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PART 1 - PRELIMINARY 

 
1.1 TITLE 

This Agreement will be known as the Isaac Regional Council Certified Agreement 2026 (hereafter 
referred to as this Agreement). 

 

1.2 RELATIONSHIP TO PARENT AWARDS 

(i) This Agreement will be read in conjunction with the Parent Awards listed in clause 1.2.1. Where 
there is any inconsistency between the Awards and this Agreement, the terms of this 
Agreement will prevail to the extent of the inconsistency. Where this Agreement is silent on any 
matter the relevant Award conditions will apply. 

 
(ii) Existing over-award payments and conditions of employment will continue to apply, except 

where the terms of this Agreement expressly provide otherwise. 

(iii) Where the QIRC amends the terms and conditions of the Awards stated in clause 1.2.1 relating 
to wages, allowances or any other remuneration increase, that increase will have no effect on 
wages and allowances stated in this Agreement. In effect this will see employees who have their 
terms and conditions of employment regulated by this Agreement receiving the allowance and 
wage increase shown in this Agreement without any general wage adjustments determined by 
the QIRC applying. 

 
1.2.1 Parent 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; 

• Order - Apprentices’ and Trainees’ Wages and Conditions (Excluding Certain 
Queensland Government Entities) 2003; and 

• Training Wage Award State 2012. 
 

1.3 PARTIES BOUND 

The parties to this Agreement are: 

• Isaac Regional Council - the Council; 
• The Australian Workers' Union of Employees, Queensland – AWU; 

• Construction, Forestry, Mining and Energy, Industrial Union of Employees, 
Queensland – CFMEU; 

• Transport Workers’ Union of Australia, Union of Employees (Queensland Branch) 
– TWU; 

• Queensland Services, Industrial Union of Employees - QSU; 

• Plumbers & Gasfitters Employees’ Union Queensland, Union of Employees– 
PGEU; 

• Automotive, Metals, Engineering, Printing and Kindred Industries Industrial 
Union of Employees, Queensland – AMEPKU; 

• The Electrical Trades Union of Employees Queensland - ETU; 
• The Association of Professional Engineers, Scientists & Managers, Australia, 

Queensland Branch, Union of Employees – APESMA. 
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1.4 DEFINITIONS 

Act means the Industrial Relations Act 2016 unless otherwise mentioned. 
 
Consultation means where the parties to this Agreement meet to discuss matters of mutual interest 
through an open communication process and an exchange of ideas and information. To avoid 
doubt, on occasion consultation may not lead to agreement or endorsement of management policy 
or processes. 

Council means Isaac Regional Council. 

Immediate Family 

Immediate Family means a spouse (including former spouse, a de facto spouse, and a former de 
facto spouse) of the employee, a child or an adult child (including an adopted child, a foster child, 
an ex-foster child, a stepchild, or an ex-nuptial child), parent or parent-in-law of the employee, 
grandparent of the employee or the grandparent of the spouse of the employee, grandchild of the 
employee or the grandchild of the spouse of the employee, or sibling of the employee or sibling of 
spouse of the employee. 

A de facto spouse means a person who lives with the employee as their spouse on a bona fide 
domestic basis. 

Nominated Representative means a person nominated by an employee to represent their interests 
to the Council. A nominated representative may be a union representative and/or delegate, a work 
colleague or any other person that the employee chooses. 

QIRC means the Queensland Industrial Relations Commission. 

Union means one of those union parties bound to this Agreement per clause 1.3. 

LDCC means the Local Disaster Coordination Centre. 

SLT means the Isaac Regional Council Senior Leadership Team. 

 

1.5 APPLICATION 

Once certified, this Agreement will bind the Isaac Regional Council, the Unions named in clause 1.3 
of this Agreement and their members, or persons eligible to be their members pursuant to the 
relevant Union’s registered rules of coverage, who are employed by the Council under this 
Agreement and the relevant Awards. This Agreement excludes Senior Officers as defined and 
exempted under Division 2, Section 1, Clause 4.2 of the Queensland Local Government Industry 
(Stream A) Award – State 2017. 

 

1.6 DATE AND PERIOD OF OPERATION 

This Agreement will operate from the date of certification by the QIRC and will continue to have 
effect until 30 June 2029 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 will continue to have full effect following the nominal expiry date until it is varied or 
terminated. 

 

1.7 RENEGOTIATION 

The parties undertake to provide their respective claims and commence discussions for 
renegotiation of a new Collective Agreement a minimum of six (6) months prior to the nominal 
expiry date shown in clause 1.6 and aim to finalise the Agreement prior to it reaching the nominal 
expiry date. 
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1.8 SINGLE BARGAINING UNIT 

For the purposes of negotiating and implementing a replacement Agreement on behalf of all Unions 
and employees of the Council, a Single Bargaining Unit will be established and will consist of 
representatives from the Union Parties to this Agreement. 

 

1.9 NO EXTRA CLAIMS 

The parties to this Agreement agree that during the life of this Agreement there will be no further, 
or additional claims made by any Party in relation to wages or conditions covered by this Agreement. 

 
PART 2 – JOINT CONSULTATIVE COMMITTEE, DISPUTE RESOLUTION AND JOB SECURITY 

2.1 JOINT CONSULTATIVE COMMITTEE(JCC) 

A. Purpose of JCC 
 

(i) The parties to this Agreement will establish and maintain a JCC. The purpose of the JCC is to act 
as a consultation and communication forum between the Council and employees and their 
respective unions concerning workplace and industrial relations matters. 

 
(ii) Unions, the Council and employees are committed to achieving improved and effective 

consultation in the workplace and agree that cooperative consultation will provide employees 
with an opportunity, through committee representatives, to participate in decision making 
processes. The parties commit to the effective operation of the JCC, and the Council will provide 
the necessary support to successfully implement its agreed terms of reference charter. 

 
(iii) The JCC will 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 will be mutually agreed upon by all parties. 

 
B. Facilities 

 
(i) The following facilities will be made available to the parties involved in any JCC meeting: 

• wherever possible, meetings should occur in normal working time; 

• when a meeting occurs outside normal working time, the additional time will 
be treated as overtime. This includes preparation for meetings, reporting back 
and travelling from attendance at meetings; 

• reasonable access to normal Council facilities such as word processing, 
photocopying, telephone, storage facilities and meeting rooms etc; 

• access to a room with normal office facilities will be provided for representatives 
of the parties to this Agreement to discuss workplace and/or industrial matters. 

(ii) No employee will be disadvantaged as a result of activities conducted in accordance with this 
clause. 
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2.2 GRIEVANCE AND DISPUTE SETTLEMENT PROCEDURE 

A. Prevention and Settlement of Disputes - Award and Agreement Matters 

 
(i) The objectives of this procedure are the avoidance and resolution of any disputes over matters 

covered by the Parent Awards or this Agreement by measures based on the provision of 
information and explanation, consultation, co-operation and negotiation. 

(ii) Subject to legislation, while the dispute settlement 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 will be 
prejudiced as to the final settlement by the continuation of work. 

 
(iii) In the event of any disagreement between the parties as to the interpretation or 

implementation of the Parent Awards or this Agreement, the following procedures will apply: 

 

• 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; 

 

• if the matter is not resolved as per clause 2.2A(iii), it will be referred by the union 
representative and/or the employee/s to the appropriate management 
representative who will arrange a conference of the relevant parties to discuss 
the matter. This process should not extend beyond 7 days; 

 

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

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

(iv) Nothing contained in this procedure will prevent the relevant Union or Unions or the CEO from 
intervening in respect of matters in dispute should such action be considered conducive to 
achieving resolution. 

 
B. Prevention and Settlement of Employee Grievances and Disputes – Other than 

Award or Agreement Matters 

 
(i) The objectives of this procedure are to promote the prompt resolution of grievances and 

disputes by consultation, co-operation and discussion to reduce the level of disputation and to 
promote efficiency, effectiveness and equity in the workplace. 

 
(ii) The following procedure applies to all industrial matters within the meaning of the Act: 

Stage 1: In the first instance the employee will inform such employee's immediate supervisor of the 
existence of the grievance or dispute and they will attempt to resolve the grievance or dispute. 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 or dispute remains unresolved, the employee will refer the grievance or 
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dispute 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 or dispute is still unresolved, the manager will advise the CEO and the 
aggrieved employee may submit the matter in writing to the CEO if such employee wishes to pursue the 
matter further. If desired by either party the matter may also be notified to the relevant Union. 

 
(iii) The CEO will ensure that: 

 

• the aggrieved employee or such employee's union representative has the 
opportunity to present all aspects of the grievance; and 

• the grievance or dispute will be investigated in a thorough, fair and impartial 
manner. 

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

 
(v) If the matter is notified to the Union, the investigator will also consult with the Union during the 

course of the investigation. The CEO will advise the employee initiating the grievance or dispute, 
the employee's union representative and any other employee directly concerned of the 
determinations made as a result of the investigation of the grievance or dispute. 

 
(vi) 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 will not extend beyond 7 days. 

Stage 2: Not to exceed 7 days. 
Stage 3: Not to exceed 14 days. 

(vii) If the grievance or dispute is not settled the matter may be referred to the Commission by the 
employee or the union. 

 
(viii) 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 will be 
prejudiced as to the final settlement by the continuation of work. 

 
(ix) Where the grievance involves allegations of sexual harassment an employee should commence the 

procedure at Stage 3. 

 
2.3 JOB SECURITY/CONSULTATION AND REDUNDANCY 

2.3.1 Job Security 

 
(i) The Council is committed to providing permanent employment opportunities and is further 

committed to ensuring that any operational or activity undertaken by the Council will, as a general 
principle, involve the employment of permanent staff. In providing job opportunities from within the 
region, it is the policy and practice of the Council to engage permanent staff as 
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opposed to employing a general casual workforce. The Council recognises its obligation to offer and 
maintain permanent employment to its employees and to those in the community to which it serves. 

 
(ii) The parties agree that changes in work practices and productivity initiatives should enhance the 

efficient operation of the Council. It is agreed that improvements in productivity and efficiency 
sought under enterprise bargaining will not be achieved through job reduction. 

(iii) The parties are committed to continually improving the job security of employees by: 

• training and educating employees and providing retraining where appropriate; 
 

• career development and equal opportunity; 
 

• using natural attrition and reallocation after consultation in preference to 
retrenchment or redundancy; 

 

• timely advice to employees about significant reallocation of labour; and 

• the Council continuing to maintain its workforce in order to minimise the need for 
involuntary redundancies in the future. 

(iv) Where contractors and/or labour hire workers are performing substantially the same duties within 
the same operational area as employees identified as redundant, Council will consult with affected 
employees and relevant unions prior to any redundancy taking effect. If appropriate, the employees' 
on-going service will be considered over the contractors. 

 
2.3.2 Consultation Regarding Major Workplace Change 

 
A. Employer to Discuss Change 

(i) Prior to the Council making any definite decision to introduce changes in production, program, 
organisation, structure or technology, that are likely to have significant effects on employees, the 
Council will consult the employees who may be affected by the proposed changes and, where 
relevant, their Union or Unions. 

(ii) The Council will provide in writing to the employees concerned and, where relevant, their Union or 
Unions, all relevant information about the changes including the nature of the changes proposed, 
the expected effects of the changes on employees including the number and categories of 
employees likely to be displaced and the time when, or the period over which, any changes or 
redundancies will occur. 

(iii) The Council will give prompt consideration to the matters raised by the employees and/or their union 
representatives in relation to the changes to avoid or minimise the effects of the changes and any 
other matters likely to affect employees. 

 
B. Significant Effects 

(i) For the purposes of this clause, "significant effects" includes termination of permanent employment, 
major changes in the composition, operation or size of the Council's permanent 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 
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other work or locations and the restructuring of jobs or reporting relationships within the Council’s 
organisational structure.  

(ii) The Council will not be required to disclose confidential information, the disclosure of which 
would be adverse to the Council’s interests. 

 
C. Voluntary Redundancies 

(i) Where, following consultation with affected employees and their representatives, if any, the Council 
has decided that changes and/or redundancies are still required the Council will initially offer 
voluntary redundancies in the affected classification. In doing this the Council will request an 
“expression of interest” from relevant personnel who would be interested in accepting a voluntary 
redundancy. On business grounds the Council will maintain the right to refuse to provide a voluntary 
redundancy to an employee who expresses their interests in accepting a redundancy. 

 
(ii) Should there be insufficient employees from within a certain classification lodging an expression of 

interest in a voluntary redundancy the Council will open the expression of interest in a voluntary 
redundancy to other staff. On business grounds the Council will maintain the right to refuse to provide 
a voluntary redundancy to an employee who expresses their interest in accepting a redundancy. 

(iii) Where an employee from a different classification accepts a voluntary redundancy and that position 
is now vacant the incumbent in the position that has been made redundant will be redeployed into 
the now vacant position. As and where required the redeployed employee will receive the necessary 
training in the new role. 

 
(iv) Where an employee’s position becomes redundant and the employee cannot be redeployed or the 

employee applied for and is accepted for voluntary redundancy, then such employee will be entitled 
to a severance payment of two (2) weeks per year of service, capped at 52 weeks, with proportionate 
amounts paid for an incomplete year of service. 

 
D. Training and Redeployment Pool 
 

(i) Where, following completion of the consultation process and the steps outlined at clauses 2.3.2(C)(i) 
to (iv), affected employees are not redeployed or provided with a voluntary redundancy, those 
directly impacted employees will be temporarily reallocated to a Training and Redeployment Pool. 
Employees may remain in the Training and Redeployment Pool for a period of up to six (6) months. 
This period may be extended, up to a maximum of twelve (12) months, where otherwise authorised 
by the CEO following a review of redeployment and training outcomes. 

 
(ii) A skills assessment will be conducted with the affected employee and all reasonable training and 

support shall be provided to employees in the Training and Redeployment Pool. This may also 
include employee access to Employee Assistance Program. Council may provide employees 
reasonable alternative duties consistent with their skills, qualifications and classification, or other 
duties as agreed. 

 
(iii) Employees shall be afforded an opportunity to develop a new career development plan with 

reasonable support and training provided by Council to assist the employee in transitioning to an 
alternative role or career pathway. 

