
are required to attend courses, lectures and other agreed activities which:

a) Satisfy organisational development needs;

b) Are directly related to employee work areas;

c) Provide skills appropriate to employee’s career paths;

d) Are required to provide professional/trade credentials;

e) Which shall be reimbursed by Council provided that this does not contravene any

existing Award provision

Any training outside normal working hours shall have regard to employee’s family responsibilities.

All reasonable travelling and/or out-of-pocket expenses including meals incurred by an employee in
the course of the employee’s duties shall be reimbursed by the Council on the provision of relevant
receipts and no employee shall suffer from loss of pay.

6.2.3 Payment for Travel
An employee required to travel as part of the employee’s duties at hours outside the prescribed
ordinary hours of work shall be paid for such traveling time at ordinary rates Monday-Friday



inclusive and at time and a half on Saturday, Sunday and public holidays, provided that such payment
shall not exceed the ordinary hours on any day.

However if an employee attends a conference/seminar which is approved by the Council, but not
essential to the employees role, and travel to the conference/seminar requires the employee to
travel outside of normal working hours, such travel shall be undertaken on the employee’s own
time; that is, no labour cost shall be incurred by the Council by the employee travelling outside of
normal working hours. The Council shall be responsible for all reasonable costs associated with the
accommodation/bus fares/airfares/motor vehicle costs/meals, etc. of the employee attending the
conference/seminar.

Accommodation and meals shall generally be booked by and paid for by the Council provided
that, with approval of the CEO, an employee may make alternate ‘expense arrangements’,
including being paid a per day allowance in accordance with State Govt. Guidelines. In this case,
the employee shall be fully responsible for their own arrangements. The employee shall not be
required to produce tax invoices or to account in any manner for the expenditure, but shall not be
able to claim against the Council for reimbursement of any expenses relating to a period in
respect of which the per day allowance has been paid.

6.3 VACANCIES

6.3.1 Advertising Positions
Where a position in the workforce becomes available the Council shall have the option of advertising
the position internally and externally simultaneously.

6.3.2 Ongoing Employment

Provided that where an employee is employed on a temporary basis in a position and that position
becomes vacant, the Council shall maintain the right to offer the temporary incumbent ongoing
employment. Where this occurs, clause 6.3.1 shall have no effect.

For example: An employee takes Parental Leave, Long Service Leave or other paid or unpaid leave
and the position is filled by a temporary employee. If the employee taking the leave resigns their
employment during the period of leave, the Council can either offer the temporary employee the
position or elect to advertise it.

6.4 WORK HEALTH AND SAFETY

Council is committed to providing a workplace free from health, safety and environmental incidents.
Council will promote the prevention and management of situations that cause injury or illness in the
workplace.

The parties commit to continuous improvement in workplace health and safety standards through the
promotion of a safe and healthy working environment. All employees will be assisted in understanding
and fulfilling their responsibilities in maintaining a safe and healthy working environment.

The parties commit to adhering to the Work Health and Safety Act 2011 (or its successor) as the
minimum standard applicable.



6.4.1 Workplace Health and Safety Committee
A Workplace Health and Safety Committee (the Committee) is to be established.

The role of the Committee includes, but is not limited to:

a) Encouraging and maintaining an active interest in workplace health and safety;

b)  considering training and education needs to address workplace health and safety
issues;

c¢) keeping employees up-to-date with new standards, rules and procedures;

d) reviewing the circumstances surrounding workplace incidents;

e) helping resolve issues about workplace health and safety; and

f) providing the Company with advice on how to address workplace health and safety
issues and requirements.

The Committee will consist of an equal number of Company and employee representatives (including
elected HSRs). The Union(s) if asked to attend a committee meeting upon request from an employee
representative will not be unreasonably refused by Council.

6.4.2 Workplace Health and Safety Representatives (HSRs)
The parties to this Agreement agree that HSRs may be elected in accordance with the provisions of
the Health and Safety Act 2011.

HSR’s elected in accordance with the Health and Safety Act 2011 will have the entitlements set out
therein, subject to the following:
a) A request to attend an approved training course will be subject to the operational
requirements of the business as referenced in the Health and Safety Act 2011;
b) The provider of HSR training or refresher course will be by agreement but must be a provider
approved by Workplace Health and Safety Queensland.

