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Minute of Proposed Order 

WHEREAS this is an application pursuant to s 41 of the Industrial Relations Act 1979 (WA) 

 to register an industrial agreement; 

 

AND WHEREAS I, the undersigned, am satisfied that the agreement meets the requirements of 

the Act for registration and that it should be registered; 

 

AND WHEREAS the parties consent to this application for registration of the industrial agreement 

being determined on the papers; 
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NOW THEREFORE, the Commission pursuant to the powers conferred under the Act, and by 

consent, hereby orders – 

 

THAT the agreement made between the parties filed in the Registry of the Commission on 

24 July 2024 as amended entitled City of Kalamunda Salaried Workforce Agreement 2024 

attached hereto be registered as an industrial agreement with effect from the date of this 

order, which is in substitution for the City of Kalamunda Salaried Workforce Agreement 

2022, which by operation of s 41(8) of the Act is hereby cancelled. 

 

 

 

 

 

 

SENIOR COMMISSIONER R COSENTINO 
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Part 1—Operation of this Agreement 

1. Title 
This Agreement is the City of Kalamunda Salaried Workforce Agreement 2024 (Agreement). 

2. Date of Operation 

2.1 This Agreement shall operate: 
a) from the first calendar day on registration by the Western Australian Industrial 

Relations Commission; and 

b) until 31 December 2026, being the nominal expiry date. 

2.2 The Agreement will continue to operate after the nominal expiry date unless it is 
cancelled or renewed in accordance with the Industrial Relations Act 1979 (WA).  The 
parties to this Agreement agree that negotiation to replace or renew this Agreement 
will commence and be done in accordance with the relevant provisions of the 
Industrial Relations Act 1979 (WA).  This includes, but is not limited to:  

(a) Bargaining being initiated not earlier than 90 days before the nominal 
expiry period; and 

(b) Bargaining may be initiated by either the employer or the Western 
Australian Municipal, Administrative, Clerical and Services Union of 
Employees (WASU). 

3. Parties to this Agreement shall be:  
a) City of Kalamunda 2 Railway Road Kalamunda Western Australia 6076; and 

b) Western Australian Municipal, Administrative, Clerical and Services Union of 
Employees trading as the Western Australian Services Union (WASU). 

4. Employees Bound by this Agreement  
a) All employees of the City of Kalamunda employed in the classifications set out in Part 

10 – Classifications of this Agreement who are members of or are eligible to be 
members of the WASU will be bound by this Agreement but will not be parties to this 
Agreement.  

b) This Agreement shall apply to approximately 292 employees to its terms and 
conditions. 

5. Variation  
The parties to this Agreement acknowledge that this Agreement can be varied by consent 
of both parties and in accordance with the Industrial Relations Act 1979 (WA) at any time 
but subject to approval by the Western Australian Industrial Relations Commission 
(WAIRC). 
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6. Relationship of this Agreement to the Award and other Legislation 

6.1 This Agreement:  
(a) Shall be read in conjunction with the Local Government Officers’ (Western 

Australia) Award 2021 (the Award). 

(b) To the extent that any term of this Agreement conflicts with a term of the Award 
this Agreement term shall prevail. 

7. Severance  
If any provision of this Agreement is:  

(a) declared or determined to be illegal or invalid by determination of any court or 
tribunal of competent jurisdiction, then 

(i) the validity of the remaining clauses of this Agreement shall not be 
affected; and 

(ii) the illegal or invalid provision shall be deemed not to be part of this 
Agreement. 

(b) Nothing in this Agreement allows any treatment that would otherwise be 
prohibited by anti-discrimination provisions in applicable Commonwealth or 
State legislation. 

8. Employee access to this Agreement 
The City will ensure that copies of this Agreement are available to all employees to whom 
they apply, either on a noticeboard, or through electronic means, or on request.  

Part 2—Types of Employment 

9. Employment categories 

9.1 You will be employed in one of the following categories: 
a) full-time;  
b) part-time; or 
c) casual. 

9.2 Full-time employees 
a) As a full-time employee you are engaged to work an average of 37.5 ordinary 

hours per week, plus reasonable additional hours as required. 

b) Reasonable overtime is managed in accordance with clause 15.9. 

9.3 Part-time employees 
a) As a part-time employee you will: 

i. work less than the full-time hours of 37.5 per week;  

ii. have reasonably predictable hours of work; and 

iii. receive, on a pro rata basis, equivalent pay and conditions to those of full-
time employees who do the same kind of work. 

b) The part time work arrangement will be recorded in writing and will specify your 
average ordinary hours per week and your average ordinary hours per day. 
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c) As a part-time employee you may be placed on a roster with variable ordinary 
hours of work, in accordance with clause 11. 

d) As a part time employee, the City will roster you for a minimum of two 
consecutive hours on any shift. 

9.4 Fixed Term employment 
a) A full-time or part-time employee may be employed on a non-continuing fixed 

term employment contract.   

b) The employee must be advised in writing the start and finish dates of the non-
continuing fixed term employment contract prior to the commencement of the 
contract.  

c) Non-continuing fixed term employment contracts shall include employees who 
are engaged for a specific project, for a specific period, or to provide relief for a 
permanent employee. 

9.5 Casual employees 
a) A casual employee is an employee who is engaged and paid as such but does not 

include a permanent part-time or permanent full-time employee. 

b) A casual employee must be engaged and paid for a minimum of 2 hours on each 
occasion they are required to attend work. 

c) Casual loading 

A casual employee will be paid an additional loading of 25% of the hourly 
ordinary time rate for the classification in which you are employed, instead 
of paid leave under this Agreement. 

d) The hourly rate for Instructors, Coaches and Umpires includes this casual 
loading. 

e) Penalties and overtime for casual employees 

i. Penalties for casual employees, including public holiday penalties and 
overtime, will be calculated on the ordinary base hourly rate of pay for the 
classification in which they are employed, with the casual loading and 
penalty rates added separately to the base hourly ordinary rate 
(cumulatively). 

ii. Casuals are entitled to overtime when they have worked more than the 
ordinary span of hours for a full-time employee, as specified in clause 10. 

f) Unpaid leave 

Casual employees are entitled to:  

i. unpaid carer’s leave; 
ii. unpaid compassionate leave; and 

iii. unpaid community service leave. 
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g) Recreational Casuals attending compulsory staff meetings 

Where a recreational casual has been directed to attend a staff meeting, they 
will be paid for the attendance at an hourly rate for Level 3. Step 1 plus casual 
loading. 

h) Long serving casuals 

Where there is an expectation of ongoing work for a casual and the casual has 
been employed regularly and systematically for at least 12 months, they are 
entitled to: 

i. request flexible working arrangements; 
ii. access unpaid parental leave; and 

iii. request casual conversion in accordance with clause 9.5 (i). 
 

i) Right of long serving casuals to request casual conversion 

(i) A long serving casual may request that their employment be converted to 
full-time or part time employment. 