 
E. Transfer to Lower Paid Duties 

Where an employee is transferred to lower paid duties for reasons or redundancy, the employee will be 
entitled to the same period of notice of transfer as the employee would have been entitled to if the 
employee’s employment has been terminated. Council may at Council’s option make payment in lieu. 
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F. Time Off During Notice Period 

Where a decision has been made to terminate an employee due to redundancy, the employee will be 
allowed up to one (1) day, time off without loss of pay for each week of notice for the purpose of seeking 
other employment. 

 
G. Involuntary Redundancies 

Where there are insufficient expressions of interest in a voluntary redundancy and the Council has 
determined that the identified positions are to be made redundant, in addition to the above stated 
processes, the Council will comply fully with the provisions of the Act and QES in relation to Termination 
Change and Redundancy for both voluntary and involuntary redundancies. 

H. Housing Portfolio 

(i) Council recognises the impact of access to affordable housing for workers across the region.  The 
parties accept that housing assistance cannot be provided for all staff in all circumstances. 

(ii) Council will use its best endeavours to provide housing that is equitable, consistent and fair, through 
the adoption of a Housing Policy. 

(iii) Wherever adjustments in rental prices are required for pre-existing staff, they shall not exceed CPI 
within a 12-month period.  For the avoidance of doubt, Council is not precluded from determining 
and applying new rental rates to new starters, or those commencing new employment contracts. 

(iv) The parties to this Agreement agree that the external consultation of the Housing Policy shall be 
finalised within 3 months of certification of this Agreement. 

(v) No detrimental changes shall be made to the policy without prior consultation and mutual 
agreement with Unions. 

2.4 CONTRACTING OUT 

(i) It is the clear position of the Council to utilise and promote the use of its “in house” Council 
employees for the undertaking of the Council’s works, services and operations during the life of this 
Agreement. The Council will minimise the contracting out or leasing of any works and services 
currently provided by the Council's workforce, and the parties agree that the Council may seek to 
contract/ outsource works and services in the following circumstances: 

• in the event of staff shortages; or 

• the lack of available infrastructure capital and the cost of providing technology; or 

• extraordinary or unforeseen circumstances; or 

• it can be clearly demonstrated that it is in the public interest that such services should be 
contracted out; or 

• where the Council's own workforce and plant has been utilised and optimised in the 
first instance where practicable. 

(ii) Management reserves its right to allocate resources, works and services. Where the Council seeks 
to contract out or lease Council works and services provided by “in house” Council employees in 
accordance with the consultation process as defined in clause 2.5 of this Agreement, the relevant 
Unions will be consulted as early as possible. 
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(iii) The parties commit to developing through the JCC, a consultation process for the engagement of 
contractors. 

 

2.5 OUTSOURCING SERVICES OR FUNCTIONS 

(i) Prior to the Council seeking to outsource works and services being undertaken or have the 
ability/capacity to be undertaken by employees in accordance with the above criteria, the relevant 
Unions will be formally notified in writing and consulted before making or implementing the final 
decision. Council will ensure it properly considers the view of employees and/ or relevant Unions 
before making or implementing a final decision. As part of the consultation process information will 
be provided supporting the Council’s decision. It is the responsibility of all parties to participate fully 
in discussions on any proposals to outsource any of the Council’s functions. 

 
(ii) If, after full consultation as outlined above, employees are affected by the necessity to outsource 

any functions currently performed by the Council’s permanent employees, the Council will: 

• ensure that employees are given the option to take up employment with the 
outsourcing company in the first instance; and 

• give employees who cannot gain employment with the Outsourcing Company and for whom 
no suitable positions are available within Council, the option of accepting a voluntary 
redundancy before any forced redundancy is exercised as a last resort. 

(iii) Where the employee elects to remain with the Council, the parties agree to explore options for 
retraining and redeployment elsewhere within Council for employees who cannot transfer their 
employment to the outsourcing company. 

 

2.6 PROJECT ARRANGEMENTS 

The parties agree that if the Council tenders for and is successful in a tendering process for project work 
that is not part of the Council’s general work and/or is not covered under this Agreement, the Council will 
consult with the affected employees or their nominated representatives (Union Officials), if any, to 
develop a project Agreement which will include but is not limited to rates of pay and/or hours of work. 

 

PART 3 – EMPLOYMENT RELATIONSHIP AND RELATED ARRANGEMENTS 

3.1 EMPLOYMENT CATEGORIES 

(i) Employees may be engaged on a full-time, part-time, casual or maximum-term basis, or as an 
apprentice or trainee. The nature of the employment contract will be specified at the time of 
engagement. 

(ii) On employment the Council will provide in writing to the employee, the following: 

• the position title and the nature of the work required; 

• the status of the position, whether it is full-time, part-time, casual or maximum-term or 
as an apprentice or trainee; 

• the applicable classification level and classification stream/type; 

• the ordinary hours of work required by the employee for the efficient performance of the 
employee’s duties; 

• the ordinary hourly rate of pay in accordance with this Agreement; 
• the name of the applicable Award, Division and Section; 

• any other terms and conditions of employment relevant to the position. 
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3.2 BULLYING AND HARASSMENT 

(i) The Council and its employees are committed to the elimination of violence, aggression and bullying 
in the workplace. To achieve this the Council and its employees will continue to develop and support 
policy and procedures to combat workplace bullying. 

(ii) The Council will ensure that reasonable mechanisms are in place for identifying incidences of bullying 
and when an occurrence of bullying is identified, the Council will ensure all necessary steps are taken 
to prevent further bullying in accordance with the Council's Bullying and Harassment Policy. 

 

3.3 TYPE OF EMPLOYMENT 

3.3.1 Full-Time, Part-Time and Casual Employees 

 
The type of employment for full-time, part-time and casual employees will be as required by the 
relevant parent Awards. 

 
3.3.2 Apprentices and Trainees 

 
The terms of employment for apprentices and trainees will be as required by the Further 
Education and Training Act 2014 and the relevant parent Awards. 

 
3.3.3 Maximum-Term 

 

The following provision shall apply to all maximum-term employees. 

Maximum-term employee shall mean an employee who is engaged as such to work for a specific 
task or period of time, such as 

 
• Fill a temporary vacancy arising because a person is absent for a known period (e.g., 

approved leave, including parental leave, secondment); 
 

• To perform work for a particular project or purpose that has a known end date (e.g., 
employment for a set period as part of a training program or placement program); 

• To fill a position for which funding is unlikely or unknown (e.g., employment relating to 
performing work for which funding is subject to change or is not expected to be renewed, 
such as Capital Works Projects, Community Support State Funding etc.); 

• To fill a short-term vacancy before a person is employed on a permanent basis; 
 

• To perform work necessary to meet an unexpected short-term increase in workload 
(e.g., an expected increase in workload for disaster management or recovery. 

 
A maximum-term employee shall for all intents and purposes receive the same benefits under this 

Agreement as would a permanent employee, provided that accruals of any benefits are calculated on a 

pro-rata basis in relation to ordinary hours worked. 

By mutual agreement the contracted terms and/or hours of a maximum-term employee may be varied 
to suit the needs of Council and the employee. Where this occurs, the variation shall be recorded in 
writing and signed by both parties. Where it is necessary to terminate the employment of a maximum - 
term employee for misconduct, poor performance or incapacity to perform work or for any other reason 
prior to their agreed tenure being completed, the maximum-term employee shall receive the same 
notice as a permanent employee under this Agreement. 
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A maximum -  term employee who has worked a period of two (2) years in a single position may request 
to have their employment converted to permanent employment if it could be reasonably expected that 
their employment is to continue and provided that the maximum-term appointment was not for a 
specific project or relieving staff on leave for a specific period of time where there is a defined end date. 

 
Council shall give prompt consideration to this request in accordance with its procedures for the 
establishment of ongoing positions within its organisational structure. 

 
Unless otherwise agreed maximum - term employee conversion to either permanent full-time or part-
time will be based on the hours worked over the preceding six-month period, or as mutually agreed in 
writing, taking into consideration the business needs and workforce composition. 

3.3.4 Casual Employment 
 

Casual employee shall mean an employee engaged and paid by Isaac Regional Council, who is employed 
on an hourly basis and whose employment is subject to termination at any time without notice subject 
to the payment of the minimum engagement period. Casual employees are engaged on the following 
basis; 

 

• To fill short-term vacancy arising because a person is absent for an unplanned or 
unexpected period; 

 

• To perform work for a short period to fill a gap in a work roster for employees 
employed on a permanent basis or on a temporary basis for a maximum term; 

• To fill a position for which work patterns or work demand is variable and difficult to 

predict; 

• To fill a position for which work hours are irregular, informal, flexible, occasional or non-
rostered. 

 
3.3.5 Conversion to Permanent Employment 

 
Isaac Regional Council is committed to maximising employment opportunities for casual temporary 
employees. A casual employee, at the completion of six (6) months continuous service, may request to 
have their employment converted to permanent full time or part time employment if it could be 
reasonably expected that their employment is to continue, and there is an ongoing business need, 
relevant funding and/or where there have been regular and systematic hours. This process is subject to 
the approval of the CEO, relevant Director or Head. 

Council shall advise the employee in writing of their right to elect to have their employment converted 
to permanent full time or part time employment. The employee retains his or her right of election if 
Council fails to comply with this sub clause. An employee who elects to convert shall be employed as 
either a permanent part time or permanent full-time employee according to the pattern of ordinary 
hours worked in the preceding 12-month period or otherwise by mutual agreement in writing. 

 

3.4 PROBATIONARY PERIOD 

(i) All new employees (other than casual employees) will be subject to a probationary period of three 
(3) months. The Council will discuss the employee’s performance with them on a monthly basis during 
this probationary period, raising any concern the Council may have in relation to the employee's 
conduct or performance, where appropriate the Council will provide relevant support to assist the 
employee to improve their performance and/or conduct. 
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(ii) Where an employee is absent from work on permitted leave without pay or extended personal leave, 
the Council will retain the option of extending the employee's probationary period for the amount 
of leave taken. For the purpose of this clause “extended personal leave” will mean personal leave 
taken in excess of ten (10) working days. 

(iii) During the probationary period termination of employment may be affected by either Party by the 
provision of one (1) weeks’ notice or payment/forfeiture in lieu of that notice. The requirement for 
one (1) weeks’ notice or payment in lieu will not apply in the case of dismissal for willful misconduct. 
At the successful completion of the probationary period, or earlier if determined by the Council, 
employees will become eligible for continuing permanent employment. 

 

3.5 TRAINEESHIP AND APPRENTICESHIP 

The Council will continue to offer apprenticeships and traineeships and is committed to the following 
principles: 

• apprenticeships and traineeships will be remunerated in accordance with Schedule 4 
of this Agreement; 

• exploring ways to maximise training opportunities for young people to enter the 
Council's workforce; 

• pursue partnering opportunities with other organisations and group schemes; 
 

• working with unions to develop arrangements that facilitate the transition from training 
roles to full-time permanent employment with the Council on a case by case basis in 
relation to the Council’s business requirements. 

 

• Where operationally viable, Council may retain apprentices/trainees on completion of their 
apprenticeship/traineeship for a minimum of three (3) months (excluding existing employees 
in conjunction with Schedule 4). The retention period, which will occur immediately following 
successful completion of the apprenticeship/traineeship, is to allow the apprentice/trainee 
to gain further work experience and is an opportunity for the employee to apply for any 
advertised positions within Council. During the retention period, the apprentice/trainee will 
be paid at the equivalent adult rate for the position they are temporarily appointed. 

 

• Apprentices who successfully complete their probationary period will be provided with a 
startup basic hand tool kit, capped at $600.00 (exclusive of GST). 

3.6 LICENCES/COMPETENCIES 

(i) Particular occupations require the possession of relevant licences and/or certificates of competency. 
All employees will be required by the Council to obtain and to maintain the necessary registration 
and licences that such employee would normally be required to hold in order to fulfil their position 
(i.e. drivers licence, relevant truck driving licence, trade certificates, etc) at no cost to the Council. 

(ii) However, the Council will cover the training and ongoing licence or operator’s ticket costs of 
employees who are required as part of their job with the Council to drive or operate identified 
machinery and/or equipment. If the Council requires the employee to hold any additional and/or 
specific licences/registrations/certificates relevant to their position, they will be obtained at no cost 
to the employee. 

 

(iii) Should an employee have their driving license/operator's ticket suspended or cancelled or are 
prohibited from driving a motor vehicle/machine by law or for any medical reason, they are required 
to inform the Council on the first business/ working day. 
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(iv) Where an employee who maintains a licence or certificate necessary to perform their duties wishes 
to obtain a higher qualification in the designated trade or skill and it is agreed with management 
that such higher qualification will result in quantifiable benefits to both the employee and the 
Council, the Council will financially assist the employee in obtaining such higher qualifications. In 
such cases, the employee is to agree in writing to remain employed with the Council for a period of 
two years’ service after obtaining such qualifications. Should the employee leave before this time, 
either voluntarily or due to circumstances outside of their control, financial assistance will be 
repayable by the employee upon termination as per below: 

• leave before 6 months – 100% repayable 
 

• leave within 6 - 12 months – 75% repayable 
 

• leave within 12 - 18 months – 50% repayable 

• leave within 18 - 24 months – 25% repayable 

 

3.7 ANTI- DISCRIMINATION 

The parties to this Agreement agree that it is their intention to: 
 

• achieve the principle object in section 4(i) of the Act, which is to respect and value the 
diversity of the work force by helping to prevent and eliminate discrimination at their 
enterprise on the basis of race, colour, sex, gender identity, sexual orientation, age, physical 
or mental disability, marital status, family responsibilities, pregnancy, religion, culture, 
political opinion, national extraction or social origin; and 

 

• observe applicable anti-discrimination provisions in Commonwealth and/or other State 
legislation. 

3.8 WORK LOCATION 

(i) On commencement of employment, employees will be notified of their starting and finishing 

location. For the purposes of this clause, "starting and finishing location" will mean a designated office, 
depot or fixed plant (i.e. water treatment plant). 

 
(ii) Once notified of such, an employee’s starting and/or finishing location cannot be changed other than 

in accordance with clause 3.8.1 and 3.8.2 of this Agreement. Where an employee is approached to 
change their starting and/or finishing location the employee will have the option of being represented 
during any discussion with management by their nominated representative. Where agreement 
cannot be reached, the parties will use the Dispute Resolution Process in this Agreement to resolve 
the matter. While the matter is in dispute the status quo will be maintained. 