6.5 UNION ENCOURAGEMENT

6.5.1 Union encouragement
The employer parties to this Award recognise the right of, and encourage, individuals to join a union.
However, it is also recognised that union membership remains at the discretion of each individual.

Union representative/s will be provided with the opportunity to discuss union membership with both
new and existing employees.

6.5.2 Union delegates

Union delegates have a role to play within a workplace and their accreditation is encouraged.

An employer shall not unnecessarily hinder accredited union delegates in the reasonable and
responsible performance of their duties.

6.5.3 Trade union training leave

Provisions concerning trade union training leave relevant to each area of local government
employment covered by the relevant Award and contained in clause 28 in each Section of Division 2
in the relevant Award.

6.5.4 Right of entry



c)

d)

e)

f)

An ‘authorised industrial officer’ is any union official holding a current authority issued
by the Industrial Registrar.

Right of entry is limited to workplaces where the work performed falls within the

registered coverage of the union.

Entry procedure:

(i)  An authorised industrial officer may enter a workplace at which an employer
carries on a calling of the officer’s organisation, during the employer’s business
hours, to exercise a power under Chapter 9, Part 1, Division 5, Subdivision 2 of
the Queensland Industrial Relations Act as long as the authorised industrial
officer:

1. Has notified the employer or the employer’s representative of the
officer’s presence; and

2.  Produces their authorisation, if required by the employer or the
employer’s representative.

(i) Clause 6.5.4(c)(i) does not apply if, on entering the workplace, the officer
discovers that neither the employer nor the employer’s representative having
charge of the workplace is present.

(iii) A person must not obstruct or hinder any authorised industrial officer exercising
their right of entry.

(iv) If the authorised industrial officer does not comply with a condition of clause
6.5.4(c)(i) the authorised industrial officer may be treated as a trespasser.

Inspection of records

(i)  Anauthorised industrial officer is entitled to inspect the time and wages record
required to be kept under section 339 of the Queensland Industrial Relations
Act.

(i) Anauthorised industrial officer is entitled to inspect such time and wages record
of any current employee except if the employee:

1. Is ineligible to become a member of the authorised industrial officer’s
union; or

2.  Has made a written request to the employer that they do not want their
record inspected.

(iii) The authorised industrial officer may make a copy of the record, but cannot
require any help from the employer.

(iv) A person must not, by threats or intimidation, persuade or attempt to persuade
an employee or prospective employee to make, or refuse to make, a written
request to the employer or prospective employer that the record not be
available for inspection by an authorised industrial officer.

Discussions with employees
An authorised industrial officer is entitled to discuss with the employer, or a member
or employee eligible to become a member of the union:

(i)  Matters under the Act during working or non-working time; and

(ii)  Any other matter with a member or employee eligible to become a member of
the union, during non-working time.

Conduct



(i)  The employer must not obstruct the authorised industrial officer exercising their
right of entry powers;
(ii)  An authorised industrial officer must not wilfully obstruct the employer, or an
employee during the employee’s working time.
6.5.5 Union delegates
The Council acknowledges that elected union delegates can play an important role within a
workplace in supporting sound and harmonious employee and industrial relations and assist in
dispute resolution.

The role of the elected employee representative/union delegates shall not detract from their
primary responsibility which is to do the job they are employed to do.

Employees and their elected employee representative/union delegates agree that issues in relation
to employment of employees covered by this Agreement should be ideally addressed at their
source, by those involved, and without undue involvement of those not directly involved.

Employees agree that they shall not hold any meetings including with elected employee
representative/union delegates during normal hours of work without the prior approval of their
manager.

Unions shall inform the CEO of the names and any changes to names and contact numbers
of the appointed delegates so that these can be communicated to new employees on induction.

Elected employee representative/union delegates may discuss work related matters which have been
conveyed as a concern or grievance by an employee in order to assist resolve these concerns where
possible provided the delegate does not unduly interfere with the work in progress.

6.5.6 Union dues

Where an employee makes a written request for union due deductions to be made from their
wages, the Council shall process this request and deduction in accordance with its payroll deduction
processes.