(ii) A regular casual employee is a casual employee who has in the preceding 
period of 12 months worked a pattern of hours on an ongoing basis which, 
without significant adjustment, the employee could continue to perform as 
a full-time employee or part-time employee. 

(iii) A regular casual employee who has worked equivalent full-time hours over 
the preceding period of 12 month’ casual employment may request to have 
their employment converted to full-time employment. 

(iv) A regular casual employee who has worked less than equivalent full-time 
hours over the preceding period of 12 months’ casual employment may 
request to have their employment converted to part-time employment 
consistent with the pattern of hours previously worked. 

(v) Any request under this subclause must be in writing and provided to the 
City. 

(vi) Where a regular casual employee seeks to convert to full-time or part-time 
employment, the City may agree to or refuse the request, but the request 
may only be refused on reasonable grounds and after there has been 
consultation with the employee. 

(vii) Reasonable grounds for the refusal include that: 

a. It would require a significant adjustment to the casual employee’s 
hours of work in order for the employee to be engaged as a full-time or 
part-time employee in accordance with the provisions of this 
Agreement; 

b. It is known or reasonably foreseeable that the regular casual 
employee’s position will cease to exist within the next 12 months; 
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c. It is known or reasonably foreseeable that the hours of work which the 
regular casual employee is required to perform will be significantly 
reduced in the next 12 months; 

d. It is known or reasonably foreseeable that there will be a significant 
change in the days and/or times at which the employee’s hours of 
work are required to be performed in the next 12 months which 
cannot be accommodated within the days and/or hours during which 
the employee is available to work; or 

e. Acceptance of the request by a local government would contravene a 
merit selection employment requirement contained in State legislation 
applicable to local government. 

(viii) For any ground of refusal to be reasonable, it must be based on facts which 
are known or reasonably foreseeable. 

(ix) Where the City refuses a regular casual employee’s request to convert, the 
City must provide the casual employee with the City’s reasons for refusal in 
writing within 21 days of the request being made.  If the employee does not 
accept the City’s refusal, this will constitute a dispute that will be dealt with 
under the dispute resolution procedure in clause 37.   

(x) Where it is agreed that a casual employee will have their employment 
converted to full-time or part-time employment as provided for in this 
clause, the City and employee must discuss and record the new work 
arrangements in writing. 

(xi) The conversion will take effect from the start of the next pay cycle following 
such agreement being reached unless otherwise agreed. 

(xii) Once a casual employee has converted to full-time or part-time 
employment, the employee may only revert to casual employment with the 
written agreement of the City. 

(xiii) A casual employee must not be engaged and re-engaged (which includes 
a refusal to re-engage), or have their hours reduced or varied, in order 
to avoid any right or obligation under this clause. 

(xiv) Nothing in this clause obliges a regular casual employee to convert to 
full-time or part-time employment, nor permits the City to require a 
regular casual employee to so convert. 

(xv) Nothing in this clause requires the City to increase the hours of a regular 
casual employee seeking conversion to full-time or part-time 
employment. 

(xvi) The City must provide a casual employee, whether a regular casual 
employee or not, with a copy of the provisions of this subclause within 
the first 12 months of the employee’s first engagement to perform 
work.   

(xvii) A casual employee’s right to request to convert is not affected if the City 
fails to comply with the notice requirements in clause 9.5(i)(xvi).  
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Part 3—Hours of Work and Related Matters 

10. Hours of Duty 

10.1 Ordinary hours of work 
(a) The ordinary hours of work for a full time employee under this Agreement are 

an average of 37.5 per week, not including an unpaid meal break, plus 
reasonable additional hours. 

(b) The average hours of work can be worked over the following cycles: 

(i) 37.5 hours over seven consecutive days; 

(ii) 75 hours over fourteen consecutive days; 

(iii) 112.5 hours over 21 consecutive days; 

(iv) 150 hours over 28 consecutive days; or 

(v) Other extended cycles as agreed between the employer and employee 
to produce an average of 37.5 hours per week. 

10.2 Days on which ordinary hours can be worked 
(a) The ordinary days of work under this agreement are Monday to Friday. 

(b) The following positions work on a 7-day week roster, and shall work on any 
day Monday to Sunday: 

i. Community Development and Recreation Employees, as per clause 40; 

ii. Rangers, as per clause 41; 

iii. Zig Zag Culture Centre employees, as per clause 43; and 

iv. Instructors, Coaches and Umpires, as per Part 9—Instructors, Coaches 
and Umpires. 

(c) The following positions work on a 6-day week roster, and shall work on any 
day Monday to Saturday: 

i. Library employees, as per clause 42; and 

ii. Information Technology employees, by exception, and where explicitly 
agreed in writing, as per clause 44. 

10.3 Span of ordinary hours 
(a) Unless specified otherwise in this Agreement the span of ordinary hours of 

work on a day on which ordinary hours can be worked is between 7.00 am and 
6.00 pm for all roles and work areas. 

(b) The span of ordinary hours for a 7-day week roster is between 7am to 10pm. 

(c) An employee may work ordinary hours outside of the span provided in this 
clause, provided the employee is paid a penalty in accordance with clause 14 
for hours worked. 

10.4 Maximum ordinary hours in a day  
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An employee may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks) or, by agreement between the City and employee, up 
to a maximum of 12 ordinary hours on any day/shift. 

11. Rosters and Work Arrangements 

11.1 Arrangement of hours 
(a) The ordinary hours of work on each shift will be consecutive, except for an 

unpaid meal break.  

(b) An employee on a 7-day week roster who has rostered ordinary hours on both 
Saturday and Sunday will be entitled to two consecutive days off in a 7-day 
roster cycle. 

11.2 Rosters are defined by the manager 
(a) A manager will determine the arrangement of hours, also known as a roster, 

for the employee.   

(b) The manager will inform the employee their normal starting and finishing 
times and will provide their rostered hours in writing on request. 

(c) A roster can be altered by mutual consent at any time or may be altered by the 
employer on 7 days’ notice. 

(d) The manager will take into consideration the employee’s family responsibilities 
and personal preferences when setting the roster. 

(e) Where practicable, two weeks’ notice of rostered days off should be provided 
to the employee, although the days off may be changed by mutual consent, or 
through illness, or other causes over which the City has no control.   

(f) By written agreement between the manager and the employee, the employee 
may accrue up to 3 days (22.5 hrs) of TIL or 3 rostered days off to use during a 
twelve month calendar period (Often used for the purpose of the shutdown 
period). 

12. Flexible Work Arrangements (FWA) 

12.1 Intent of this clause 
(a) This clause captures the intent of the parties in supporting FWA.   

(b) While the guidelines in clause 11 Rosters and Work Arrangements are provided 
for the management and operation of flexible work, they are not intended to 
override or replace the specific provisions of the Agreement set out in Parts 1 
to 10.   

(c) To the extent there is an inconsistency between Parts 1 to 10 of the 
Agreement and clause 12, Parts 1 to 10 will prevail.  

(d) Hours of work must be used for meaningful and productive work. 