 
3.8.1 Short Term Work Location Transfers 

 
(i) For short term operational purposes, up to six (6) weeks but extendable to twelve (12) with 

agreement and consultation with the affected employee(s) and relevant union, Council may require 
an employee to alter their usual start/finish work location to an alternative work location from the 
usual starting point. Where Council requires an employee/s to start at an alternative work location, 
the travel/transfer allowances payable and contained within relevant Awards will apply where such 
travel is to be undertaken outside of ordinary working hours. 
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(ii) The parties agree that short-term transfers are designed to provide Council with flexibility to meet 
specific, genuine, short-term operational work requirements. With the exception of emergency 
transfer the Council will provide adequate notice to the employee concerned prior to transfer. The 
provision of accommodation and meals as applicable will be in accordance with Council Policy and 
align to the State Workplace Amenities Code of Practice. 

 
3.8.2 Permanent Work Location Transfer 

 
(i) Council may permanently transfer an employee to another work location within the Council region 

to meet operational needs. An employee will normally be transferred once during the life of this 
Agreement, unless there is mutual agreement for otherwise. Where Council makes a definite decision 
to permanently transfer an employee to a new designated work location after certification of this 
Agreement, the employee/s and any relevant Union/s will be given eight (8) weeks’ notice of the 
change, unless a lesser period is mutually agreed between Council, the employee/s and/ or any 
relevant Union/s. 

(ii) Employees will be compensated for any reasonable relocation costs (such as fuel, removal services 
or vehicle hire) by the Council on submission of receipts. 

(iii) Employees will be granted 2 days paid relocation leave to enable them to move to the new location 
and establish their home. 

(iv) In the event a position is no longer required to be worked by anyone at the nominated location, the 
agreed redundancy procedure will apply. 

3.9 HEALTH, SAFETY AND WELLBEING 

(i) Council agrees to comply with the provisions of the relevant Work Health and Safety Act Queensland 
and acknowledges that a healthier and safer workplace will result in improved effectiveness, 
efficiency and productivity. This will be accomplished by a consultative approach to managing Health, 
Safety and Wellbeing (HSW) issues and a HSW framework supported by appropriate training. 

 
(ii) Council is committed to the achievement of a healthier and safer workplace through effective HSW 

systems and processes. This will be accomplished through a consultative approach to managing HSW 
issues which include: 

• control of hazards (both physical and psychological); 

• reducing the incidence and costs of workplace injury and illness; 

• the provision of timely (being no later than the normal close of business of the next 
business day) and accurate incident reports for incidences which involve either 
personal injury, property damage or near-misses; 

• reviewing the work and management practices affecting the inter-relationship 
between efficiency, productivity and Health, Safety and Wellbeing; 

• the commitment and adherence to the Councils’ rehabilitation system for 
employees affected by workplace injury or illness; 

• the provision of First Aid training (to employees who have been appointed by Council 
as a designated First Aid Officer) and other safety training as required by legislation; 

• the application of the Health and Wellbeing Policy to recognise that a mentally 
healthy workplace is a key driver for organisational success and sustainability; 

• the provision of vaccinations (e.g., Hepatitis A and B, Flu Shots, Tetanus etc) for employees 
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in positions which have been identified by Council as high-risk infectious activities; and 

• developing a culture of preventative strategies to promote better health and 
wellbeing. 

• the consultative approach will be through HSW committees (employees, WHSR’s, Council 
representatives) and such committees will address the issues above and increase 
management, individual and supervisor accountability after consultation with the relevant 
parties in the workforce. HSW awareness will be enhanced, and appropriate training and 
communication lines put in place. 

• where workwear and Personal Protective Equipment (PPE) is provided by the Council, all 
employees are required to wear the current issues of workwear and PPE during any 
working day. This action is necessary for the safety of the employee concerned as well as 
other employees working with that employee. 

• employees are permitted to work when prescribed with medication, provided their work 
performance is not affected by that medication. All employees are obliged to ensure that 
work can be performed safely without risk to themselves or others. 

• if an employee is likely to experience side effects from taking prescribed drugs, they 
must inform their Supervisor before commencing work, by way of medication 
declaration. 

 

3.10 TRANSITION TO RETIREMENT 

(i) Transition to retirement arrangements may be available to those employees considering full-time 
retirement from the workforce and who wish to facilitate this via a transition period to retirement, 
should there be mutual benefit for the employee and the Council. 

 
(ii) This is 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 employee and the Council. 
 

(iii) Transition to retirement arrangements may include, but are not limited to, the following: 

• utilisation of accrued leave to maintain full-time status wages while working part- time hours 
without reduction in superannuation benefits; 

• working agreed blocks of work (annualised hours) using a combination of either accrued 
leave, banked RDO’s, TOIL, annualised hours or leave without pay over an agreed period of 
time. For example, two (2) months’ work followed by two (2) months’ leave in rotation; 

• working from home on a full/part-time basis may also be considered where the nature of the 
work and the home is operationally suitable. 

 
(iv) Any such arrangements between the Council and the employee will be reached through consultation 

and will be documented in writing confirming the agreed pattern of work required, which may include 
(as applicable), weeks to be worked over the period, minimum ordinary hours per week, the days on 
which the work is to be performed and daily starting and finishing times. These arrangements, 
through consultation, may be varied by mutual agreement between the employee and the Council 
and any agreed amendments also documented in writing. 

(v) All accrued leave entitlement balances accrued immediately prior to entering into a transition to 
retirement arrangement will be recognised at time of the arrangement. Where an employee has 
accrued excessive Annual leave as defined in clause 7.1 of this Agreement, the employee entering 
into the transition to retirement arrangement may retain the excessive leave balance until date of 
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retirement unless otherwise elected. On commencement of the transition to retirement 
arrangement, all leave will then accrue in accordance with the relevant hours of work clauses within 
this Agreement and/ or applicable parent Awards. 

 

3.11 EQUAL EMPLOYMENT OPPORTUNITY 

The parties recognise the importance of maintaining diversity in the workplace, equal remuneration for 
work of equal value and ensuring that existing practices, that encourage equality of employment and 
development opportunities, continue and are promoted, during the life of this Agreement. This will 
include: 

• Reviewing position descriptions, prior to advertisement, to ensure non-bias/gender neutral 
language; 

• Inclusion of statements during recruitment that Council is an equal opportunity employer; 

• Ensuring selection of applicants for vacant positions is conducted in accordance with the law; 

• Giving appropriate and meaningful consideration of workplace flexibility or adjustment requests; 

• Ensuring approval of development opportunities is managed in a fair and equitable manner, 
irrespective of gender or any other identified attribute under the Anti-Discrimination Act 1991. 

 
The Council is committed to equal remuneration for work of equal or comparable value. 

 

PART 4 – WAGES AND WAGE RELATED MATTERS 

4.1 REMUNERATION 

(i) Employees whose conditions of employment are governed by this Agreement will receive, over the 
life of this Agreement, remuneration as detailed in Schedule two (2). Such remuneration will become 
effective from certification of this Agreement and from the first pay period following the date of the 
stated increase. 

 
(ii) Nothing in this Agreement will be read as restricting the Council from offering, or from restricting 

the employee from accepting, an hourly rate of pay higher than that shown in the remuneration 
schedule. Where this occurs the higher rate of pay will be used for all purposes, such as annual leave, 
personal/carer’s leave and any other authorised paid leave. 

 

4.2 ANNUALISED WAGE/ SALARY 

Where an employee works irregular hours regularly, they may request an annualised wage/ salary. 
Acceptance of such an agreement would be at the discretion of the employee and agreed to in writing, 
including a calculation schedule, and, with regard to principles of fatigue management. 

 
The annualised wage/salary is designed to annualise overtime that would be earned in peak periods and 
allowances spread over the year only. As such, any agreement would need to run for twelve (12) months. 
For clarification, only base salary, overtime and allowances are to be included in annualised salary 
calculations. 

RDO’s, vehicle and/or housing are not to be included in any calculations. To ensure the employee is not 
disadvantaged, on balance, employees will need to record their hours worked on their timesheet. 
Agreements will be reviewed at each 12-month interval. The employee or Council may elect to revert to 
normal overtime payments and allowances at the conclusion of the twelve (12) month review periods 
with a minimum of 28 days’ notice. 
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4.3 SALARY SACRIFICE 

(i) The Council provides employees with salary sacrifice opportunities to maximise their remuneration 
benefits. The provision of such opportunities will be subject to any legal limitations imposed by 
Federal and/or State legislation. 

 
(ii) The Council reserves the right to withdraw this provision if changes in the relevant laws mean that 

the Council would incur additional administrative costs or the scheme itself becomes unlawful. Any 
Fringe Benefit Tax attracted by the salary sacrifice arrangement will be paid by the employee and 
will not result in an increase to the total remuneration package. 

(iii) Other than facilitating the salary sacrifice arrangements, the Council will not be responsible for any 
other aspects of salary sacrifice which would include, but is not limited to, any loss, fines or fees or 
other costs sustained by the employee. Accordingly, while not a necessity, the Council recommends 
employees take financial advice from a qualified financial planner prior to entering into any salary 
sacrifice arrangements. 

 

4.4 SUPERANNUATION 

(i) Council will maintain superannuation contributions on behalf of all employees at the rate of 2.5% 
above the compulsory employer superannuation contribution as set out in the superannuation 
guarantee. 
 

4.5 ALLOWANCES 

Allowances will be as per Streams A, B and C of the Queensland Local Government Industry Award 
– State 2017 and/ or as contained in this Agreement. 

 
4.5.1 Camp Allowance 

 
(i) Employees who are required to camp out on the job will be paid the following allowance from the 

dates shown: 

 

• Upon Certification - $60.00 per day 

(ii) In order to qualify for this camp allowance, employees are required to live in such a camp for a full 
working day, for the purpose of this clause a “full working day” includes a full ordinary working day 
of full day of planned overtime, including any travel on those day/s.  To avoid doubt, if an employee 
starts or finishes the full working day in camp, they will be paid the camp allowance. 

 
(iii) Where employees are required to live away from home for more than three (3) consecutive nights 

and the camp allowance is not paid due to accommodation being provided by the Council, an 
incidental allowance of $20.00 per night will be paid. 

 
4.5.2 Caravan Allowance 

 
Employees who supply their own caravans will be paid a caravan allowance of $137.27 per week from 
the date of certification of this Agreement, in addition to the camp allowance prescribed in clause 4.5.1 
of this Agreement.  
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4.5.3 Locality Allowance 

 
(i) In addition to remuneration otherwise payable under this Agreement, employees will be paid a 

locality allowance with the scale of such allowance being as prescribed pursuant to provisions of the 
Queensland Local Government Industry (Stream A) Award – State 2017 (or its successor). 
 

(ii) The allowance listed at 4.5.3(i) shall increase by 5% on 1 July 2027 and again on 1 July 2028. 
 

(iii) Casual employees will receive the allowance on a pro rata basis based on ordinary hours worked. 

• Employees who are currently in receipt of the additional Locality Allowance for Moranbah or 
Clermont prior to 15 May 2009 will maintain this allowance for the duration of this 
Agreement provided they remain employed in the same local area. Should the employee 
relocate to another centre, except for reasons of redeployment or Council directed 
relocation, they will lose the following additional locality allowance: 

• Moranbah $40.00 p/w. 
• Clermont locality - with dependents $108.36 p/fn, no dependents $54.18 p/fn. 
• Moranbah locality - with dependents $63.88 p/fn, no dependents $31.94 p/fn. 

(iv) This locality allowance replaces the Divisional/District Allowances as provided in the Award/s. 

 
4.5.4 Construction Worker Allowance 

 
Eligible employees outlined in the relevant award, whilst actually engaged on construction, 
reconstruction, alteration, repair and/or maintenance work on site shall be paid an allowance of 
$60.00 per week, calculated on an hourly rate for all hours worked, including overtime as set out below 
which shall be treated as part of the ordinary weekly wage for all purposes of this clause to compensate 
for the below listed disabilities; 

 

• climatic conditions where working in the open on all types of work; 

• the physical disadvantages of having to climb stairs or ladders; 

• dust blowing in the wind on construction sites; 

• sloppy or muddy conditions; 

• dirty conditions; 

• drippings from newly poured concrete; 

• the disability of work on all types of scaffold other than a single plank or bosun's chair; 

• the lack of usual amenities associated with factory work; and 

• all other present disabilities not specifically compensated or allowed for by any other 
provision of the relevant Award. 

For the purposes of the clause construction, reconstruction, alteration, repair and/or maintenance work 
shall mean and include all work performed on site on construction, reconstruction, alteration, repair 
and/or maintenance of buildings, (including the construction of additions to existing buildings and the 
necessary alterations to existing buildings to make them conform to any new additions and the demolition 
of buildings), water towers, water mains, or reservoirs; dams, barrages, weirs or similar structures, 
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bridges, wharves, piers or jetties, overpasses, under-passes and concrete work incidental thereto; 
sewerage construction work; pipelines, culverts, kerbing, channelling, roads, traffic islands, and concrete 
ornamental lakes and land reclamation and or land clearing associated with estate development and 
building construction. 

 
This allowance will also include Treatment Plant Operators, cleaners, hospitality assistants and pool 
attendants. 
 
4.5.4.1            Rubbish Dumps Allowance 
 
An employee engaged on the filling in, grading and control of fires on rubbish dumps, and thereby being 
exposed to dirty conditions, dust, wetness and noxious fumes, shall be paid an additional allowance of 
$60.00 per week which shall be treated as part of the ordinary weekly wage for all purposes. Employees 
in receipt of the Construction Worker Allowance are not entitled to the Rubbish Dumps Allowance. 

 
4.5.5 Emergency Services Allowance 

 
Where an employee is appointed and required to perform the duties of either First Aider, Fire Warden 
Response Team or  a member of the defined LDCC group or an officially appointed volunteer member of 
a recognised emergency service,  the IRC local SES, RFSQ, MRQ and/or QAS, they will be paid a weekly 
allowance of $22.50 per week.  
 
For clarity, this allowance applies only to volunteer emergency service roles and does not apply to 
employees who perform emergency service duties in a paid or employed capacity, including paid 
volunteer arrangements. 
 
Such allowance will continue to be paid for the duration of such appointment. 
 

4.5.6 On Call Allowance 
 

(i) To be eligible to receive the on-call allowance an employee directed to remain on call must be able 
to be contacted, be in a fit state to perform work and be able to respond within a reasonable 
timeframe. 