6.6 SICK LEAVE MANAGEMENT PROCEDURE

a)  The Council shall from time to time review employee’s personal leave records with a
view to determining if there are any employees who have a record of attendance which
gives cause for reasonable concern.

b)  Where Council is concerned with an employee’s sick leave usage (due to frequent
patterns or other reasonable concerns), the employee’s immediate supervisor will
discuss the matter directly with the employee in order to determine any contributing
factors. During this discussion, the supervisor shall explain this sick leave management
procedure. Prior to the discussion, the employee shall be notified of the discussion
time and date and advised they are entitled to have a nominated representative or a
support person of their choice present at the initial and any subsequent meeting.

c) Ifthe first discussion does not provide satisfactory reason for the employee’s absences
or resolve the concerns, the employee shall be interviewed by their manager. The
employee shall be notified in writing of the time, date, reason for the meeting and that



they are entitled to have a representative or a support person of their choice present
at the initial and any subsequent meeting. If the discussion does not provide
satisfactory reason/s for the employee’s absences, a letter of warning will be provided
to the employee indicating proof of illness or a medical certificate shall be required for
any subsequent sick leave absence and shall include appropriate actions for
improvement as well as timeframes.

d) If no improvement is observed in the agreed timeframe the employee shall be
interviewed again. If the reasons provided are unsatisfactory the employee shall then
be provided with a second letter of warning.

e) This letter of warning shall inform the employee that unless their attendance record
improves further disciplinary action, up to and including termination of employment
may follow.

f) If the above action still results in unsatisfactory attendance the employee shall need
to provide the Council with a reason why their employment should not be terminated.

6.7 TRANSITION TO RETIREMENT ARRANGEMENTS

Transition to retirement arrangements may be available to those employees considering full time
retirement from the workforce and who may consider a transition period to retirement. This is in
recognition of the need to facilitate the transfer of corporate knowledge, skills and provide
guidance and mentoring to other employees prior to retirement, for the mutual benefit of the
Council and employee.

Any such arrangements between the Council and employee shall be documented in writing
confirming the agreed pattern of work required, which may include (as applicable):
a)  Weeks to be worked over the period;
b)  Minimum ordinary hours per week;
c) Days on which the work is to be performed, including the daily starting and finishing
times; and/or
d) Duty statement for the period.

These arrangements may be varied by mutual agreement between the Council and employee
and any agreed amendments are to be documented.

All leave entitlement balances accrued immediately prior to the approved Transition to
Retirement arrangement shall be maintained without reduction, except where the employee
utilised approved leave.

On commencement of the arrangement, all leave shall accrue in accordance with the relevant
hours of work clauses within this Agreement and/or applicable Parent Award.

6.8 OVERPAYMENT OF WAGES
The Council may recover an amount paid to an employee that the employee is not entitled to
where:

a) There has been an unauthorised absence from work.
b) Anerroris made by the Council in processing a wages payment



Provided the process of such recovery of overpaid wages in (a) and (b) must commence within 12
month of the date of the overpayment.

Where practical an employee may agree to a suitable repayment arrangement with the Council.
The arrangement to recover this overpayment shall be in writing and agreed to by the employee
affected and the Council.

The employee may agree at any time to repay in full the overpaid amount, thereby
eliminating the necessity of the Council to pursue, or continue to pursue recovery of overpaid
wages under this clause.

Where repayment is mutually agreed, full restitution of overpaid wages by the employee shall be
made within a 12 month period, except in exceptional circumstances. Provided that any agreed
recovery schedule shall not cause financial hardship for the employee. Any arrangement to repay
must be agreed to by both Parties and shall be in writing.



Level
1.1
1.2
1.3
14
1.5
1.6

2.1
2.2
23
2.4

3.1
3.2
33
3.4

4.1
4.2
4.3
4.4

5.1
5.2
5.3

6.1
6.2
6.3

SCHEDULE 1 — PAY RATES
Queensland Local Government Industry (Stream A)
Award — State 2017
Division 2 — Section 1 (LG Officer)

Annual Salary  Annual Salary  Annual Salary  Annual Salary  Annual Salary
prior to 1 July July 12017 July 12018 July 12019 July 1 2020