(e) FWA are contingent upon operational and customer requirements being met. 
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(f) FWA are not designed to facilitate a reduction or increase in resources 
normally applied. 

(g) Not all positions can accommodate FWA, but managers will consider 
reasonable requests for flexibility that suit the type of work and the team 
environment. 

(h) The intent of having a wide range of FWA options is to provide employees the 
opportunity to consider what might best apply to their individual and/or team 
situation.  It is assumed an employee or team will only rely on one option and 
not a combination of FWA options to achieve a work/life balance 

12.2 Team Consultation 
(a) Teams are expected to discuss and consider how FWA will be coordinated 

within the team. 

(b) Teams are expected to discuss and consider how customer and operational 
requirements will be maintained. 

(c) Notwithstanding the expectation of team consultation, the manager ultimately 
determines and manages the team’s rosters and operating environment. 

12.3 Flexible Work Arrangements Options 
(a) Managers and employees are encouraged to work together to establish the 

best working pattern for their service, which will enable flexibility to both the 
employee and the City. 

(b) The flexible work arrangement is also to assist an employee to maximise their 
attendance at work, while also managing their personal commitments such as 
medical appointments, personal errands and family commitments. 

(c) Prior to approval to participate in the flexible working arrangements, 
Managers and employees must ensure that: 

(i) The best possible levels of working efficiency and customer service are 
maintained; 

(ii) Hours of work and days worked are correctly recorded; 
(iii) Adequate staffing requirements are maintained at all times; 
(iv) All hours of work are productive and meet the City's operational needs; 

 

(d) Flexible time intended to be accumulated is to be authorised by the relevant 
Manager.  

(e) Different flexible work patterns suit different jobs and work areas.  While 
employee preference is considered, ultimately the Manager determines the 
best approach for their work area. 

(f) Part time and long serving casual employees may request flexible work 
arrangements. 

(g) Flexible work arrangements must be documented, including the start and 
finish dates, type of flexible work arrangement as set out in clause 12.3 (i), and 
approval processes for accruing and taking time off. 
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(h) An employee on a Performance Improvement Plan (PIP) may lose their 
entitlement to participate in an existing flexible working arrangement until 
they achieve and maintain the required level of performance. 

(i) Types of flexible work arrangements 

Employees can apply for these flexible working arrangements: 

(i) flexitime; 
(ii) make-up time; 
(iii) 9-day fortnight; 
(iv) 19-day month; or 
(v) seasonal working arrangements. 

 

12.4 Flexitime 
(a) Flexitime allows for alternative start and/or finish time from normal set 

working hours.   

(b) An employee who works hours that have set start and finish times can request 
flexitime to accommodate personal commitments with mutual agreement. 

(c) Hours still need to be within the ordinary span of operating hours and cannot 
attract penalty or overtime rates. 

(d) Employee’s applying variable start/finish times outside of ordinary hours shall 
do so by mutual agreement between employees and management and will not 
attract penalty/loading.  This arrangement may be an ongoing agreement but 
subject to review if operational/service levels change. 

(e) Requests for flexitime must be made in writing to the manager and will be 
considered against operational and service requirements. 

12.5 Make-Up time 
(a) An employee may request to work make-up time under which the employee 

takes time off during ordinary hours and then agrees to work those hours at a 
later time during the spread of ordinary hours. 

(b) The hours are made up generally within the payroll fortnight in which the 
hours were taken. 

(c) The intention of make-up time is to provide flexibility for an employee to 
manage their personal responsibilities.  It must not incur additional overtime 
or penalty expenses for the City.  

12.6 9-Day fortnight 
(a) An employee may request to work their full time (75) hours over a 9-day span 

rather than the normal 10-day span of hours.  

(b) Agreement to a 9-day fortnight means the employee agrees to a set work 
pattern of hours, including start and finish times with a mutually acceptable 
designated 10th day not worked (RDO).   
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(c) RDO days are set and cannot be changed, swapped, split in half or worked 
without prior written agreement from their manager (not supervisor or 
coordinator). 

(d) Employees agreeing to a 9-day fortnight cannot accrue extra hours under this 
arrangement unless they receive specific pre-approval to work extra hours to 
accommodate heavier workload periods.   

(e) Any leave taken (personal, annual) will be paid at the designated hours the 
employee would have normally worked. 

(f) Public holidays will be paid as hours the employee would normally have 
worked. 

12.7 19-Day month 
(a) An employee may request to work their full time (150) hours over a 19-day 

span rather than the normal 20-day span of hours.  

(b) Agreement to a 19-day month means the employee agrees to a set work 
pattern of hours, including start and finish times with a mutually acceptable 
designated 19th day not worked (RDO).   

(c) RDO days are set and cannot be changed, swapped, split in half or worked 
without prior written agreement from their manager (not supervisor or 
coordinator). 

(d) Employees agreeing to a 19-day month cannot accrue extra hours under this 
arrangement unless they receive specific pre-approval to work extra hours to 
accommodate heavier workload periods.   

(e) Any leave taken (personal, annual) will be paid at the designated hours the 
employee would have normally worked. 

(f) Public holidays will be paid as hours the employee would normally have 
worked. 

12.8 Time off in lieu of overtime (TIL) 
(a) As detailed in clause 15.4, employees may accrue additional hours which can 

later be taken as TIL instead of being paid as overtime.   

(b) Accruing of additional hours can only be done through pre-approval from a 
manager or, in some circumstances, the manager can delegate approvals to 
supervisors and/or coordinators.  

(c) Assumption of hours being accrued without pre-approval from a line manager 
will not be considered for TIL. 

(d) Any TIL accrued should be taken as soon as practicable and until the TIL is 
taken, paid out or an agreement is in place as to when the TIL will be taken, no 
further accumulation of additional hours is permissible. 

(e) TIL that has not been taken within a reasonable time period may be paid as 
overtime if the employee is unable to take TIL. 

(f) Eligibility to accrue additional hours may be affected if an employee already 
has a FWA in place. 
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(g) Thresholds and maximum accruals 

(i) Employees on a 9-day fortnight are required to work 75 hours.  Hours in 
excess of this limit may form a credit balance of up to a maximum of 7.5 
hours. 

(ii) Employees on a 19-day month are required to work 150 hours.  Hours in 
excess of this limit may form a flexi balance of up to 7.5 hours. 

 

(h) With written agreement and in accordance with clause 12.8 (b) an employee 
may accrue up to 22.5 hrs TIL. The following conditions apply to both the 
accrual of and taking of the 22.5 hours of accrued TIL:  

(i) the TIL can be taken for the purpose of the annual Christmas shutdown 
period or for the management of employee workloads; 

(ii) if the employee must apply in writing to take the accrued TIL giving at 
least two (2) weeks’ notice before the date upon which the taking of TIL 
is to prospectively commence; 

(iii) the employee must have an appropriate written record of the accruing 
of the TIL; 

(iv) TIL is not banked longer than 12 months and if the employee has the TIL 
banked longer than 12 months, it will be paid out at the appropriate 
rate; 

(v) An employee cannot accrue a credit balance of more than 22.5 hours 
without written approval. 