(ii) Employees  who are directed to remain on call between Monday to Sunday, inclusive, during any day 
or night outside their ordinary working hours will be paid an on-call allowance of $60.00 per day. 

(iii) An Employee shall not be considered to be on call due solely to a customary/planned arrangement 
whereby the Employee returns to Council’s premises outside ordinary hours to perform a specific 
job. 

(iv) Employees called out on emergency work shall be entitled to payment for such work from the time 
of leaving home to commence that work until they return home from such work, with a minimum 
payment of not less than three (3) hours at the appropriate overtime rate. Employees must return 
home within a reasonable time period and payment shall be calculated accordingly. The minimum 
payment of three (3) hours will be payable to the employee even if they performed 
customary/planned work or overtime on the same day. An employee shall only be entitled to a 
minimum payment of one (1) callout per day/night to attend such work. Any further call outs shall be 
paid at the appropriate overtime rates for actual time worked with no prescribed minimum. 

 
(v) Only employees who have successfully passed their three (3) month probation and received the 

relevant training are eligible to be listed on the on-call roster. Where an employee has received the 
relevant training and is deemed competent prior to passing probation, the employee may request 
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to be listed on the on-call roster. 
 

                 4.5.6.1  Remote Call Out 
 

If an employee who is on call and being paid the on-call allowance is called upon to perform 
emergency work, provided the employee does not leave home to attend to the situation, e.g., 
handled by phone, they shall be entitled to a minimum payment of thirty (30) minutes at the 
appropriate overtime rate. An employee shall only be entitled to a minimum payment of one (1) 
callout per day/night to perform work remotely. Any further remote call outs shall be paid at the 
appropriate overtime rates for actual time worked with no prescribed minimum. 

 
4.5.7 Live Sewer Allowance 

 
Employees engaged on Live Sewer work as defined in the Queensland Local Government Industry 
(Stream B) Award – State 2017 or the Queensland Local Government Industry (Stream C) Award – State 
2017, during ordinary hours will be paid at the rate of time and one half. 

 
4.5.8 Wet Weather and Working in the Rain Allowance 

 
All time lost due to wet weather shall be paid at ordinary time rates, provided that employee reports for 
work and hold themselves in readiness. 
 

The relevant supervisor shall decide whether or not it is too wet to work. Employees who are prevented 
from performing their normal duties due to wet weather shall perform alternative duties or training as 
directed by Council during such periods. 

When an employee is directed by Council to work in the rain, they shall wear waterproof clothing as 
provided by Council, where practicable. 

 
Employees in receipt of the Construction Worker Allowance or  Rubbish Dumps Allowance are not entitled 
to claim  wet places and work in the rain allowance. 

 
4.5.9 Tool Allowance 

(i) A Tool Allowance shall be payable to all tradespersons including apprentices who are required to 
supply and use their own tools at the rate of $65.00 per week. 

 
(ii) Tradespersons shall replace or pay for any tools supplied by their Employer which are 

deliberately damaged or lost as a result of negligence on the part of the Employee. 
 

4.5.10 Leading Hand Allowance 
 

In accordance with the relevant Award, a Leading hand in addition to their normal duties, is appointed 
by Council to deliver pre-organised work developed by the Supervisor/Manager and to oversee other 
employees on the worksite ensuring all tasks are completed safely and efficiently. 

The Leading Hand is expected to exercise a broad knowledge of the work required to be done and either 
individually or as part of a team, be able to undertake a substantial proportion of typical work. 

 
The Leading Hand works under limited supervision from the Supervisor, however, should the Leading 
Hand have issues in delivering the work or with employees under their control, on the job, the Leading 
Hand is to contact the Supervisor for direction. 
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An employee who is appointed as a Leading Hand shall be paid $65.00 per week which shall be treated as 
part of the ordinary weekly wage for all purposes. 

 
A Leading Hand Allowance shall not apply to an employee for whom team leadership or supervision is 
comprehended in their role classification or is engaged in the operation and/or control of an installation 
(such as a treatment Plant) or where they work in conjunction with an assistant (e.g., tradesperson 
assisted by another employee or overseeing the work of an apprentice/trainee). 

 
4.5.11 Removing Dead Animal Allowance 

An Employee, appointed by Council to handle or remove dead animals as part of their ordinary duties, 
or for operational reasons is required to remove dead animals, will receive an allowance of 
$5.00 per occasion while those duties are performed for the life of the agreement. To be in receipt of this 
allowance, an Employee must accept suitable training and be vaccinated for the purposes of the removal 
of dead animals and will be required to have authorisation to clear dead animals off roads and public 
spaces or do so in emergent public safety situations. 

 
4.5.12 Poison / Chemical / Herbicide / Pesticide Allowance 

 
An employee using poisonous sprays (poison, chemical, herbicide, pesticide) for the control of weeds 
shall be paid an additional allowance at the rate of $30.00 per week whilst so engaged. 
 
4.5.13 Working with asbestos and respirable crystalline silica (RCS) 

(i) Where WHS controls are required to be implemented due to an employee being required to: 

(a) interact with materials containing asbestos and/or respirable crystalline silica (RCS), or 

(b) to work in close proximity to others doing so, or 

(c) engaged in asbestos eradication 
 

shall be paid an allowance for the actual time so engaged. This allowance is payable in addition to 
the allowances provided under the Stream C Award – Division 2 – Section 1 (Building Trades 
Services) clause 13.22, Second Hand Timber, clause 13.24, Swing Scaffold and clause 13.28, Work in 
Excessive Heat. 

(ii) The allowance payable shall be paid as per the asbestos eradication allowance at 13.1 (b) of the 
Stream C Award – Division 2 – Section 1 (Building Trade Services). 

(iii) Parties commit to adherence to the requirements of applicable Codes of Practice and the WHS 
Regulations 2011, including application of risk assessments, WHS controls, training, and 
environmental and health monitoring. 

(iv) Health monitoring for workers exposed to high risk RCS shall include chest x-rays and high resolution 
computed tomography (HRCT) scans. 

 

4.6 CLOTHING ISSUE 

4.6.1 Outdoor Employees 
The Council will pay the total cost of purchasing employee uniforms to the value of $650.00 per annum 
(non-accumulative). Should the uniform allocation of $650.00 per annum be depleted, any further clothing 
will be replaced, for new and existing employees, on a fair wear and tear basis. 

New employees will be issued with the following clothing issue; 
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(i) New full-time Employees 

• three (3) high visibility long sleeved shirts; 

• three (3) pairs of trousers ; 

• Once an employee has successfully completed their probationary period the employee will 

receive a further two (2) sets of the above stated work clothing. 

• one (1) winter jacket every two (2) years; 

(ii) Part-time and Casual Employees 

• three (3) high visibility long sleeved shirts; 

• three (3) pairs of trousers; 

• Other clothing as determined by the Council in relation to the hours the employee 

works. 

(iii) Once issued it is a condition of employment that the issued clothing be worn when at work. 
(iv) Electrical Workers will be provided with Arc Flash Rated Clothing (Shirts and Pants) in line with the 

allocation in clause 4.6.1(i) and (ii). 

 
4.6.2 Safety Boots 

 

The Council will subsidise employees to a maximum of $250.00 (exclusive of GST) on an annual basis 
from the date of certification of this Agreement where the employee purchases steel capped safety 
boots. 

 
If a worker’s steel cap boots are required to be replaced before the annual timeframe expires, the 
worker can request boots under fair, wear and tear basis. 

4.6.3 Indoor Employees 
 

A. Corporate Uniform 

The parties agree that the Council will set policy, in consultation with staff, in regard to the colours and 
style of corporate uniforms. Staff will spend their annual uniform allowance (as prescribed below) with 
the corporate wardrobe supplier contracted to supply uniforms to the Council. The corporate wardrobe 
supplier will maintain a running balance of each individual staff member’s entitlement, adjusted to 
reflect issues as they occur. Wearing of uniform is compulsory for all Office Administration Staff, except 
where authorised otherwise. 

 
B. Full-time Employees 

(i) The Council will initially pay the total cost of purchasing employee uniforms to a maximum amount 
of $550.00 per annum (non-accumulative), with employees to pay back to the Council the cost of all 
uniforms which exceed their current allocation. This payment may be made through payroll 
deductions, with the full balance to be paid within two (2) months from the date of purchase. Upon 
resignation, the balance becomes due and payable immediately. 

(ii) Where an employee provides notification of pregnancy and requires additional maternity issue 
clothing during the period of pregnancy at work, additional uniforms, a minimum two (2) sets, will 
be provided as authorised by the Manager People and Capability. 

 
C. Part-Time and Casual Employees 
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Part-time and casual employees will be provided with two uniforms on engagement. 

4.6.4 Prescription Safety Glasses 
 

IRC will reimburse all out-of-pocket expenses for prescription safety glasses per calendar year. To 
arrange reimbursement the employee is to complete the Prescription Safety Glasses Reimbursement 
form and return it to their supervisor for approval and payment. All costs associated with the supply of 
the prescription safety glasses are the responsibility of the employee’s department. The completed and 
approved form is to be forwarded to accounts payable for reimbursement for out-of-pocket expenses. 

 

4.7 SERVICE INCREMENT PAYMENT 

In recognition of continuing service to IRC and the skills and experience gained whilst employed by IRC 
an annual payment, recognising service, will be made to permanent full time, part time and long-term 
casual employees in accordance with the schedule below, based upon the years of service with IRC. 

 

Continuing Years of 
Service 
(Greater than) 

$/week Service Recognition Payment per 
annum 
(Calculated on years of service) 

5 Years’ Service $5.00 $260 

6 Years’ Service $6.00 $312 

7 Years’ Service $7.00 $364 

8 Years’ Service $8.00 $416 

9 Years’ Service $9.00 $468 

10 Years’ Service $10.00 $520 

11 Years’ Service $11.00 $572 

12 Years’ Service $12.00 $624 

13 Years’ Service $13.00 $676 

14 Years’ Service $14.00 $728 

15 Years’ Service $15.00 $780 

 
Years of Service will be capped at the 15-year rate for those Employees with service beyond that period. 
The payment will only apply to current Employees and for whole years of service and will be made at the 
first pay period in December each year. 

Years of service will be recognised at that time, including those which fall within the month of December. 
Example: An Employee with 17 years of service would receive an annual gross payment as follows: 15 
years: payment at $15.00 per week x 52 weeks = $780. 

 

PART 5 – HOURS OF WORK 

 
5.1. FLEXIBLE WORKING ARRANGEMENTS 

(i) The parties to this Agreement endorse flexible work arrangements and agree that flexible work 
arrangements may be developed by agreement with the affected parties for any program 
undertaken by the Council. 

 
(ii) Flexible working arrangements must satisfy the following 4 principles: 

• current customer service requirements continue to be maintained; 
• they must be cost neutral; 
• they must be practicable and workable; 
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• they must not compromise workplace health and safety requirements; 

(iii) Flexible work arrangements currently in existence will be maintained for the duration of this 
Agreement unless an agreement is reached between both parties to amend the existing 
arrangements. 

 
(iv) In all cases relating to hours of work and workforce flexibility, the process will involve consultation 

with the workforce, taking into account individual family considerations. 
 

(v) By agreement with the employees affected, ordinary hours, including night work, may be worked 
up to ten (10) hours per day and starting and finishing times may be staggered, including outside 
the normal span of hours. Provided that only in exceptional circumstances will the Council require 
an employee to work beyond ten (10) ordinary hours per day. 

 
(vi) Where the parties agree to alter work arrangements or implement new arrangements, the parties 

agree that the provisions of this Agreement will operate to the extent necessary to give effect to the 
new work arrangements, provided that: 

• the terms of the new work arrangement are in writing and have been signed by the 
Council and the employee or their nominated representative; and 

 

• a majority of the employees whose employment is or will be affected by the arrangement 
have been consulted and voted in favour of the arrangement in a ballot for which at least 
7 days’ notice has been given. 

5.2. ROSTERED DAYS OFF 

(i) It is agreed between the parties that the normal daily hours of work will be structured to allow for 
employees to work on the basis of nine (9) days within a two (2) week period, thereby accruing time 
for a Rostered Day Off (RDO). 

(ii) Where appropriate hours have been worked to accrue an RDO over a two (2) week period, all 
employees will access their RDO each fortnight on one (1) agreed Monday or Friday of each fortnight 
or on any other day as agreed between Council and an employee. 

(iii) Employees are not able to bank any more than five (5) RDO’s. Banking of an RDO occurs only by 
agreement and at the request of the employee. 

(iv) Banked RDOs, when taken will be paid at the ordinary rate of pay the employee would have been 
entitled to receive had they worked on that day. 

(v) Banked RDOs are to be taken within 12 months of their banking. 

(vi) Except in emergency cases, five (5) days’ notice is to be given verbally to each employee that is 
required to work on any scheduled RDO. 

(vii) Where an Employee is directed by a Manager to work an RDO, and no provision is made for banking 
or rescheduling of an alternative day, this does not mean the RDO is banked. Where no alternative 
day off is provided or mutually agreed payment of this RDO worked will be paid at the relevant 
overtime rates. 

(viii) Banked RDO’s may be accessed by the employee making application to their Manager at least five 
(5) days prior to the requested leave. The Manager may waive this notice in the case of special 
emergency or unforeseen circumstances. Council reserves the right to refuse applications on the 



 

27 | P a g e   

basis that the leave applied for may result in the administrative and work operations of Council to 
be rendered less efficient or more costly as a consequence. 

(ix) Banked RDO’s will be paid in the pay period in which they are taken. 

(x) Employees retain the right to refuse to work on a scheduled RDO. 

(xi) Agreement to take or work an RDO will not be unreasonably withheld or refused by either party. 

5.3. TRAVEL OUTSIDE ORDINARY HOURS 

The parties to this Agreement recognise that on occasions, employees are required to travel to other 
centres throughout the region for work outside of their ordinary hours. 

 
An Employee approved to travel outside ordinary work hours will be paid at a rate of time and one- 
half if the employee’s level is eligible to receive overtime and subject to the following conditions; 

 

• Travel during ordinary work hours should be considered in the first instance. 

• If an employee who is within a salary range eligible for overtime and is required to travel outside 
of their ordinary working hours, they will receive a penalty rate of time and one-half for that 
travel time. 