2017 3.0% 2.0% 2.0% 2.5%
Increase Increase Increase Increase
S 42,900.06 S 44,187.06 S 45,070.80 S 4597222 S 47,121.52
S 43,477.12 S 44,78143 S 45677.06 S 46,590.60 S 47,755.37
S 44,40063 S 4573265 S 4664730 S 47,580.25 S 48,769.75
S 45,265.65 S 46,623.62 S 47,556.09 S 48507.21 S 49,719.89
S 46,130.67 S 4751459 S 48,464.88 S 49,434.18 S 50,670.03
S 46,877.58 S 4828391 S 49,249.59 $ 50,234.58 S 51,490.44
$ 47,753.85 S 49,186.47 S 50,170.19 $ 51,173.60 S 52,452.94
S 48,61887 S 50,077.44 S 51,07898 S 52,100.56 S 53,403.08
S 49,483.89 S 5096841 S 51987.77 S 53,027.53 S 54,353.22
$ 50,056.45 S 51,558.14 S 52,589.31 S 53,641.09 S 54,982.12
$ 5092034 $ 5244795 S 53,496.91 S 54,566.85 S 55,931.02
$ 51,469.28 S 53,01336 S 54,073.63 $ 5515510 S 56,533.98
$ 5233430 $ 5390433 S 5498242 S 56,082.06 S 57,484.12
§ 53,19932 $ 5479530 S 55,891.21 $ 57,009.03 S 58,434.26
$ 5406321 $ 5568511 S 56,798.81 S 57,934.78 S 59,383.15
S 5492823 S 56,576.08 S 57,707.60 S 58,861.75 S 60,333.29
§ 55676.27 S 57,346.56 S 5849349 S 5966336 S 61,154.94
$ 56,541.29 $ 5823753 S 59,402.28 S 60,590.32 S 62,105.08
$ 57,405.18 S 59,127.34 S 60,309.88 S 61,516.08 S 63,053.98
$ 58153.22 $ 59,897.82 S 61,095.77 S 6231769 S 63,875.63

59,018.24 = S 60,788.79 S 62,00456 S 63,244.65 S 64,825.77

60,459.19 = S 62,27297 S 63,51843 S 64,788.79 S 66,408.51
61,900.14 =S 63,757.14 S 6503229 S 66,332.93 S 67,991.26
63,342.22 | S 6524249 S 6654734 S 67,878.28 S 69,575.24



7.1 S 64,783.17 S 66,726.67 S 68,061.20 S 6942242 S 71,157.98

7.2 S 66,224.12 S 68,210.84 S 69,575.06 S 70,966.56 S 72,740.73
7.3 S 67,66507 S 69,695.02 S 71,088.92 S 72,510.70 S 74,323.47
8.1 S 69,395.11 S 71,476.96 S 72,906.50 S 74,364.63 S 76,223.75
8.2 S 71,12403 S 73,257.75 S 74,722.91 S 76,217.36 S 78,122.80
8.3 S 72,85407 S 75,039.69 S 76,540.49 S 78,071.30 S 80,023.08
8.4 S 74,477.25 S 76,711.57 S 78,245.80 S 79,810.71 S 81,805.98
8.5 S 76,10042 S 78,383.43 $ 79,951.10 S 81,550.12 $ 83,588.88
Division 2 — Section 2 (Early Learning Centre Staff)
Annual Salary  Annual Salary Annual Annual
Annual Salary  july 1 2017 July 12018  Salary July  Salary July
prlorztg 1 July 3.0% 2.0% 12019 2.0% 12020
17
Level Increase Increase Increase 2.50%
Assistant children's services
worker
Assistant children’s services ¢ g0 o ¢ g3 $ 819.99 $ 8339 $ 857.30
worker, unqualified, year 1
Assistant children's services
T Wi e T Ve 2 S 803.00 S 827.09 S 843.63 S 860.50 S 882.02
Assistant children's services
e, Wil peer £ S 822.50 S 847.18 S 864.12 S 881.40 S 903.44
Children's services worker
Children's services worker, 1
o S 882.00 S 908.46 S 926.63 S 945.16 S 968.79
year qualified, year 1
Children's services worker, 1
o S 905.50 S 93267 S 951.32 S 970.34 S 994.60
year qualified, year 2
Sl IS TILERE . 93050 $  958.42 $ 97758 $ 99713 ¢ 1,022.06
year qualified, year 3 ) ’ ’ ’ e
Group leader
SICIDUEEL S VST $ 95550 S 984.17 $ 1,003.85 $ 1,023.93 ¢ 1,049.52