12.9 Seasonal Work 
(a) Employees may vary start and finish times in agreement with their manager 

(and team if applicable) to suit seasonal work and/or weather conditions 

(b) Alteration of working hours to accommodate seasonal and/or weather 
conditions must be approved by a manager 

(c) Alteration of working hours must suit operational needs 

(d) The intent of this option is to provide flexibility and address weather concerns 
impacting an employee’s job role, but it must not incur additional overtime or 
penalty expenses for the City. 

12.10 Working from home 
(a) There are circumstances where an employee may be able to carry out their job 

role from home. 

(b) Eligible employees can request working from home arrangements with their 
manager and decisions will be made at the discretion of management. 

(c) Working from home will require a balance of hours to be performed in the 
workplace and on set days but with no less than 30% of fortnightly hours to be 
conducted in the workplace.   

(d) Working from home arrangements may be impacted by other flexible 
workplace arrangements and is subject to the needs of the business, 
operational requirements, service levels and suitability of the employee’s 
home working environment. 
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(e) An employee working from home remains an employee and has the same 
rights and responsibilities as any employee.  

(f) Working from home is not a substitute for child or dependent care.  Periods of 
dependent care should be taken as leave, or alternative hours works as “make-
Up” time  

(g) Unless otherwise agreed, the City will not incur additional expenses from 
employees choosing to work from home. 

(h) The intent of this clause is for permanent and/or long-term arrangements to 
be agreed in writing and does not serve to include temporary or ad hoc 
arrangements to work from home.  

12.11 Abuse of Flexible Work Arrangements 
(a) Misuse or abuse of FWA may result in an employee losing the right to 

participate in the arrangements.  In serious situations this may be considered a 
disciplinary matter. 

12.12 Right to Participate 
(a) The Unit Manager will determine and agree the appropriate flexible work 

arrangement to apply to individual employees and teams. 

(b) Managers must set the flexible work requirements and monitor employee 
compliance. 

(c) If an employee believes they should be entitled to participate in FWA, and 
approval has been unreasonably withheld then they can request a review:  

(i) From the Director initially, who will respond within 4 weeks; and   
(ii) If the matter remains unresolved after Director review, then the 

employee may request a review from the CEO, who will respond within 
4 weeks. 

13. Meal breaks 

13.1 An employee will not be required to work more than five hours without receiving an 
unpaid meal break of at least 30 minutes. 

13.2 If the City specifically requests the employee to delay their meal break by more than 
30 minutes, then the employee will be paid overtime rates until they get their meal 
break, subject to appropriate health and safety standards. 

14. Penalty Rates 

14.1 Calculating Penalty Rates 
(a) The penalty rates defined in this clause 14 apply unless alternative penalty 

rates are set out elsewhere in this Agreement. 

(b) Penalty rates are calculated on the employee’s ordinary hourly rate of pay. 

(c) Casual employee penalty rates are calculated according to clause 9.5 e). 
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14.2 7-day Week Roster 
An employee working their ordinary hours on a 7-day week roster will receive the 
following penalties: 

(a) Monday to Friday – 6.00am to 10.00pm – No loading; 

(b) Monday to Friday evening – 6.00pm to 6.00am – 20% loading; 

(c) Saturday – 50% loading; 

(d) Sunday – 75% loading; 

unless alternative hours of work and penalty rates are set out in Part 8—Hours of 
Work and Penalty Rates for Specific Work Groups or Part 9—Instructors, Coaches and 
Umpires. 

14.3 Public holiday penalty rate 

Unless alternative penalty rates are set out elsewhere in this agreement, an 
employee who works their ordinary hours on a public holiday will be paid a penalty 
of 150% in addition to the hourly ordinary rate for hours worked on the entire shift. 

14.4 Determining the appropriate penalty rate 
(a) The employee will receive the penalty rate that applies for the major portion 

of hours of the shift. 

(b) The employee will only receive one penalty rate for the shift and the most 
favourable shift penalty from this clause will apply. 

15. Overtime 

15.1 Unless otherwise provided in this agreement, overtime means all work performed at 
the direction of the City: 
(a) In excess of the employee’s ordinary weekly hours as specified in clause 10.1; 

(b) On days other than ordinary working days as specified in clause 10.2; or 

(c) In excess of the maximum ordinary hours on any day provided by clause 10.4. 

15.2 Payment for overtime 
(a) Except as otherwise provided, overtime will be paid at the rate of time and a 

half for the first two hours on any day and double time thereafter. 

(b) Overtime worked after 12 noon on a Saturday and all day on a Sunday will be 
paid at the rate of double time. 

(c) Overtime worked on a public holiday will be paid at the rate of double time 
and a half. 

(d) In computing overtime, each day’s work stands alone, except where the 
overtime continues beyond midnight on any one shift.  The time worked after 
midnight shall be deemed a continuation of the previous day’s work for the 
purpose of this subclause. 
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15.3 Authorisation to work overtime 
(a) No overtime shall be worked without the prior written approval of the 

Manager, Director or CEO, unless the urgency of the work is such that approval 
cannot be gained until after the work is performed, and it would be reasonable 
to expect the City to approve the overtime in the circumstance. 

(b) Written approval may include an email exchange or text exchange.   

(c) A copy of the written approval must accompany the overtime request for 
payment. 

15.4 Time off in lieu of payment for overtime 
(a) An employee and their Manager may agree to the employee taking time off 

instead of being paid for a particular amount of overtime that has been 
worked by the employee. 

(b) An agreement to take time off in lieu of overtime will be documented by an 
exchange of emails between the employee and the manager, or by other 
written means, and will include: 

(i) the number of overtime hours to which it applies and when those hours 
were worked; 

(ii) the overtime and time in lieu records are to remain separate to hours 
accrued toward time off due to flexible working; 

(iii) that the manager and employee agree that the employee may take time 
off instead of being paid for the overtime; 

(iv) that, if the employee requests at any time, the City must pay the 
employee, for overtime covered by the agreement but not taken as time 
off, at the overtime rate applicable to the overtime when worked;  

(v) that any payment mentioned in clause 15.4(b)(iv) must be made in the 
next pay period following the employee’s request. 

 

(c) The period of time off that an employee is entitled to take is the same as the 
number of overtime hours worked, multiplied by the appropriate penalty rate. 

(d) Time off must be taken within 4 weeks of accrual, or it will be paid as overtime 
at the overtime rate applicable to the overtime when worked, unless there is 
an agreement between the manager and employee for the time to be taken at 
a more convenient time. 

(e) If, on the termination of the employee’s employment, time off for overtime 
worked by the employee has not been taken, the City must pay the employee 
for the overtime at the overtime rate applicable to the overtime when worked. 

15.5 10 Hour Break 
(a) An employee must have at least 10 consecutive hours off duty between the 

termination of their ordinary hours on one day, and the commencement of 
their ordinary hours on the next day.   