 

• Passengers who are eligible for overtime will also receive a penalty rate of time and one-half. 

• Approval will be required by the employee’s Manager prior to undertaking any travel outside 
ordinary working hours. 

 

5.4 FATIGUE MANAGEMENT 

5.4.1 10 Hour Break 
 

Council recognises the importance to minimise the potential for fatigue-related impairment and is 
committed to the assessment and control of work-related factors which may contribute to fatigue. 

When overtime work is required and requested by Council, it will be arranged where possible for 
employees to have at least ten (10) consecutive hours off duty between work of consecutive days. 

An employee who works so much overtime before commencement of the employee’s ordinary work 
on the next day, that the employee has not had at least ten (10) consecutive hours off duty between 
those times shall, subject to this sub clause, be released after the completion of such overtime, until the 
employee has had ten (10) consecutive hours off duty without loss of pay for ordinary working time 
occurring during such absence. To avoid doubt, if actual time worked is less than 2 hours, these hours 
are not regarded as overtime for the purposes of fatigue break. 

If such employee is instructed to resume or to continue work without having had such ten (10) 
consecutive hours off duty, the employee shall be paid at double time until the employee is released 
from duty for such period, and such employee shall be entitled to be absent until such employee has 
had ten (10) consecutive hours off duty without loss of pay for ordinary working time occurring during 
such absence. 

In the circumstance where an employee is instructed to resume or continues work without having then 
(10) consecutive hours off duty, the employee and employer will undertake a fatigue management risk 
assessment to ensure the employee remains fit for duty, in accordance with fatigue management 
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processes. The employee will also be responsible for self-monitoring and reporting any fatigue concerns 
to their direct supervisor, or delegate. 

 
Employees performing volunteer emergency services work will be eligible for the same fatigue 
management provisions outlined above. 

 
For the purpose of this clause, please refer to clause 4.5.6 – On Call Allowance, Queensland Local 
Government Industry (Stream B) Award – State 2017 Section 18.6 Recall to Duty and Section 18.7 
Fatigue Break and IRC Fatigue Risk Management Procedure. 

 

5.5 TIME OFF IN LIEU (TOIL) 

With the approval of their manager or delegated officer, all eligible employees as outlined in the 
Queensland Local Government Industry (Stream A) Award – State 2017 (or its successor) may choose 
to have overtime elected as Time Off In Lieu (TOIL), rather than as overtime payment. 

In lieu of claiming for overtime, the employee may elect to be given time off equivalent to time worked 
either outside the spread of ordinary hours of any day or in excess of the ordinary weekly hours. 

 
Where, due to work requirements, an employee is not able to take TOIL within four (4) months during 
which such TOIL has accrued, the TOIL shall, by mutual agreement, be taken as leave or paid at the 
applicable overtime rate. A maximum of one (1) week’s ordinary time may be accrued in any four (4) 
month period. 

If an employee elects to have overtime accrued as TOIL – it will be accrued at and taken as ordinary time. 
 

TOIL shall be taken as soon as possible at a mutually agreed time, consistent with operational 
requirements and may be taken in whole days or part thereof. 

 
Employees remunerated lower than level 6 of the Queensland Local Government Industry (Stream A) 
Award – State 2017 (or its successor) are eligible to claim overtime or may elect to accrue TOIL. 

Employees remunerated at level 6 or higher of the Queensland Local Government Industry (Stream A) 
Award – State 2017 (or its successor) are not eligible for overtime (TOIL applies in lieu of overtime 
penalties). 

 

5.6 NON-STANDARD AND ALTERNATE ROSTERS 

The Parties commit to trialling a four (4) day working week for each work section, wherever 
operationally possible. The trial process will be implemented following consultation with relevant work 
groups and relevant Union’s, with the trial period operating for a maximum period of six (6) months 

The Council may approach an employee or group of employees to work an alternate / non‑standard 
roster. Any change to the alternate / non‑standard roster must be by mutual agreement in consultation 
with the relevant Union/s. 

Similarly, a work team may approach Council with a proposal to work an alternate / non‑standard 
roster. Any change to the alternate / non‑standard roster must be by mutual agreement in consultation 
with all relevant stakeholders. This is to occur in accordance with Clause 2.3 – Job Security / 
Consultation and Redundancy. 

Council, the employees and their Union/s may agree to a trial period, whereafter following the 
conclusion of the trial period, Council will determine, in consultation with employees and their Union/s, 
whether the arrangement may either cease, be extended, be agreed for a defined period, or be 
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confirmed as a permanent change to the applicable employees’ roster. 

All full-time non‑standard roster employees working a four (4) day work week will be allocated one (1) 
RDO per week, Monday to Friday. 

Employees may elect to take a minimum meal break of thirty (30) minutes up to a maximum meal break 
of one (1) hour. 

5.6.1 Application of these Provisions 

In the event that Council or a team of employees seek to introduce a roster other than a standard nine 
(9) day fortnight or an existing roster arrangement, Council will consult with the relevant Union/s and 
affected employees. 

Non‑standard rosters may be implemented throughout Council operations on a mutually agreed basis 
with each employee. 

Prior to implementation of any non‑standard roster, Council will reach agreement with the relevant 
Union/s on how the roster is to be paid, including any calculation for a roster loading. 

5.6.2 Hours of Duty 

The arrangement of any non‑standard roster hours will be based on a thirty-six and one quarter (36.25) 
or thirty-eight (38) hour week as per the relevant award. The spread of ordinary hours of duty for a 
non‑standard roster will be between 6.00 am and 6.00 pm on each rostered day, unless otherwise 
agreed. 

PART 6 – TRAINING RELATED MATTERS 

6.1 AGREEMENT TRAINING 

To ensure that management, supervisory staff and other relevant employees understand the intent and 
application of this Agreement, an education program relating to this Agreement and the parent Awards 
will be facilitated through training of the SLT/ People and Capability/ Payroll/ JCC and toolbox talks as 
appropriate following this Agreement being certified by the QIRC. 

 

6.2 COMMITMENT TO TRAINING AND PROFESSIONAL DEVELOPMENT 

(i) The parties to this Agreement recognise that, in order to increase the long-term sustainability, 
efficiency, and competitiveness of the Council, a strong and sustained commitment to training and 
skill development is required on both an individual and Council wide basis. 

 
(ii) The parties agree with respect to the training and career path development of employees, that each 

employee will have access to learning processes and resources through a mutually agreed career 
development plan. 

 
(iii) The career development plan will consist of a set of prioritised learning opportunities which should 

be reviewed annually and will be based upon the following: 

• individual employee's desired career path; 

• the current and future skill requirements of the Council; 

• the size, structure and nature of the long term strategic operational plans of the 
Council; 
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• the need to develop vocational skills relevant to the Council's long- t er m operational 
needs through both industry courses and courses conducted by accredited 
educational institutions and providers. 

 
(iv) Individual development plans should seek to professionally develop employees so that they can 

satisfy key position accountabilities and improve career development prospects, with a view to 
providing the Council with a highly skilled workforce with the necessary skills to meet the future 
service and operational requirements. This item will form part of the standard agenda for the JCC. 

 
PART 7 – LEAVE ARRANGEMENTS 

 
7.1 ANNUAL LEAVE 

(i) Each employee will be entitled to five (5) weeks' annual leave per year. 
 

(ii) Annual leave loading for all employees will be paid at the rate of 17.5%. 
 

(iii) Employees will be required to provide the Council with a minimum period of notice in writing of 15 
days of their intention to commence annual leave or as otherwise agreed. 

 
(iv) Where an employee has resigned from their employment and such an employee applies for annual 

leave during the notice period the Council will maintain the right to refuse the annual leave 
application. 

 
(v) Where an employee has accrued an excessive amount of annual leave, the employee may be 

required to participate in a leave reduction scheme. Such scheme will require the employee to 
reduce their accrued bank of annual leave over an agreed period of time. For the purpose of this 
clause "an excessive amount of annual leave" will equate to ten (10) weeks. 

(vi) Where an employee is required to participate in a leave reduction scheme and Council and the 
employee cannot agree when such leave as relates to the leave reduction will be taken, the Council 
can direct the employee to take such leave by giving eight (8) weeks' notice in writing. 

 
7.1.1 Annual Leave Guidelines 

 
(i) Overseas bookings or advance bookings are not to be formalised until leave accruals are confirmed 

and any leave application is approved and acknowledged. 

(ii) Annual leave applications should be submitted to an employee’s Supervisor as soon as practical and 
certainly as a minimum within legislative/Policy requirements. 

 
(iii) Upon receipt of such application the relevant Supervisor should consider the application in regard 

to operational needs both current and forecast. The Supervisor is responsible for confirming leave 
accruals of the applicant through "Tech One" and the "Staff My Modules Portal". 

(iv) If the leave is approved, the Supervisor is to sign and return the leave form to the employee with 
a copy to payroll. This is to occur within seven (7) days of receipt from the employee. 

 
(v) If the leave is not approved as requested, then the relevant Supervisor is to respond to the employee 

in writing within seven (7) days of receipt advising the reasons for the refusal and seeking to 
determine an agreed alternative. 
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(vi) Whilst every endeavour is made to forecast work commitments against leave requests when 
approving annual leave, situations may arise necessitating a review of confirmed leave approvals. 
Where such a review is necessary, each case will be considered on its merits applying 
"reasonableness." However once approved the agreed leave will only be amended by agreement 
between the parties. Should disagreement arise then the issue should be managed in accordance 
with these guidelines and/or, if deemed necessary, through the agreed Dispute Resolution 
Procedure contained in this Agreement. 

 
(vii) Where an employee proceeding on annual leave has less than ten (10) days' annual leave, the 

employee may also access up to ten (10) days of accrued long service leave entitlement. 

7.2 PERSONAL LEAVE 

7.2.1 Definition 

 
Personal leave is unlike annual or long service leave in that it is conditional upon an employee being ill 
or injured to the point of being unfit for duty or being required to provide care or support to a member 
of the employee's immediate family or household as defined in clause 1.4 of this Agreement. It is an 
insurance to protect the employee and their family against hardship should the employee be unable to 
continue their work and should only be utilised when an employee is ill or injured or is required to 
provide care or support. While personal leave is cumulative from year to year, it will not be paid out on 
termination. 

7.2.2 Entitlement 

 
All eligible employees will accrue 15 days' personal leave per annum. 

 
7.2.3 Notification 

 
Where an employee is unable to attend work due to illness, injury or the need to provide care for an 
immediate family member or household, they are required to contact their Supervisor directly by 
telephone, text message or email and inform them of their absence as soon as practicable. Notification 
through a third party, such as another employee, is not acceptable. In contacting their Supervisor, the 
employee must advise of the period, or expected period, of the personal leave. 

 
7.2.4 Evidence 

 
To be entitled to paid personal leave an employee must provide the Council with notice as required under 
clause 7.2.3 as well as sufficient evidence of the illness that would satisfy a reasonable person. Such 
evidence should state that the employee is ill, injured or is required to provide care and/or support to an 
immediate family member. Documentary evidence is required for all personal leave claimed more than 
two consecutive (2) days. Medical certificates and statutory declarations are examples of forms of 
documentary evidence. 

7.2.5 Whilst on Annual Leave or Long Service Leave 
 

If an employee whilst absent from duty on Annual Leave or Long Service Leave is overtaken by illness or 
is required to provide care or support to a member of the employee's immediately family or household 
as defined in clause 1.4 of this Agreement, the employee shall, subject to the provisos contained in this 
sub–clause, be entitled on application to have such period of illness which occurs during the employee’s 
Annual Leave or Long Service Leave debited to the employee’s Personal Leave entitlement and the 
employee’s Annual Leave or Long Service Leave entitlement shall be adjusted accordingly, provided that: 
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• the application for such adjustment is approved by the CEO, Director or Head. 
 

• the employee has sufficient personal leave accruals to cover the personal leave period. 

The application includes a certificate signed by a duly qualified Health Practitioner or a statutory 
declaration certifying that such employee is incapacitated by such illness to the extent that the employee 
would be unfit to perform normal duties for a period of more than two (2) consecutive working days or 
required to provide care or support to a person who is a member of the employee’s immediate family or 
household who falls ill for a period of more than two (2) consecutive working days. 

 
7.2.6 Specialist Medical Leave 

 

• Where an employee has exhausted their accrued personal leave entitlements, Council will grant 
up to five (5) days of paid Specialist Medical Leave per annum for the purpose of attending or 
undergoing necessary medical treatment requiring specialist care. 

• Access to Specialist Medical Leave is subject to the employee providing satisfactory evidence 
from a treating specialist clinician confirming the requirement for such treatment. Cosmetic 
or elective procedures are excluded from this provision unless the treating specialist certifies 
that the procedure is clinically required for medical or reconstructive purposes. 

• Specialist Medical Leave is non-cumulative and will not accrue from year to year. 

7.3 ABSENTEEISM MANAGEMENT PROCEDURE 

(i) Personal leave should only be claimed when injury or illness or the requirement to care for an 
immediate family member or household prevent an employee from attending work. 

(ii) The parties to this Agreement recognise that absenteeism and abuse of personal leave is a 
controllable overhead and abuse of this benefit is detrimental to the operations of the Council in 
respect to services to rate payers. In recognising this, the parties have agreed on the following 
procedure to manage personal leave abuse and absenteeism: 

 
(a) The parties agree that personal leave is unlike annual or long service leave in that it is 

conditional upon an employee being ill or injured to the point of being unfit for duty or 
be required to care for an immediate family member or household. 

(b) This procedure is designed to curtail personal leave abuse and absenteeism by employees 
who are absent from work and who are not genuinely unfit for duty and is to operate 
notwithstanding other provisions of this Agreement. 

 
(c) The Council will 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. Where such concern is deemed an unsatisfactory record 
of absences, the following process will be implemented. At any time during this process an 
employee will have the right to be accompanied or represented by a person or 
organisation of their choice. 

(d) Any employee with an unsatisfactory record (due to frequent patterns or other 
reasonable concerns) will be interviewed by their manager. The employee will be notified 
at the time of setting the interview time and date that they are entitled to have a 
nominated representative or a support person of their choice present at the initial and 
any subsequent meeting. If the discussion does not provide satisfactory reason for the 
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employee’s absences, a letter of warning may be provided which will include a process 
for regular feedback by the manager to the employee and appropriate actions for 
improvement documented. 