qualified, year 1
Group leader, 1 year

qualified, year 2 >
Group leader, 1 year
qualified, year 3

982.00 $ 1,011.46 $ 1,031.69 $ 1,052.32 $ 1,078.63

S 982.00 $ 1,011.46 $ 1,031.69 $ 1,052.32 $ 1,078.63

Group leader, 2 year $

SwE ) v i 1,032.00 $ 1,062.96 $ 1,084.22 $ 1,105.90 $ 1,133.55



Group leader, 2 year

L p— S 1,058.00 S 1,089.74 S 1,111.53 S 1,133.77 S 1,162.11
Group leader, 2 year
SR ) v S S 1,083.50 S 1,116.01 S 1,138.33 S 1,161.09 S 1,190.12
Group leader, 3 year
L S 1,083.50 S 1,116.01 S 1,138.33 S 1,161.09 S 1,190.12
Group leader, 3 year $ 1,08350 $ 1,116.01 $ 1,138.33 $ 1,161.09 $ 1,190.12
qualified, year 2

Assistant coordinator
Assistant coordinator, $ 1,08350 $ 1,116.01 $ 1,138.33 $ 1,161.09 $ 1,190.12

qualified, large service year 1

Assistant coordinator, S

o . 1,083.50 S 1,116.01 S 1,138.33 $ 1,161.09 S 1,190.12
qualified, large service year 2

Assistant director

ASEIREIRC el p oAV $ 108350 $ 1,116.01 $ 1,138.33 $ 1161.09 $ 1,190.12
qualified, year 1
Assistant director, 2 year
] $ 108350 S 1,116.01 $ 1,138.33 $ 1,161.09 ¢ 1,190.12
Assistant director, 2 year
] $ 110600 $ 1,139.18 $ 1,161.96 $ 1,18520 ¢ 1,214.83
Assistant director, 3 year
] $ 112900 $ 1,162.87 $ 1,186.13 $ 1,209.85 $ 1,240.10
SRR el P $ 1,129.00 $ 1,162.87 $ 1,186.13 $ 1,209.85 S 1,240.10
qualified, year 2
Coordinator
ioord'"atm’””q”a"f'ed'year $ 108350 S 1,116.01 $ 1,138.33 $ 1,161.09 ¢ 1,190.12
Coordinator, unqualified, year
; $ 108350 S 1,116.01 $ 1,138.33 $ 1,161.09 ¢ 1,190.12
Coordinator, unqualified, year
5 $ 110600 S 1,139.18 $ 1,161.96 $ 118520 S 1,214.83
Coordinator, qualified, small |« ) 1,550 ¢ 116287 $ 1,186.13 $ 1,209.85 S 1,240.10
service, year 1
Coordinator, qualified, small

. $ 1,17250 $ 1,207.68 $ 1,231.83 $ 125647 S 1,287.88
service, year 2
Coordinator, qualified, large | « | 1,550 ¢ 107,68 $ 1,231.83 $ 125647 S 1,287.88
service, year 1
Coordinator, qualified, large ¢ ) 5000 ¢ 126278 $ 1,288.04 $ 1313.80 ¢ 1,346.64

service, year 2



Coordinator, qualified, large
service, year 3

Coordinator, qualified, large
service, year 4

Director
Director, 2 year qualified,
year 1
Director, 2 year qualified,
year 2
Director, 2 year qualified,
year 3
Director, 2 year qualified,
year4

Director, minimum 3 year
qualified, year 1
Director, minimum 3 year
qualified, year 2
Director, minimum 3 year
qualified, year 3
Director, minimum 3 year
qualified, year 4
Director, minimum 3 year
qualified, year 5
Director, minimum 3 year
qualified, year 6
Director, minimum 3 year
qualified, year 7
Director, minimum 3 year
qualified, year 8
Director, minimum 3 year
qualified, year 9