(i) The employee must be released from work until the employee has had 
10 consecutive hours off duty. 
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(ii) A lesser period than 10 hours break may be agreed between the 
employer and the employee, where it is safe to do so, and the 
agreement is documented in writing.  

(iii) On the instructions of the City, if an employee resumes or continues 
work without having had the 10 consecutive hours off:  

(iv) the employee must be paid at the rate of double time until the 
employee is released from duty.  

(v) the employee is then entitled to be absent until the employee has had 
10 consecutive hours off duty, without loss of pay for ordinary hours 
occurring during the absence. 

15.6 Overtime Exclusion 
(a) The overtime and associated penalty provisions of this clause shall not apply to 

any employee who is in receipt of a salary of Level 7 Step 2 and above in this 
agreement. 

(b) An overtime exempt employee described at clause 15.6(a) is entitled to 
negotiate reasonable time off in lieu of additional hours worked, to assist in 
fatigue management. 

15.7 Call-back 
(a) An employee will be deemed to be on a call-back if the employee is recalled to 

work overtime after leaving the City’s premises or worksite, and without 
receiving prior notice of the requirement to work overtime before ceasing 
work.   

(b) This clause does not apply to rostered overtime where at least 72 hours prior 
notice has been provided to the employee of the need for overtime.  A lesser 
period of notice may be agreed by the employer and the employee. 

(c) Employees are not be deemed to be on call-back where the employee works 
overtime continuous with the employee’s shift, with the exception of a meal 
break. 

(d) Any employee who is called back to work will be paid for a minimum of three 
hours’ work at the appropriate overtime rate for each occasion. 

(e) Any subsequent call-backs occurring within the first three hours of a call-back, 
in accordance with clause 15.7(d), will not attract any additional payment.  

(f) An employee working on a call-back will be paid the appropriate overtime rate 
from the time the employee departs their location, when notified to return to 
work, including travel time. 

(g) The employee will not be required to work the full three hours if the job that 
the employee was recalled to perform, is completed within a shorter period. 

(h) If the employee works beyond the minimum period of three hours, payment 
shall be made for the actual time worked at overtime rates. 

(i) Notwithstanding the above, if the employee is required by the employer to 
attend a meeting or event:  

(i) which commences outside of, or is not continuous with, their ordinary 
hours of duty; and  
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(ii) the employee is advised of this requirement before the actual finish time 
on the day in question; then  

(iii) the employee shall be paid a minimum of 2 hours work at the 
appropriate overtime rate. 

15.8 On call 
(a) An employee directed by the City to be available for duty outside of the 

employee’s ordinary working hours will be on call.  

(b) An employee who receives an on-call allowance according to clause 15.8(c) 
must:  

(i) be able to be contacted; and  
(ii) immediately respond to a request to attend work; and 
(iii) be fit and ready to work at full capacity. 

 

(c) On call allowance 

Where the employee is on call, the employee will be paid an on call allowance 
each day equivalent to: 

(i) one hour at the ordinary hourly rate of pay for the employee on call, 
Monday to Friday inclusive; 

(ii) one and a half hours at the standard rate if required to be on call on a 
Saturday; or 

(iii) two hours at the standard rate if required to be on call on a Sunday or a 
public holiday. 

(d) Call out 

(i) An employee who is on call and in receipt of an on-call allowance will be 
paid at the appropriate overtime rate for time required to attend work.  

(ii) Actual time worked will be deemed to apply from the time the 
employee departs their location, proceeds immediately to work, and 
then immediately returns to that location or to home.  

(e) Remote response 

An employee who is in receipt of an on call allowance and available to 
immediately provide a remote response by: 

(i) responding to phone calls or messages;  
(ii) providing advice (‘phone fixes’); 
(iii) arranging call out/rosters of other employees; and 
(iv) remotely monitoring and/or addressing issues by remote telephone 

and/or computer access, 
will be paid the applicable overtime rate for the time taken in dealing with 
each particular matter, rounded up to the nearest 15 minutes.  

(f) Remote response – keeping records 

An employee remotely responding will be required to maintain and provide to 
the City a time sheet of the date and length of time taken in dealing with each 
matter remotely.  
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(g) Managing fatigue 

(i) In accordance with clause 15.5(a)(ii) and this clause 15.8(g) an on call 
employee, who has not had at least 10 consecutive hours off duty 
between managing a remote response and the commencement of their 
next shift, may agree with the City a lesser period of hours off duty 
subject to considering safety and fatigue.  

(ii) Nothing in this clause shall compel an on call employee to agree a lesser 
period of hours off duty. 

(iii) Where an on call employee was required to travel to a work site to 
attend a call out, the employee will be provided with at least 10 
consecutive hours off duty before commencement of their next shift, in 
accordance with clause 15.5. 

15.9 Reasonable overtime 
(a) The City may require an employee to work reasonable overtime at overtime 

rates. 

(b) An employee may refuse to work overtime in circumstances where the 
working of such overtime would result in in the employee working hours which 
are unreasonable, having regard to: 

(i) Any risk to employee health and safety; 
(ii) The employee’s family responsibilities and personal circumstances; 
(iii) The needs of the workplace; 
(iv) The notice provided by the City of the overtime; 
(v) The notice provided by the employee of an intention to refuse overtime; 

and 
(vi) Any other relevant matter.  

Part 4—Minimum Wages and Related Matters 

16. Classifications 

16.1 All employees covered by this Agreement will be classified according to the structure 
set out in Part 10—Classification Structure Definitions, unless they are working as 
Instructors, Coaches and Umpires who are paid a set rate per hour, game or session as 
set out in Part 9—Instructors, Coaches and Umpires. 

16.2 The City will advise employees in writing of their level on commencement of 
employment and of any subsequent changes to their level. The level will be 
determined by the City according to the skill level or levels required by the City to be 
exercised by the employee in order to carry out the principal functions of their 
employment. 

16.3 The classification descriptions set out in Part 10—Classification Structure Definitions 
may be reviewed and further refined during the life of this Agreement.  Any variation 
to the agreement shall be made in consultation with employees in accordance with 
Clause 5 of this Agreement. 

16.4 Incremental Progression 
(a) An employee will be granted an annual incremental progression if: 
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(i) The employee has given satisfactory service over the preceding 12 
months as determined within the performance review process; and 

(ii) The employee has:  
a. acquired and is required by the City to utilise new and/or 

enhanced skills within the ambit of the level definition of his/her 
position, or  

b. acquired other skills as agreed at the performance review, and  
c. the acquisition of skills has been certified in writing following, and 

as part of, the performance review process. 

(b) The incremental progression will occur at the conclusion of each 12-month 
period following:  
(i) appointment to their classification; or 
(ii) entry into a classification level; or  
(iii) previous incremental progression movement. 

 

(c) If the performance review process is delayed, the employee’s date of 
incremental progression, as determined by clause 16.4(b) will not change, and 
any increase will be paid retrospectively. 