(e) If no improvement is observed in the next review period, the employee is to be again 
interviewed as per clause 7.3(d). If the interview results in unsatisfactory reasons being 
given, a second letter of warning will be sent to the employee, indicating proof of illness or 
a certificate will be required for any subsequent absence or personal leave. This letter of 
warning will also 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 will be provided 
with a show cause in accordance with the Council's Disciplinary Procedure. 

 

7.4 BEREAVEMENT/COMPASSIONATE LEAVE 

(i) In addition to the number of days allowable under the bereavement leave provisions in the IR Act, 
an employee may access three (3) additional days paid bereavement leave to attend the funeral or 
visit a seriously ill or dying member of the employee’s immediate family as defined in clause 1.4 of 
this Agreement. Employees with accrued personal leave may access an additional five (5) days from 
such personal leave balance. 

 
(ii) To avoid doubt this means that an employee can access up to a total of ten (10) days’ paid leave 

comprising of five (5) days’ paid bereavement/compassionate leave as well as five (5) days paid 
personal leave (if employee has such accruals) to attend to funeral arrangements or to visit the 
immediate family member who has a life-threatening injury or illness. 

(iii) Part-time and maximum-term employees will be entitled to pro-rata bereavement leave 
contingent on their contracted hours. Casual employees will be entitled to 

bereavement leave; however, they will not receive any payment. 
 

(iv) An employee who takes bereavement leave must give the employer a copy of the funeral notice or 
other evidence of the death the employer reasonably requires. 

(v) An employee who takes compassionate leave must give the employer sufficient evidence to satisfy 
a reasonable person that the employee was taking compassionate leave because a member of the 
employee’s immediate family’s life was threatened by personal illness or injury. 

 
(vi) An employee may take additional leave as unpaid bereavement leave or compassionate leave if the 

employer agrees. 
 

7.5 LONG SERVICE LEAVE 

(i) All full-time employees will accrue long service leave entitlements at the rate of one point three (1.3) 
weeks for each year of continuous service with the Council. Part-time and casual employees will be 
entitled to long service leave accrued on a pro-rata basis in relation to the ordinary hours worked. 

(ii) Provided that any calculation of an employee’s long service leave provision shall be subject to any 
amendments to current and past legislation and/or Awards provisions. To avoid doubt this means 
that an employee’s long service leave is calculated on the amount of long service leave available to 
that employee at relevant times during their employment. 

(iii) On the completion of seven (7) years continuous service with Local Government in Queensland an 
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employee may take any accrued long service leave. The minimum amount of pro rata long service 
leave that can be taken is five (5) days or otherwise agreed with the employee’s manager. To 
facilitate this, a written request is required. 

(iv) In addition, where an employee resigns, or their employment is terminated on completion of five 
(5) years or more years of continuous service with Local Government in Queensland the employee 
is entitled to be paid out any accrued long service leave. 

 
(v) Long Service Leave may be taken at half pay where the increased absence does not adversely affect 

operational requirements and is by mutual agreement between the employee and their manager. 
 

(vi) Upon written application, an employee may be paid for all or part of their long service leave 
entitlement instead of taking the leave in accordance with section 110 of the Act. Applications will 
only be considered on compassionate grounds and/or financial hardship and will be determined by 
the Manager People and Capability or delegate. Payment will not be approved while an employee 
is performing higher duties or on temporary secondment of six (6) months or less to a higher 
classification. 

 

7.6 TRANSFER OF PERSONAL LEAVE, LONG SERVICE LEAVE AND ANNUAL LEAVE FROM ANOTHER QLD 
LOCAL GOVERNMENT, QLD STATE GOVERNMENT OR QUEENSLAND GOVERNMENT OWNED 
CORPORATIONS UPON COMMENCEMENT.  

7.6.1  Transfer of Personal Leave 

Employees covered under the Stream B and Stream C Award, will be entitled to have any accrued 
untaken Personal Leave with a previous Queensland local government employer credited to their 
Personal Leave balance at the commencement of their employment with Council, in accordance with 
Division 2, Section 1, Clause 20(e) of the Queensland Local Government Industry (Stream A) Award - 
State 2017. 

7.6.2 Transfer of Long Service Leave and Annual Leave 

(i) Prior to commencement of employment with Council, an applicant may request that their accrued 
entitlement to annual leave and/or long service leave with their current employer, be transferred 
to Council. This will be by mutual agreement only and subject to there being no additional cost for 
Council.  

(ii) The transfer of such leave will only be applicable where an employee’s former employer is a 
recognised Qld Government employer, as defined in sub-section 7.6.2 (iv), and they are employed 
at Council within three (3) months of their cessation of work with the previous employer.  

(iii) This provision will in no way limit or reduce an employee’s entitlement to portability of long service 
leave under the Local Government Regulation 2012. 

(iv) Queensland Government employer means a Queensland local government, including Brisbane City 
Council, a water entity, an entity that is controlled and owned by a local government, Queensland 
State Government or Queensland Government Owned Corporations. 

 

7.7 CEREMONIAL/CULTURAL LEAVE 

(i) An employee who is legitimately required to be absent from work for ceremonial/cultural purposes 
will be entitled to access accrued annual leave, RDOs or up to five (5) days' leave without pay in 
each calendar year. 

 



 

35 | P a g e   

(ii) If required by the Council, the employee will establish, prior to receiving approval, that they have 
an obligation to participate in ceremonial activities and will advise the Council at the earliest 
opportunity of their obligation to participate. Requests for additional/alternative leave may be 
considered at the discretion of the CEO on a case by case basis. 

 

7.8 PARENTAL LEAVE 

7.8.1 Parental Leave Entitlements 

 
(i) All ‘eligible employees’ shall be entitled to access parental leave in accordance with the Queensland 

Employment Standards as contained in the Industrial Relations Act 2016. 
 

An ‘eligible employee’ is any employee, other than a casual, that has had 12 months continuous 
service, at the time of the birth or adoption of the child, and long-term casual employees. A long-
term casual employee, for the purpose of this entitlement, is: 

(a) employed by Council on a regular and systematic basis for several periods of employment or on 
a regular and systematic basis for an ongoing period of employment during a period of at least 
12 months; and 

 
(b) who has, but for the pregnancy or the decision to adopt, a reasonable expectation of ongoing 

employment. 
 

The entitlement to unpaid parental leave in accordance with Industrial Relations Act 2016 will be 
inclusive of: 

• the period of paid parental leave provided under Clause 7.7.2. 
 

• any further paid leave entitlement accessed by the employee, for example long 
service leave or annual leave; and 

 

• the period of paid leave provided by the Australian Government (considered unpaid 
leave from Council). 

(ii) Accordingly, the provision of paid parental leave contained in this Agreement will not be subject to 
reduction during the life of this Agreement. Paid parental leave provisions of this Agreement shall 
be in addition to any paid leave entitlement provided by the Australian Government. 

(iii) An employee’s entitlement to accrue other forms of paid leave will continue during such period of 
paid parental leave. Absences for parental leave will be supported by appropriate Documentation. 

 
7.8.2 Primary Care Giver 

 
(i) Twelve (12) weeks’ paid parental leave will be available to all employees (excluding casual 

employees) eligible for parental leave pursuant to Clause 7.7.1 of this Agreement, for the purpose 
of biological confinement, adoption or surrogacy (pregnancy). Paid parental leave will be effective 
from the date of the commencement of parental leave and forms part of the fifty-two (52) weeks' 
parental leave entitlement, pursuant to Clause 7.7.1. 

 
The twelve (12) weeks’ paid parental leave under this clause will be calculated as follows: 

 
1. Full time employees whose ordinary hours of work are 36.25 hours per week shall be 
entitled to 435 hours (pro- rata for part-time employees). 
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2. Full time employees whose ordinary hours of work are 38 hours per week shall be 
entitled to 456 hours (pro-rata for part-time employees). 

 
Where, after the first twenty (20) weeks, an employee’s pregnancy results in other than the birth of 
a living child or where a child dies following the employee’s date of confinement but during that 
employee’s period of paid parental leave, that employee (birth parent) shall continue to be entitled 
to the twelve (12) weeks' paid parental leave. 

(ii) Paid parental leave may be taken at half pay at the request of the employee. Where an eligible 
employee requests a period of parental leave of more than twelve (12) months prior to proceeding 
on same, such application will not be unreasonably refused. The maximum extension to be agreed 
upon, under these circumstances, is eighteen (18) months. Where such extension is approved, the 
employee is expected to be absent for such period unless circumstances arise which provide 
grounds for amendment. Where a future extension of parental leave is requested, the total 
parental leave approved is not to exceed twenty-four 
(24) months. 

7.8.3 Secondary Care Giver 

 
Two (2) weeks' paid parental leave will be available to all employees (excluding casual employees) 
eligible for parental leave pursuant to Clause 7.7.1, for the purpose of supporting the primary caregiver 
in the instance of biological confinement, adoption or surrogacy. The two (2weeks' paid parental leave 
under this clause will be calculated as follows: 

 
(i) Full time employees whose ordinary hours of work are 36.25 hours per week shall be entitled to 

72.5 hours (pro-rata for part-time employees). 

(ii) Full time employees whose ordinary hours of work are 38 hours per week shall be entitled to 
76 hours (pro-rata for part-time employees). 

 
7.8.4 Primary and Secondary Caregiver Employees of Council 

 
Where both parents are employees of Council, only one parent may access primary caregiver leave or 
secondary caregiver leave for each pregnancy (these leave types may not be combined). An employee is 
only entitled to access either primary or secondary caregiver leave, not both, for each pregnancy. 

 
7.8.5 Adoption Leave 

 
An employee is not entitled to access paid parental leave in relation to adoption-related leave unless the 
child that is to be placed with the employee for adoption: 

• is, or will be, under 16 years of age as at the day of placement, or the expected day of 
placement, of the child; and 

 

• has not, or will not have, lived continuously with the employee for a period of six (6) months 
or more as at the day of placement, or the expected day of placement, of the child; and 

• is not (otherwise than because of the adoption) a child of the employee or the 
employee’s spouse or de facto partner. 

7.8.6 Return to Work 
 

Council recognises that employees may wish to seek part-time work arrangements upon return from 
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parental leave. Subject to the needs of the business, managers will seek to accommodate the request for 
part-time work. 

 
Employees are encouraged to discuss their potential needs with their manager as early as possible, 
including before departing on leave, providing maximum opportunity to discuss and consider potential 
mutually agreeable arrangements. The parties recognise that the Council may have employed another 
person to fill the role of the employee, the employee may not be able to return to their previous role 
prior to completing parental leave, unless in accordance with notice provisions as defined in the Act. 
However, once the employee has completed the period of parental leave they will be entitled to return 
to their previous position in line with the applicable legislation. 
 
7.8.7 Superannuation During Parental Leave 

Council will continue to make employer superannuation contributions during periods of Council’s paid 
parental and primary carer leave. 

 

7.9 REQUESTS FOR FLEXIBLE WORKING ARRANGEMENTS UPON RETURN FROM PARENTAL LEAVE 

7.9.1 Entitlement 

 
An employee who is a parent, or has responsibility for the care of a child, may request a change in 
working arrangements from the Council to assist the employee to care for the child if the child is under 
school age. 

 
Note: Examples of changes in working arrangements include: changes in hours of work, changes in 

patterns of work and changes in location of work. The employee is not entitled to make the 
request unless: 

 

• for an employee other than a casual employee, the employee has completed at least 12 
months of continuous service with the Council immediately before making the request; or 

 

• for a casual employee, the employee is a long- term casual employee and they have a 
reasonable expectation of continuing employment by the Council on a regular and 
systematic basis. 

 
7.9.2 Form of the Request 

 
Any request for flexible working arrangements must be in writing and set out details of the change 
sought and the reasons for the change. 

 
7.9.3 Agreeing to the Request 

 

(i) The Council must provide the employee with a written response to a request for flexible 
working arrangements within 21 days, stating whether it grants or refuses the request. 

 

(ii) The Council may refuse the request only on reasonable business grounds and, if the Council 
refuses the request, the written response must include details of the reasons for the refusal. 

 

7.10 NATURAL DISASTER LEAVE 

(i) Where a Declaration of a disaster situation has been declared which results in a situation 
where: 
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• An employee is unable to perform their required functions and reasonable duties, or where 
to continue working under extreme conditions is inadvisable due to Health, Safety and 
Wellbeing considerations. 

 

• where the employee is required to leave the work site and return home, the employee will 
be permitted to leave work and to be absent for up to a maximum of five (5) days without 
loss of pay. However, such leave is subject to approval by the CEO of the Council. 

(ii) Where any employee is isolated as a result of a disaster situation caused by, but not limited to, a 
natural flood, cyclone, bushfire, tsunami, volcano or earthquake events, and is unable to report to 
work at any of Council’s depots or premises from which that employee’s duties are conducted by 
means of plant and/or equipment being stationed there or report for alternative duties or training, 
the employee will be permitted leave without loss of pay, up to a maximum of five (5) days with 
such leave subject to approval by the CEO of the Council. 

 
(iii) Where, due to an employee’s circumstances, they are required to return home due to a non-

declared disaster situation, the employee must seek approval to leave work and, if approved, will 
be eligible to access any accrued leave balance (including TOIL, RDOs and Flex-time) excluding 
personal leave or unpaid leave. 

(iv) Where electronic facilities are available at an employee’s residence and the employee is unable to 
attend normal or alternative place of duty then such employee would be expected to work from 
home where practical and safe to do so. 

 
(v) Staff required to attend the LDCC will receive the remuneration and conditions during the disaster 

situation as defined in the agreed guidelines for such situations and communicated to such staff. 

 

7.11 DOMESTIC AND FAMILY VIOLENCE LEAVE 

Isaac Regional Council is committed to supporting employees who experience or are impacted by 
domestic and family violence. 

 
Employees experiencing domestic violence, as defined in the Council's Domestic Violence Policy and the 
Act, will be able to access up to twenty (20) days' paid Domestic and Family Violence leave per year. The 
support person, as defined in s 42(2)(b) of the Act, will be able to access up to ten (10) days' per year of 
paid carer’s leave to accompany them to court, hospital, or to mind children. Requests for additional 
leave will be considered at the discretion of the CEO on a case by case basis. 

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. 