1,226.00

1,226.00

1,172.50

1,226.00

1,226.00

1,226.00

1,226.00

1,226.00

1,264.00

1,264.00

1,300.00

1,308.50

1,324.50

1,340.00

1,351.50

1,262.78

1,262.78

1,207.68

1,262.78

1,262.78

1,262.78

1,262.78

1,262.78

1,301.92

1,301.92

1,339.00

1,347.76

1,364.24

1,380.20

1,392.05

$ 1,288.04

$ 1,288.04

$ 1,231.83
$ 1,288.04
$ 1,288.04

$ 1,288.04

$ 1,288.04
$ 1,288.04
$ 1,327.96
$ 1,327.96
$ 1,365.78
$ 1,374.71
$ 1,391.52
$ 1,407.80

$ 1,419.89

1,313.80

1,313.80

1,256.47

1,313.80

1,313.80

1,313.80

1,313.80

1,313.80

1,354.52

1,354.52

1,393.10

1,402.20

1,419.35

1,435.96

1,448.28

$ 1,346.64

$ 1,346.64

$ 1,287.88
S 1,346.64
S 1,346.64

S 1,346.64

$ 1,346.64
$ 1,346.64
$ 1,388.38
$ 1,388.38
$ 1,427.92
$ 1,437.26
$ 1,454.83
$ 1,471.86

$ 1,484.49



Level
1 <6months

1 >6months
2

3
4
5
6
7
8
9

Casual
1 <6months

1 >6months
2

© 00 N o 0o b~ W

Queensland Local Government Industry (Stream B) Award — State 2017
Division 2 — Section 5 (LG Employees)
Weekly Wage July 12017 Increase  July 1 2018 Increase  July 1 2019 Increase

prior to 1 July 3.0% 2.0% 2.0%

2017 Weekly Hourly Weekly Hourly Weekly Hourly
$ 889.09 $ 91576 $ 2410 $ 934.08 $ 2458 $ 952.76 $ 25.07
$ 900.79 $ 92781 $ 2442 $ 946.37 $ 2490 $ 965.30 $ 25.40
$ 912.60 $ 93998 $ 2474 $ 095878 $ 2523 $ 97795 $ 25.74
$ 924.64 $ 95238 $ 2506 $ 97143 $ 2556 $ 990.86 $ 26.08
$ 936.90 $ 96501 $ 2539 $ 98431 $ 2590 $ 1,003.99 $ 26.42
$ 951.30 $ 97984 $ 2579 $ 99944 $ 26.30 $ 1,019.42 $ 26.83
$ 976.27 $ 100556 $ 2646 $ 1,025.67 $ 26.99 $ 1,046.18 $ 27.53
$ 1,001.13 $ 1,031.16 $ 27.14 $ 1,051.79 $ 2768 $ 1,072.82 $ 28.23
$ 1,023.74 $ 105445 $ 2775 $ 1,075.54 $ 2830 $ 1,097.05 $ 28.87
$ 1,048.71 $ 1,080.17 $ 2843 $ 1,101.77 $ 2899 $ 1,123.81 $ 29.57

Hourly Rate
$ 28.78 $ 29.64 $ 30.23 $ 30.84
$ 29.16 $ 30.03 $ 30.63 $ 31.25
$ 2954 $ 30.43 $ 31.03 $ 31.65
$ 29.93 $ 30.83 $ 31.44 $ 32.07
$ 30.33 $ 31.24 $ 31.86 $ 32.50
$ 30.79 $ 31.72 $ 32.35 $ 33.00
$ 31.60 $ 32.55 $ 33.20 $ 33.86
$ 3240 $ 33.38 $ 34.04 $ 34.73
$ 3314 $ 34.13 $ 34.81 $ 35.51
$ 3395 $ 34.96 $ 35.66 $ 36.38

July 1 2020 Increase

2.5%

Weekly
976.58

989.43
1,002.40
1,015.63
1,029.09
1,044.91
1,072.34
1,099.64
1,124.48
1,151.91

Hourly

$
$
$
$
$
$
$
$
$

$

$
$
$
$
$
$
$
$
$
$

25.70
26.04
26.38
26.73
27.08
27.50
28.22
28.94
29.59
30.31

31.61
32.03
32.45
32.87
33.31
33.82
34.71
35.59
36.40
37.29



Level
Ci14
C13
Ci12
Ci11
C10
C9
C8
C7

C6

C5

C4

C3

C2 (a)
C2 (b)