(d) Movement to a higher level or classification shall only occur by way of 
promotion or reclassification. 

(e) An employee remains eligible for annual increment progress if they have 
received a warning letter resulting from a minor transgression during the year 
if: 

a. the employee is ordinarily considered a good performer; and  
b. a performance improvement plan is not required; and 
c. the employee completed a satisfactory performance review after 

receiving the warning letter; and 
d. at the time the annual increment is due the Manager is confident 

that the transgression has been addressed. 

(i) In this case, the employee has met the requirement of satisfactory 
service, in accordance with clause 16.4(a)(i).   

(ii) If there is uncertainty regarding eligibility for incremental progress, the 
employee’s Manager may determine if satisfactory service has been 
achieved. 

 
(f) Warning letter received, and satisfactory service not achieved 

(i) An employee is ineligible for annual incremental progression if within 
the preceding 12 months:  
a. The employee has received a written warning of termination 

resulting from a serious transgression, or  
b. has been placed on a performance improvement plan, or 
c. has not completed a satisfactory performance review during the 

period, 
(ii) A serious transgression may include a breach of the code of conduct, 

breach of the fit for work policy, and/or continued and persistent 
performance issues including absenteeism.   

(iii) The employee has not met the requirement of satisfactory service, in 
accordance with clause 16.4(a)(i). 
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16.5 Request for level review and reclassification 
(a) An employee may:  

(i) lodge a written request with the City for a level review and 
reclassification; or 

(ii) verbally request a formal level review and reclassification from their 
Manager or from People Services; 

 
(b) Where a Manager or People Services receives a request for a formal level 

review and reclassification under clause 16.5(a), they will acknowledge that 
request in writing to the employee, noting the date the request was made. 

(c) An employee may request a level review and reclassification under clause 
16.5(a) at any time, but no more than once in a 12-month period. 

(d) Grounds of the level review will relate directly to the classification definitions 
set out in Part 10—Classification Structure Definitions, and will include at least 
one of the following: 

(i) Significant and identifiable changes in the nature and work value of the 
duties the City requests to be performed; and/or 

(ii) Significant increases in responsibility in the duties the City requests to be 
performed; and/or 

(iii) Significant change in the skills, knowledge and experience required to 
undertake the duties the City requests to be performed. 

 

(e) The employee may request that a level review is conducted in a face-to-face 
meeting so that they may verbally describe the changes to work value and 
duties required under clause 16.5(d) and not be fully reliant on a written 
submission. 

(f) The employee may request a support person to be involved in any discussions. 

(g) The employee will receive a written response to a request made under clause 
16.5(a) within four weeks. 

(h) If a level reclassification occurs, its date of effect will be the date the request 
was lodged with the City. 

17. Minimum salary 

17.1 A full-time adult employee will be paid not less than the minimum applicable rate, 
where:  
(a) The sessional rate for instructors, coaches or umpires is set out in Part 9, and 

(b) The rate for the employee’s classification as determined by clause 17.1, for a 
full-time position of 37.5 hours per week, where the annual gross salary is: 
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Classification Annual Weekly Hourly

Level 1    16 & under 36,687.61$         705.53$         18.81$          
17 years 39,338.44$         756.51$         20.17$          
18 years 43,179.86$         830.38$         22.14$          
19 years 47,037.59$         904.57$         24.12$          
20 years 50,860.54$         978.09$         26.08$          
21 years 53,644.02$         1,031.62$     27.51$          

Level 2.1 56,015.42$         1,077.22$     28.73$          
Level 2.2 57,336.49$         1,102.62$     29.40$          
Level 2.3 59,645.90$         1,147.04$     30.59$          
Level 2.4 61,981.42$         1,191.95$     31.79$          
Level 3.1 65,770.65$         1,264.82$     33.73$          
Level 3.2 67,112.38$         1,290.62$     34.42$          
Level 3.3 68,457.36$         1,316.49$     35.11$          
Level 3.4 70,136.16$         1,348.77$     35.97$          
Level 4.1 72,285.74$         1,390.11$     37.07$          
Level 4.2 73,789.48$         1,419.03$     37.84$          
Level 4.3 75,070.31$         1,443.66$     38.50$          
Level 4.4 77,017.66$         1,481.11$     39.50$          
Level 5.1 79,557.60$         1,529.95$     40.80$          
Level 5.2 81,068.94$         1,559.02$     41.57$          
Level 5.3 82,540.05$         1,587.31$     42.33$          
Level 5.4 84,570.03$         1,626.35$     43.37$          
Level 6.1 86,042.24$         1,654.66$     44.12$          
Level 6.2 88,518.89$         1,702.29$     45.39$          
Level 6.3 90,379.47$         1,738.07$     46.35$          
Level 6.4 92,536.66$         1,779.55$     47.45$          
Level 7.1 94,666.69$         1,820.51$     48.55$          
Level 7.2 97,057.65$         1,866.49$     49.77$          
Level 7.3 99,027.84$         1,904.38$     50.78$          
Level 7.4 100,441.32$      1,931.56$     51.51$          
Level 8.1 102,973.64$      1,980.26$     52.81$          
Level 8.2 104,943.82$      2,018.15$     53.82$          
Level 8.3 106,915.09$      2,056.06$     54.83$          
Level 8.4 108,878.76$      2,093.82$     55.84$          
Level 9.1 112,800.63$      2,169.24$     57.85$          
Level 9.2 114,971.98$      2,211.00$     58.96$          
Level 9.3 117,524.94$      2,260.10$     60.27$          
Level 9.4 120,067.05$      2,308.98$     61.57$          

Effective First Full Pay Period post 1 January 2024
4.5% Increase
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Classification Annual Weekly Hourly

Level 1    16 & under 38,155.11$     733.75$           19.57$         
17 years 40,911.98$     786.77$           20.98$         
18 years 44,907.05$     863.60$           23.03$         
19 years 48,919.10$     940.75$           25.09$         
20 years 52,894.96$     1,017.21$        27.13$         
21 years 55,789.78$     1,072.88$        28.61$         