 

7.12 EMERGENCY SERVICES LEAVE 

Permanent Employees who are officially appointed  members of recognised emergency services 
including  the IRC local State Emergency Services (SES),  Rural Fire Service Queensland (RFSQ), 
Queensland Ambulance Service (QAS) and/or Marine Rescue Queensland (MRQ) are approved by their 
immediate Supervisor to attend to an emergent call out during ordinary work time shall be entitled to 
Emergency Services Leave with pay equivalent to the ordinary wages for the period agreed to by Council. 

 
Council agrees to pay Emergency Services Leave to an employee to a maximum of ten (10) call outs per 
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calendar year, additional call outs may be approved by exception from the Chief Executive Officer. 
 

An Employee may be granted Emergency Services Leave, during their ordinary hours of work, without 
loss of pay, for training purposes to a maximum of five (5) days per calendar year. Such written notice 
from the employee should state that the employee is required for training purposes and clearly outline 
the dates and times the training commences and finishes. Any training takes place outside an employee’s 
ordinary hours, the employee shall not be entitled to any payment. 

All Emergency Services Leave will be paid at ordinary time and will not incur any penalties. 
 

Any Emergency Services Leave shall not place any responsibility on Council as to the conduct of or work 
undertaken by an employee on such leave. Council has no responsibility for any expenses incurred during 
the employee’s absence to conduct emergency work. Such periods of leave will be recognised for the 
accrual of benefits. 

Emergency Services Leave only applies to permanent and maximum term full-time and part-time 
employees who are appointed  members of the Rural Fire Service Queensland (RFSQ), Marine Rescue 
Queensland (MRQ), the State Emergency Services (SES) or The Queensland Ambulance Service (QAS). 

 
Permanent and maximum term full-time and part-time employees of other  services or any other Local 
or State Government body established during the emergency, who may offer assistance to declared 
emergencies, may be considered on a case-by-case basis by the Chief Executive Officer. 
 

 

7.13 PAYMENT OF UNUSED PERSONAL LEAVE ON CESSATION OF EMPLOYMENT 

In recognition of long serving employees and to retain workers for succession planning, a part payout of 
unused personal leave on termination of employment or death for employees who have accrued five (5) 
years of continuous service with Isaac Regional Council or with other local governments in Queensland 
with whom we have a reciprocal Agreement. 

The part payment for unused personal leave shall be calculated at the rate of $200.00 per week up to a 
maximum of $5,000.00, using the following formula: 
Personal leave balance in hours / base hours per week x $200.00. 

 
Council will make part payment of unused personal leave upon cessation of employment due to 
retirement, resignation, medical reasons, death or redundancy. Payment of unused personal leave 
entitlements will not be available to employees whose employment is terminated by Council as a result 
of poor performance, inappropriate/misconduct, or abandonment of employment. 

 

PART 8 – MISCELLANEOUS 

8.1 DEPOT CLOSURE 

The existing arrangements with respect to the annual Christmas closedown of the majority of Council’s 
outside Clermont workforce are to continue for the purpose of annual maintenance of the majority of 
infrastructure delivery, heavy plant and vehicles. Similar arrangements will continue in regard to 
infrastructure crews in Nebo and St Lawrence in reference to shutdown maintenance and heavy plant. 
Land Care and Open Space staff will be rostered as agreed during the Christmas closedown period. 

 

8.2 CHRISTMAS SHUT DOWN PERIOD 

(i) Where employees do not have a balance in excess of five (5) weeks' annual leave, employees will 
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be able to bank RDOs to cover the Christmas shut down period. 

(ii) Employees have the option to work during this shutdown period, excluding public holidays, by 
mutual agreement with their supervisor. Such agreement will not be unreasonably withheld by 
the supervisor. 

(iii) Written notification will be provided at least 90 days before the Christmas shutdown period. 
 

8.3 UNION RELATED MATTERS 
 

8.3.1 Union Encouragement 

On induction, the Council will provide new employees with a document indicating that a Statement of 
Policy on Union Encouragement has been issued by the QIRC together with a copy of union delegate 
contact details. 

 
8.3.2 Union Delegates 

 

(i) The Council acknowledges that Union and employee representatives can play an important role 
within a workplace in supporting sound and harmonious employee and industrial relations and assist 
in dispute resolution. 

 

(ii) The role of the employee representative(s) will not detract from their primary responsibility which 
is to do the job they are employed to do. 

 

(iii) Employees and their representative(s) 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. 

 

(iv) Employees agree that they will not hold any meetings, including with employee representatives, 
during normal hours of work without the prior approval of their manager. 

 

(v) Unions will inform the Manager People and Capability 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. 

 

(vi) Based on employee numbers, appointed union delegates will be granted up to six (6) days' paid leave 
in each calendar year non-cumulative to attend authorised trade union training programs. 

 

(vii) Where an extended period of union training leave for a particular employee who has not expended 
their entitlement is requested, under exceptional circumstances, by their Union and such training is 
designed to promote quantifiable good industrial relations and industrial efficiency within the 
workplace, then such request will be considered by the CEO or delegate. 

 
(viii) 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. 

 
8.3.3 Union Dues 

Where an employee makes a written request for union due deductions to be made from their wages, 
the Council will process this request and deduction in accordance with its payroll deduction processes. 
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8.4 EMPLOYEE ASSISTANCE PROGRAM (EAP) 
 

Council will provide an employee assistance program for employees, their immediate family (as defined 
in clause 1.4). Council will provide up to six (6) paid consultations, with further requests as per 
recommendation of the service provider to be considered by the Head or Manager People and 
Capability. In accordance with confidentiality agreements, employees voluntarily attending EAP are not 
identified to Council. 

 

8.5 MEDICAL ASSESSMENT 

The parties to this Agreement recognise that Council and Employees have obligations arising from the 
Work Health and Safety legislation that include: 

 

• Council has a duty of care to ensure, so far as reasonably practicable, the health and safety of its 

workers, in the workplace; and 

• Employees have a duty to take reasonable care for their own health and safety, ensure their acts 

or omissions do not adversely affect the health and safety of other workers and to comply with 

reasonable lawful directions given by Council to allow it to fulfil its duty of care obligations, 

including compliance with policies and procedures. 

 
Where an employee has suffered a workplace injury or illness, Council will comply with the requirements 
of the Workers Compensation and Work Health and Safety legislation. 

Council will actively support employees in managing non-work-related injuries or illness, through our 
rehabilitation and worker support processes, as applicable. 

 
It will be reasonable for the Council to have concerns about an employee's health when: 

 
a) the employee has been absent from work for an extended period (relevant to the injury or 

illness) for medical reasons and: 

 

• the employee has not produced a satisfactory clearance from their treating doctor; 

• the clearance provided by the treating doctor is insufficient or conflicting and so does not 

address Council's reasonable concerns; or 

• there is no information provided by the employee's treating doctor about the 

employee's health or medical condition; or 

b) Council reasonably believes that the employee may have a condition that impacts their own safety 

at work or any co-worker’s Health, Safety and Wellbeing or their ability to perform the inherent 

requirements of their role; or 

 
c) where there are legislative requirements relating to an employee's ability to perform the 

employee's role. 

Where Council believes on reasonable grounds, that an employee's capacity or performance or conduct 
is being negatively impacted by the employee's health or medical condition, Council may require an 
employee to obtain a medical report, or acceptable alternative, from the employee’s treating doctor 
and/or specialist. This report will detail the employee’s diagnosis, prognosis, capacity and timeframe for 
returning to their substantive position, including whether modifications/adjustments can be applied to 
support an employee in returning to their substantive position. 
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Where the employee is unwilling to obtain a report from their treating doctor, their doctor is unwilling 
to provide a report (or cannot do so in a reasonable timeframe) and/or the information contained in the 
report is insufficient or conflicting and so does not address Council's reasonable concerns, Council may 
require the employee to undergo a medical assessment by an independent medical specialist (IME), of 
the specialisation specified by Council. The employee must provide authority to the IME to access 
relevant and required medical information from their treating doctor/specialist, to allow the IME to 
make an appropriate and thorough assessment. 

 
The requirement to attend a medical assessment will be expressed in writing and must set out: 

 

• the grounds on which the reasonable belief has been formed that the medical assessment is 

required; and 

• the details of the medical assessment to be undertaken. 

The medical specialist report associated with the medical assessment will be provided to the employee's 

treating doctor with authority for that treating doctor to discuss the report with the employee as the 

treating doctor considers appropriate. In some circumstances, medical specialist reports may be 

provided to those who have a relevant need to review the information for the purposes of supporting 

the Employee to return to work. 

Council will bear the cost of any specialist medical assessment requested under this clause. Council will 
support reasonable travel arrangements and expenses to support the Employee to complete the medical 
assessment. 

Employees may challenge the requirement to participate in a medical assessment by showing that it was 
not reasonable for the Council to form a belief that the assessment is required. Employees are entitled 
to have a support person/representative attend meetings in the workplace associated with the request 
to attend the medical assessment. Disputes in relation to requests to attend medical assessments will 
be managed in accordance with Clause 2.2 of this agreement – Grievance and Dispute Settlement 
Procedure. 

 

• If an employee fails to comply with a request for medical assessment, and the CEO/Executive 
Director believe there is an inherent risk to the employee’s and/or any co-worker’s health and 
safety if the employee returns to his/her substantive position, then they may transfer the 
employee to a suitable alternative position if available, to minimise the risk until such time as 
the employee provides a full medical clearance to return to their substantive position. 

8.6 CHRISTMAS BONUS FOR INDOOR STAFF 

All current  employees who were prior to this agreement, in receipt of a Christmas bonus of one and a 
half days, i.e. 11 hours 24 minutes will continue to receive the bonus for the term of this agreement. 
Payment will be calculated on the hourly rate of all those employees eligible to receive the payment and 
averaged out so that all employees receive an identical benefit for the Christmas bonus as at 30 
November each year. 
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SIGNATORIES 
 
 
 

Signed for and on behalf of the 

ISAAC REGIONAL COUNCIL         

Cale Dendle 

Chief Executive Officer 
 
 
 
 
 

 

In the presence of                                                                                             …………………………………... 
 
 
 

           ………………………………...  

           Printed Name 
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Signed for and on behalf of the 

The Australian Workers’ Union of Employees, Queensland   

Stacey Schinnerl  

State Secretary 
 
 
 
 
 
 

In the presence of …………………………………... 
 
 
 

………………………………...  

Printed Name 
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Signed for and on behalf of the 

Queensland Services, Industrial Union of Employees   

Neil Henderson 

Secretary 
 
 
 
 
 
 

In the presence of …………………………………... 
 
 
 

           ………………………………...  

           Printed Name 
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Signed for and on behalf of the 

Plumbers & Gasfitters Employees’ Union Queensland,     

Union of Employees Gary O’Halloran 

State Secretary 
 
 
 
 

 
In the presence of …………………………………... 

 
 
 

                  ………………………………...  

                  Printed Name 
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Signed for and on behalf of the 
The Construction, Forestry, Mining and Energy,   

Industrial Union of Employees, Queensland Paul Dunbar 

Industrial Coordinator 
 
 
 
 

 
In the presence of …………………………………... 

 
 

 

………………………………...  

Printed Name 
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Signed for and on behalf of the 
Automotive, Metals, Engineering, Printing and     
Kindred Industries Industrial Union of Employees, Queensland Rohan Webb 

State Secretary 
 
 
 
 

 
In the presence of …………………………………... 

 
 

 

………………………………...  

Printed Name 
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Signed for and on behalf of the 
The Electrical Trades Union of Employees Queensland   

Peter Ong 

State Secretary 
 
 
 
 

In the presence of …………………………………... 
 
 
 

           ………………………………...  

           Printed Name 
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Signed for and on behalf of the 
The Association of Professional Engineers,  

Scientists and Managers, Australia, Queensland Branch Sean Kelly   

Union of Employees State Director 

 
 
 

In the presence of …………………………………... 
 
 

 

………………………………...  

Printed Name 
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Signed for and on behalf of the 
Transport Workers’ Union of Australia, Union of Employees    

(Queensland Branch) Richard Olsen 

Branch Secretary 
 
 
 

 
In the presence of …………………………………... 

 
 
 

………………………………...  

Printed Name 
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SCHEDULE 1 

 
Note: 
 
CPI Review Mechanism 
 
The parties acknowledge that the wage increases prescribed for the periods commencing 1 July 2027 and 1 
July 2028 have been determined having regard to economic conditions prevailing at the time of bargaining. 
 
Where the Brisbane All Groups Consumer Price Index (CPI), being the percentage change over the twelve 
(12) months to the March quarter as published by the Australian Bureau of Statistics is more than double 
the wage increase percentage, the parties agree to enter into discussions in good faith for the purpose of 
reviewing the appropriateness of the wage increase for the specified forthcoming 12 month period. 
 
Any adjustment to the wage increases will be subject to agreement between the parties. 
 
Wage increases for the purpose of this clause are; 
• From 1 July 2026: 4.7% 
• From 1 July 2027: 3%  
• From 1 July 2028: 3%  
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SCHEDULE 2 

 
Wage increases will be as follows: 
Stream A, B and C employees 
• From the first full pay period on or after 1 July 2026: 4.7% 
• From the first full pay period on or after 1 July 2027: 3%  
• From the first full pay period on or after 1 July 2028: 3%  
 
Parity Base Uplift  
For the purposes of achieving wage parity within this agreement, a parity uplift shall be applied to Stream B 
and Stream C wage rates as follows, prior to the calculation of annual wage increases: 
 
• From the first full pay period on or after 1 July 2026: parity base uplift of $1,000.00  
• From the first full pay period on or after 1 July 2027: parity base uplift of $1,500.00  
• From the first full pay period on or after 1 July 2028: parity base uplift of $3,942.00  
 
Back payment of retrospective wage increase 
Any entitlement under this Agreement to retrospective wage increase, will only apply to employees 
employed by Council on certification of this Agreement. 
 