Queensland Local Government Industry (Stream C) Award — State 2017
Division 2 — Section 2 (Engineering Trades)

Weekly Wage

12017

Weekly Hourly Weekly Hourly Weekly Hourly
$ 844.44 $ 869.77 $ 2289 $ 887.17 $ 2335 $ 90491 $ 2381
$ 863.22 $ 889.12 $ 2340 $ 90690 $ 23.87 $ 925.04 $ 24.34
$ 888.53 $ 91519 $ 2408 $ 93349 $ 2457 $ 95216 $ 25.06
$ 912.04 $ 93940 $ 2472 $ 958.19 $ 2522 $ 97735 $ 25.72
$ 951.30 $ 97984 $ 2579 $ 99944 $ 26.30 $ 1,019.42 $ 26.83
$ 976.27 $ 1,005.56 $ 26.46 $ 1,025.67 $ 26.99 $ 1,046.18 $ 27.53
$ 1,001.13 $ 1,031.16 $ 27.14 $ 1,051.79 $ 27.68 $ 1,072.82 $ 28.23
$ 1,023.74 $ 1,05445 $ 2775 $ 1,07554 $ 2830 $ 1,097.05 $ 28.87
$ 1,073.68 $ 1,105.89 $ 29.10 $ 1,128.01 $ 29.68 $ 1,150.57 $ 30.28
$ 1,097.98 $ 1,130.92 $ 29.76 $ 1,153.54 $ 30.36 $ 1,176.61 $ 30.96
$ 1,123.63 $ 1,157.34 $ 3046 $ 1,180.49 $ 31.07 $ 1,204.10 $ 31.69
$ 1,173.46 $ 1,208.66 $ 3181 $ 1,232.84 $ 3244 $ 1,257.49 $ 33.09
$ 1,198.43 $ 1,234.38 $ 3248 $ 1,259.07 $ 33.13 $ 1,284.25 $ 33.80
$ 1,243.65 $ 1,280.96 $ 33.71 $ 1,306.58 $ 3438 $ 1,332.71 $ 35.07

July 1 2020 2.5%

Increase

Weekly Hourly

92753 $ 2441

948.16 $ 24.95

975.96 $ 25.68
1,001.79 $ 26.36
1,04491 $ 27.50
1,072.34 $ 28.22
1,099.64 $ 28.94
1,124.48 $ 29.59
1,179.33 $ 31.04
1,206.02 $ 31.74
1,234.20 $ 32.48
1,288.93 $ 33.92
1,316.36 $ 34.64
1,366.03 $ 35.95



Allowance

Camp Allowance

Meal Allowance

Dangerous
Chemical
Allowance

Dead Animal
Allowance

Sodium Fluoro
Acetate

Toilet Cleaning
Allowances

SCHEDULE 2 — ALLOWANCE INCREASES

Prior toJuly 2017 July 12017 July12018 July12019 July 12020

$44.56 per night $45.90 $46.82 S47.76 $48.95
$16.87 per meal $17.38 $17.73 $18.09 $18.54
$0.56 per hour $0.58 $0.59 $0.60 $0.62
$1.12 per animal $1.15 $1.17 $1.19 $1.22
$56.24 per day $57.93 $59.09 $60.27 $61.78
$13.50 per week $13.91 $14.19 S14.47 $14.83



SIGNATORIES

Signed for and on behalf of the
MCKINLAY SHIRE COUNCIL John Kelly
(Print Name)

CHIEF EXECUTIVE OFFICER

Inthe presence of
Tenneil Cody

(Print Name of Witness)



Signed for and on behalf of the s
The Australian Workers’ Union of Employees, Queensland
Stephen Kenneth Baker

SECRETARY

Inthe presence of
Breanna Beattie

(Print Name of Witness)



Signed for and on behalf of the s

The Construction, Forestry, Mining and Energy, Industrial Union of Employees Queensland

Inthe presence of

(Print Name of Witness)



Signed for and on behalf of the e
Queensland Services, Industrial Union of Employees

Neil Henderson

(Print Name)

Secretary

Inthe presence of
Michelle Robertson

(Print Name of Witness)
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