Level 2.1 58,256.03$     1,120.31$        29.87$         
Level 2.2 59,629.94$     1,146.73$        30.58$         
Level 2.3 62,031.74$     1,192.92$        31.81$         
Level 2.4 64,460.67$     1,239.63$        33.06$         
Level 3.1 68,401.47$     1,315.41$        35.08$         
Level 3.2 69,796.87$     1,342.25$        35.79$         
Level 3.3 71,195.66$     1,369.15$        36.51$         
Level 3.4 72,941.60$     1,402.72$        37.41$         
Level 4.1 75,177.17$     1,445.71$        38.55$         
Level 4.2 76,741.06$     1,475.79$        39.35$         
Level 4.3 78,073.13$     1,501.41$        40.04$         
Level 4.4 80,098.37$     1,540.35$        41.08$         
Level 5.1 82,739.90$     1,591.15$        42.43$         
Level 5.2 84,311.69$     1,621.38$        43.24$         
Level 5.3 85,841.65$     1,650.80$        44.02$         
Level 5.4 87,952.83$     1,691.40$        45.10$         
Level 6.1 89,483.93$     1,720.84$        45.89$         
Level 6.2 92,059.64$     1,770.38$        47.21$         
Level 6.3 93,994.65$     1,807.59$        48.20$         
Level 6.4 96,238.13$     1,850.73$        49.35$         
Level 7.1 98,453.35$     1,893.33$        50.49$         
Level 7.2 100,939.95$   1,941.15$        51.76$         
Level 7.3 102,988.95$   1,980.56$        52.81$         
Level 7.4 104,458.98$   2,008.83$        53.57$         
Level 8.1 107,092.59$   2,059.47$        54.92$         
Level 8.2 109,141.57$   2,098.88$        55.97$         
Level 8.3 111,191.69$   2,138.30$        57.02$         
Level 8.4 113,233.91$   2,177.58$        58.07$         
Level 9.1 117,312.66$   2,256.01$        60.16$         
Level 9.2 119,570.86$   2,299.44$        61.32$         
Level 9.3 122,225.94$   2,350.50$        62.68$         
Level 9.4 124,869.73$   2,401.34$        64.04$         

Effective First Full Pay Period post 1 January 2025
4% Increase
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Classification Annual Weekly Hourly

Level 1    16 & under 39,681.32$       763.10$              20.35$        
17 years 42,548.46$       818.24$              21.82$        
18 years 46,703.34$       898.14$              23.95$        
19 years 50,875.86$       978.38$              26.09$        
20 years 55,010.76$       1,057.90$          28.21$        
21 years 58,021.37$       1,115.80$          29.75$        

Level 2.1 60,586.28$       1,165.12$          31.07$        
Level 2.2 62,015.14$       1,192.60$          31.80$        
Level 2.3 64,513.01$       1,240.63$          33.08$        
Level 2.4 67,039.10$       1,289.21$          34.38$        
Level 3.1 71,137.53$       1,368.03$          36.48$        
Level 3.2 72,588.75$       1,395.94$          37.22$        
Level 3.3 74,043.49$       1,423.91$          37.97$        
Level 3.4 75,859.27$       1,458.83$          38.90$        
Level 4.1 78,184.26$       1,503.54$          40.09$        
Level 4.2 79,810.70$       1,534.82$          40.93$        
Level 4.3 81,196.05$       1,561.46$          41.64$        
Level 4.4 83,302.30$       1,601.97$          42.72$        
Level 5.1 86,049.49$       1,654.80$          44.13$        
Level 5.2 87,684.16$       1,686.23$          44.97$        
Level 5.3 89,275.31$       1,716.83$          45.78$        
Level 5.4 91,470.95$       1,759.06$          46.91$        
Level 6.1 93,063.28$       1,789.68$          47.72$        
Level 6.2 95,742.03$       1,841.19$          49.10$        
Level 6.3 97,754.43$       1,879.89$          50.13$        
Level 6.4 100,087.65$     1,924.76$          51.33$        
Level 7.1 102,391.49$     1,969.07$          52.51$        
Level 7.2 104,977.55$     2,018.80$          53.83$        
Level 7.3 107,108.51$     2,059.78$          54.93$        
Level 7.4 108,637.34$     2,089.18$          55.71$        
Level 8.1 111,376.29$     2,141.85$          57.12$        
Level 8.2 113,507.24$     2,182.83$          58.21$        
Level 8.3 115,639.36$     2,223.83$          59.30$        
Level 8.4 117,763.27$     2,264.68$          60.39$        
Level 9.1 122,005.17$     2,346.25$          62.57$        
Level 9.2 124,353.69$     2,391.42$          63.77$        
Level 9.3 127,114.98$     2,444.52$          65.19$        
Level 9.4 129,864.52$     2,497.39$          66.60$        

Effective First Full Pay Period post 1 January 2026
4% Increase
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17.2 Apprentices 
Wages paid in accordance with the Award, as amended from time to time. 

17.3 Supported wage system  
Wages paid in accordance with the Award, as amended from time to time. 

17.4 School-based apprentices 
Wages paid in accordance with the Award, as amended from time to time. 

17.5 National training wage 
Wages paid in accordance with the Award, as amended from time to time.   

17.6 Annualised Salaries 
(a) Annual salary instead of Agreement provisions. 

Notwithstanding any other provision of this Agreement, the City and an 
employee may agree that the City may pay the employee an annual salary in 
satisfaction of any or all of the following provisions of the Agreement: 

(i) Minimum Salary – clause 17; 
(ii) Allowances – clause 18; 
(iii) Relieving and higher duties – clause 19; 
(iv) Penalty rates – clause 14; 
(v) Overtime – clause 15; and 
(vi) Annual leave loading – clause 23.3 
 

(b) Annual salary not to disadvantage employees 

(i) The annual salary must be no less than the amount the employee would 
have received under this Agreement for the work performed over the 
year for which the salary is paid (or if the employment ceases work 
earlier, over such lesser period of a year as has been worked). 

(ii) The annual salary of the employee must be reviewed by the City at least 
annually to ensure that the compensation is appropriate having regard 
to the Agreement provisions which are satisfied by the payment of the 
annual salary. 

(c) The base rate of pay of an employee receiving an annual salary under this 
clause comprises the portion of annual salary equivalent to the relevant rate of 
pay in the salary tables under clause 17.1 and excludes any incentive-based 
payments, bonuses, loadings, monetary allowances, overtime and penalties. 

(d) An annualised salary agreement must: 

(i) be in writing and signed by both parties; 
(ii) state the date on which the arrangement commences; 
(iii) be provided to the employee; 
(iv) contain a provision that the employee will receive no less under the 

arrangement than the employee would have been entitled to if all 
Agreement obligations had been met, taking account of the value of the 
provision of matters not comprehended by the Award such as private 
use of a City provided motor vehicle; 

(v) be subject to an annual review; 
(vi) contain details of any salary package arrangements, including the annual 

salary that is payable; 
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(vii) contain details of any other non-salary benefits provided to the 
employee such as the City provided motor vehicle; 

(viii) contain details of any performance pay arrangements and performance 
measurement indicators; 

(ix) contain the Agreement level classification for the role. 
 

(e) An annualised salary agreement may be terminated: 

(i) by the City or the employee giving four weeks’ notice of termination, in 
writing, to the other party and the agreement ceasing to operate at the 
end of the notice period; or 

(ii) at any time, by written agreement between the City and the employee. 
 

(f) On termination of an annualised salary agreement, the employee will revert to 
the Agreement entitlements unless a new annualised salary agreement is 
reached. 

18. Allowances 

18.1 Meal allowance in relation to overtime 
(a) Employees who work more than two hours’ overtime following a minimum of 

10 hours on duty will be paid a meal allowance of $15.94. 

(b) Where the City requires the employee to continue working for a further four 
hours of continuous overtime work, the employee will be paid an additional 
meal allowance of $15.94. 