Locality Allowance  
The locality allowance for Stream A, B and C employees will increase as follows: 
• From 1 July 2026: N/A 
• From the first full pay period on or after 1 July 2027: 5% 

• From the first full pay period on or after 1 July 2028: 5% 

 

  

1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7%) Year 2 (3%) Year 3 (3%) 

STREAM A Level Rate Rate Rate 

Level 1 

Level 1/1 $68,487.00 $70,542.00 $72,659.00 

Level 1/2 $69,729.00 $71,821.00 $73,976.00 

Level 1/3 $71,718.00 $73,870.00 $76,087.00 

Level 1/4 $73,580.00 $75,788.00 $78,062.00 

Level 1/5 $75,440.00 $77,704.00 $80,036.00 

Level 1/6 $77,048.00 $79,360.00 $81,741.00 

Level 2 

Level 2/1 $78,953.00 $81,322.00 $83,762.00 

Level 2/2 $80,861.00 $83,287.00 $85,786.00 

Level 2/3 $82,801.00 $85,286.00 $87,845.00 

Level 2/4 $84,745.00 $87,288.00 $89,907.00 

Level 3 

Level 3/1 $86,684.00 $89,285.00 $91,964.00 

Level 3/2 $88,626.00 $91,285.00 $94,024.00 

Level 3/3 $90,569.00 $93,287.00 $96,086.00 

Level 3/4 $92,508.00 $95,284.00 $98,143.00 

Level 4 

Level 4/1 $94,446.00 $97,280.00 $100,199.00 

Level 4/2 $96,390.00 $99,282.00 $102,261.00 

Level 4/3 $98,070.00 $101,013.00 $104,044.00 

Level 4/4 $100,012.00 $103,013.00 $106,104.00 
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1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7%) Year 2 (3%) Year 3 (3%) 

STREAM A Level Rate Rate Rate 

Level 5 

Level 5/1 $101,951.00 $105,010.00 $108,161.00 

Level 5/2 $103,630.00 $106,739.00 $109,942.00 

Level 5/3 $105,571.00 $108,739.00 $112,002.00 

Level 6 

Level 6/1 $108,804.00 $112,069.00 $115,432.00 

Level 6/2 $112,039.00 $115,401.00 $118,864.00 

Level 6/3 $115,278.00 $118,737.00 $122,300.00 

Level 7 

Level 7/1 $118,512.00 $122,068.00 $125,731.00 

Level 7/2 $121,747.00 $125,400.00 $129,162.00 

Level 7/3 $124,982.00 $128,732.00 $132,594.00 

Level 8 

Level 8/1 $128,864.00 $132,730.00 $136,712.00 

Level 8/2 $132,748.00 $136,731.00 $140,833.00 

Level 8/3 $136,632.00 $140,731.00 $144,953.00 

Level 8/4 $140,275.00 $144,484.00 $148,819.00 

Level 8/5 $143,918.00 $148,236.00 $152,684.00 

 

  

1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7% + 
uplift $1000) 

Year 2 (3% + uplift 
$1500) 

Year 3 (3% + 
uplift $3942) 

STREAM B Level Rate Rate Rate 

Operational Services 

Initial 6 months $66,890.00 $70,442.00 $76,616.00 

Level 1 $68,120.00 $71,709.00 $77,921.00 

Level 2 $69,340.00 $72,966.00 $79,216.00 

Level 3 $70,543.00 $74,205.00 $80,492.00 

Level 4 $71,802.00 $75,502.00 $81,828.00 

Level 5 $73,257.00 $77,000.00 $83,371.00 

Level 6 $75,719.00 $79,536.00 $85,983.00 

Level 7 $78,170.00 $82,061.00 $88,584.00 

Level 8 $80,397.00 $84,354.00 $90,945.00 

Level 9 $82,847.00 $86,878.00 $93,545.00 

 

  

1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7% + 
uplift $1000) 

Year 2 (3% + uplift 
$1500) 

Year 3 (3% + 
uplift $3942) 

STREAM B Level Rate Rate Rate 

Hospitality Services 

Hospitality worker, Level 1  $68,120.00 $71,709.00 $77,921.00 

Hospitality worker, Level 2 $69,340.00 $72,966.00 $79,216.00 

Hospitality worker, Level 3 $70,543.00 $74,205.00 $80,492.00 

Hospitality worker, Level 4  $73,257.00 $77,000.00 $83,371.00 

Hospitality worker, Level 5 $75,719.00 $79,536.00 $85,983.00 

Hospitality worker, Level 6 $78,170.00 $82,061.00 $88,584.00 
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1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7% + 
uplift $1000) 

Year 2 (3% + uplift 
$1500) 

Year 3 (3% + 
uplift $3942) 

STREAM C Level Rate Rate Rate 

Engineering and 
Electrical/Electronic Services 

C14  $57,116.00 $60,375.00 $66,247.00 

C13  $62,180.00 $65,591.00 $71,619.00 

C12  $64,835.00 $68,326.00 $74,437.00 

C11  $65,581.00 $69,094.00 $75,228.00 

C10  $73,257.00 $77,000.00 $83,371.00 

C9  $73,618.00 $77,372.00 $83,754.00 

C8  $76,169.00 $80,000.00 $86,461.00 

C7  $78,395.00 $82,292.00 $88,822.00 

C6  $83,307.00 $87,352.00 $94,033.00 

C5  $85,694.00 $89,810.00 $96,565.00 

C4  $88,210.00 $92,402.00 $99,235.00 

C3  $93,269.00 $97,613.00 $104,602.00 

C2(a)  $85,213.00 $89,315.00 $96,055.00 

C2(b)  $80,163.00 $84,113.00 $90,697.00 

 

  

1 July 2026 1 July 2027 1 July 2028 

Year 1 (4.7% + 
uplift $1000) 

Year 2 (3% + uplift 
$1500) 

Year 3 (3% + 
uplift $3942) 

STREAM C Level Rate Rate Rate 

Building Trades Services 

BT 1  $73,257.00 $77,000.00 $83,371.00 

BT2  $76,169.00 $80,000.00 $86,461.00 

BT3 $78,395.00 $82,292.00 $88,822.00 

BW 2  $68,613.00 $72,217.00 $78,444.00 

BW 1  $66,836.00 $70,387.00 $76,559.00 

 

BT 1, BT 2 and BT 3 – Mason, Joiner, Shop Fitting, Machinist, Glazier, Carpenter, Bricklayer, Plumber, Licensed 
Drainer, Painter, Fibrous Plasterer, Plasterer, Floor specialist, Signwriter, Sand Blaster, Tiler. 
 
BW 1 – Assistant Powder monkey, hoist driver, gear hand, gantryhand, jackhammer person, concrete cutting 
or drilling machine operator, steel bender, labourer. 

BW 2 - Certified scaffolder, Foundation shafts worker, Rigger, Dog person, Powder monkey, Concrete finisher, 
Hoist or winch driver, Steel fixer, Tack welder. 
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SCHEDULE 3 
 

SPECIAL WORK ARRANGEMENTS 

 
COMMUNITY CENTRES 

Where a casual employee is engaged to work in Council Community Centres, hours of duty and meal breaks, 
minimum period of engagement and overtime will be in accordance with the applicable Queensland Local 
Government Industry (Stream A) Award – State 2017, Queensland Local Government Industry (Stream B) 
Award – State 2017 or Queensland Local Government Industry (Stream C) Award– State 2017, dependent on 
classification. 
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SCHEDULE 4  

APPENDIX A – APPRENTICES AND TRAINEES GENERAL PROVISIONS 
 

1. The Parties to this Agreement recognise the importance of employing Apprentices and Trainees directly to 

ensure proper skills and development of the trade or discipline.  

2. Council will ensure Apprentices and Trainees are provided a copy of their agreed Training Plan and will be 

supervised to the extent required to support the Apprentice or Trainee in safely achieving all on and off the job 

training outcomes.  

3. Where Council does not employ adequate qualified tradespeople with the relevant skills or qualification to 

supervise specific aspects of the Apprenticeship or Traineeship, Council will take all reasonable steps to support 

the Apprentice or Trainee in successfully completing these aspects of their qualification, which may include 

identification of a suitable contractor or business placement. 

4. Council agrees that Apprentices and Trainees will be entitled to all terms and conditions of this Agreement, and 

their weekly ordinary wage rate of pay will be calculated in accordance with this Appendix and the salary scales 

at Schedule 2 of this Agreement. Where wage rates are not provided for at Schedule 4 of this Agreement, the 

Order - Apprentices and Trainees Wages and Conditions (Excluding Certain Queensland Government Entities) 

2003, will apply. 

5. An Apprentice or Trainee aged 21 or above (Adult), will not receive a rate of pay that is less than the Queensland 

Minimum Wage. 

6. Except where otherwise provided in this Agreement, the relevant provisions of the following Industrial 

Instruments shall apply (as applicable):  

a. Further Education and Training Act 2014;  

b. Queensland Local Government Industry (Stream C) Award – State 2017; 

c.  Queensland Local Government Industry (Stream B) Award – State 2017; 

d. Training Wage Award 2012 – State;  

e. Order - Apprentices and Trainees Wages and Conditions (Excluding Certain Queensland Government 

Entities) 2003; 

f. Order – Supply of Tools to Apprentices 2024. 

7. In accordance with s.372 of the Industrial Relations Act 2016, time spent by an Apprentice or Trainee 

undertaking supervised training, will be taken to be time worked for Council and paid in accordance with the 

applicable rates of pay and entitlements under this Agreement.  

8. Time spent traveling, outside or in excess of ordinary work hours, to attend supervised training, will be paid in 

accordance with the relevant award provisions. 

9. Apprentices or Trainees attending supervised training will have all accommodation, travel and reasonable meal 

expenses paid by Council. 

10. Where an Apprentice's or Trainee's rostered day off (RDO), or days off, coincide with attendance at supervised 

training the equivalent RDO hours will be banked in accordance with clause 5.2 or may be paid as overtime.  

11. Supervised training will be defined in accordance with the Industrial Relations Act 2016. 
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12. Existing Employees who undertake an Apprenticeship or Traineeship, will continue to be paid the ordinary rate 

applicable to their former role until the relevant Apprenticeship/Traineeship rate is greater. Such employees 

shall not suffer a reduction in their ordinary hourly rate of pay by virtue of becoming an Apprentice/Trainee. 

13. Existing Employees will maintain continuity of employment despite having entered into an Apprenticeship or 

Traineeship. On completion of the Apprenticeship or Traineeship, Existing Employees shall revert back to 

employment at least equal in status to the classification held prior to their commencement of training, unless 

they are successfully appointed to a position relevant to their completed study. 

14. To avoid any doubt, an ‘Existing Employee’ is an employee who was engaged by Council on a permanent basis, 

prior to commencement of their Apprenticeship or Traineeship. 

15. Council will make all reasonable efforts to assist the Apprentice or Trainee in arranging placements with external 

contractors or businesses where a suitable placement can be sourced. The placement must be relevant to their 

qualification to gain a full and broad scope of practical experience in completion of their qualification. Such 

placement will be treated in accordance with clause 7 of this Appendix. 

16. Wage Rates and Progressions 

a. Table 1: Wage Rates and Progression for 4-year Apprentices  

 

Wage 
Level 

Minimum Training Requirements on Entry % of Relevant 
Tradesperson’s / 
Operational Rate 

New Apprentices 

1 On entry into the apprenticeship 75% 

2 After 12 months continuous service from commencing 
the apprenticeship, or completion of 25% of studies 
(whichever is sooner) 

80% 

3 After 12 months continuous service from commencing 
wage level 2, or completion of 50% of studies (whichever 
is sooner) 

85% 

4 After 12 months continuous service from commencing 
wage level 3, or completion of 75% of studies (whichever 
is sooner) 

90% 

** The relevant tradesperson rate will be in accordance with the Order - Apprentices and Trainees Wages and 

Conditions (Excluding Certain Queensland Government Entities) 2003 and this Agreement. 

b. Table 2: Wage Rates and progression for 3-year Apprentices 

 

Wage 
Level 

Minimum Training Requirements on Entry % of Relevant 
Tradesperson’s / 
Operational Rate 

New Apprentices  

1 On entry into the apprenticeship 75% 

2  After 12 months continuous service from commencing 
the apprenticeship. 

85% 

3 
 

After 12 months continuous service from commencing 
the wage level 2 of the apprenticeship 

90% 

** The relevant adult rate will be in accordance with the Order - Apprentices and Trainees Wages and Conditions 

(Excluding Certain Queensland Government Entities) 2003 and this Agreement. 
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c. Table 3: Wage Rate and progression for 2-year traineeship 

 

Wage 
Level 

Minimum Training Requirements on Entry % of Relevant 
Tradesperson’s / 
Operational Rate 

New Trainees  

1 On entry into the traineeship 75% 

2 Completion of 1/2 of studies or 1/2 of the nominal 
duration of the traineeship (whichever is sooner) 

90% 

** The relevant adult rate will be in accordance with the Order - Apprentices and Trainees Wages and Conditions 

(Excluding Certain Queensland Government Entities) 2003 and this Agreement. 

d. Trainee Positions wage schedule in accordance with the Training Wage Award 2012 will be in 

accordance with this table. 

 

Table 4: Wage Rate and progression for trainees 

Duration 
of 

traineeship 

Minimum Training Requirements on Entry Stream A level 1 

 

12 months On entry into the traineeship Level 1.1  

24 months After 12 months continuous service from commencing 
the traineeship 

Level 1.2 

**If the duration of the traineeship exceeds 24 months, wage progression will be in line with level 1 increment. 

 

17.  School - Based Apprenticeship / Traineeship 

 

17.1 School - Based Apprentices and Trainees Rates of Pay 

(a) School - based trainees shall be paid the applicable trainee hourly rate prescribed by this Agreement for Stream 

A, Level 1.1 as amended from time to time. 

(b) Where a trainee classification references a percentage entry rate and/or wage progression, school-based trainees 

shall be paid the applicable percentage of the relevant adult rate prescribed by this Agreement for the applicable 

wage level as amended from time to time. 

(c) School - based apprentices shall be paid the applicable percentage of the relevant adult or tradesperson rate 

prescribed by this Agreement for the apprentice’s wage level, as amended from time to time. 

(d) In addition to the hourly rates prescribed by this Agreement, school based apprentices and school - based 

trainees shall continue to receive the 20% loading applicable under the Order - Apprentices and Trainees Wages and 

Conditions (Excluding Certain Queensland Government Entities) 2003 which compensates for annual leave, personal 

leave and public holidays where the apprentice or trainee is not required to work. 

17.2 School - Based Apprentices and Trainees Hours  

(a) School - based apprentices and school-based trainees shall be paid for all hours actually worked, including 

approved on-the-job training time. 

(b) School - based apprentices and trainees shall not be entitled to payment for time spent attending school or 

undertaking off the job training where such time is not worked. 

 