(c) A meal allowance is not payable: 

(i) where the employee has been notified at least 24 hours in advance of 
the requirement to work overtime; or 

(ii) to an employee who lives in the locality of the City of Kalamunda in 
which the place of work is situated in respect of any meal for which they 
can reasonably go home. 

(iii) where the employee is only required to work less than the time 
prescribed; or 

(iv) where a meal is provided by the City. 

18.2 Vehicle allowance 
(a) Where the City requires an employee to use their own vehicle in or in 

connection with the performance of their duties, and the employee has 
received a written instruction to do so, such employee will be paid an 
allowance for each kilometre of authorised travel as follows: 

(i)  Motor vehicle - $0.85 per kilometre; and 

(ii) Motorcycle – 0-2500 cc $0.66 per kilometres and Over 2500CC $0.77 per 
kilometre. 

(b) The City may require the employee to record full details of such business travel 
in a log book or other reasonable record. 
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18.3 Travel allowance 
(a) An employee requested to work overtime which commences or finishes at a 

time when  their normal means of private or public transport is not available, 
and the employer cannot provide a safe way for the employee to travel home, 
they shall be reimbursed the cost of a taxi fare or ride share service from: 

(i) The employee’s home to place of employment, and/or 
(ii) The employee’s place of employment to the employee’s home. 

 
(b) This provision shall also apply to an employee detained at work and not in 

receipt of overtime payments. 
(c) This provision shall not apply where transport is provided by the employer or 

at the employer’s expense. 

18.4 Uniform allowance 
(a) Where the employee is required to wear a uniform in the performance of 

duties, the employer shall pay the employee an allowance equivalent to 
reasonable expense of purchasing the uniform. 

(b) This provision shall not apply where the uniform is supplied by the employer, 
or at the employer’s expense. The City will provide Kalamunda branded polo 
shirts to all non-customer-facing positions with a maximum of two (2) shirts 
per calendar year. 

18.5 Service Payment  
(a) An employee will be paid an additional allowance when they have worked 

continuously for more than five years: 

(i) Service payment is based on the commencement date of permanent 
employment with the City; 

(ii) The Service Payment is a standalone allowance paid on the employee’s 
base hourly rate of pay for all ordinary hours of work;  

(iii) The percentage as set out below is not applied to any other penalties, 
overtime, leave loading or any other additional entitlement; and 

(iv) The service payment is payable when on paid leave. 

Years of Service to the City  Service Payment Percentage 

Five to ten years 1% of base hourly rate of pay 

Eleven to fifteen years 1.5% of base hourly rate of pay 

Sixteen plus years 2.0% of base rate of pay 
 

18.6 Adverse Working Conditions Allowance  
(a) A person employed as a ranger will be paid an additional allowance for being 

regularly required to operate under adverse working conditions.  

(b) This allowance compensates for all adverse conditions associated with working 
outdoors and/or for moderately obnoxious, offensive or dirty working 
conditions, including: 
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(i) working in confined or cramped spaces; 
(ii) working in wet places and conditions; 
(iii) working in hot places where temperatures are artificially raised above 

45 degrees Celsius; 
(iv) working at heights above 5 metres from the ground or other stable 

surface, including on temporary structures; 
(v) working in dusty, muddy or dirty conditions; 
(vi) cleaning of public toilets and animal shelters; 
(vii) operating mechanical and pneumatic equipment; 
(viii) removing or destroying dead animals;  
(ix) handling or use of herbicides, insecticides and/or other poisonous or 

toxic substances; 

(c) The allowance shall be 5% of two weeks’ pay at Level 4. Step 1 as provided in 
the salary tables under clause 17.1. 

(d) The allowance is only applicable on ordinary hours (not penalty rates) and is 
not applied when the ranger is on leave (i.e not working in adverse conditions).   

19. Relieving and Higher Duties 

19.1 An employee is entitled to be paid higher duties where: 
(a) the employee is directed or appointed to perform the duties applicable to a 

higher graded position;  

(b) the employee performs the higher duties for a continuous period of three or 
more working days; and  

(c) the employee satisfactorily carries out the duties and responsibilities 
applicable at the time the relief is performed. 

19.2 The employee shall be paid Step 1 of the higher graded position during the whole time 
of performing such duties. 

19.3 If an employee is directed to perform the duties applicable to the higher graded 
position on any subsequent occasion within 12 months, the employee shall only have 
to perform those duties for 1 working day or more, in order to become entitled to be 
paid Step 1 of the higher graded position.  

19.4 If the employee performs part of the duties of the higher position, the employee shall 
be paid at a proportional rate agreed between the employee and the employer. 

19.5 Higher duties, leave and public holidays 
(a) Higher duties will not be paid when the relieving employee is absent on leave 

or on a public holiday, unless clause 19.5(b) applies. 

(b) Where an employee performs higher duties for three (3) continuous months or 
more, immediately prior to commencing a period of paid annual leave or paid 
personal/carer’s leave:  

(i) the leave shall be paid at the higher hourly ordinary time rate of pay, 
and 



City of Kalamunda Salaried Workforce Agreement 2024 

  31 

(ii) the amount of annual leave or personal/carer’s leave that is paid at the 
higher hourly ordinary time rate of pay shall be proportional to the 
amount of annual leave or personal/carer’s leave accrued whilst 
performing the higher duties work. 

19.6 Higher duties and overtime 
(a) An employee on higher duties who is approved to work overtime will receive 

the overtime rate relevant to the higher graded position. 

19.7 Higher duties and appointment 
(a) An employee who is required to carry out the duties of a higher graded 

position for a continuous period in excess of 12 months:  

(i) shall be permanently appointed to the position, unless 

(ii) the higher duties arrangement is extended or terminated by agreement 
between the employee and the City. 

20. Payment of salaries 

20.1 Payment of salaries shall be made at least fortnightly, at the discretion of the City, or 
as otherwise agreed by the City and the employee. 

20.2 Payment will be made by electronic funds transfer into the employee’s nominated 
account or other agreed method. 

20.3 For the purpose of the calculation and payment of wages, the weekly wage shall be 
calculated as 1/52nd of an annual salary. 

21. Superannuation 

21.1 Superannuation legislation 
(a) Superannuation legislation deals with the superannuation rights and 

obligations of the City and employees and includes the:  

(i) Superannuation Guarantee (Administration) Act 1992 (Cth), 
(ii) Superannuation Guarantee Charge Act 1992 (Cth),  
(iii) Superannuation Industry (Supervision) Act 1993 (Cth), and 
(iv) Superannuation (Resolution of Complaints) Act 1993 (Cth). 
(v) Industrial Relations Act 1979 (WA)  

21.2 Freedom of choice 
(a) Prior to, or upon, commencement of employment the Employer shall inform 

the employee that they may nominate a complying superannuation fund or 
scheme. Employees shall have freedom of choice over the complying fund that 
their superannuation contributions are paid to. If the employee wishes to 
change their complying superannuation fund or scheme, then they may do so 
and the employer is not permitted to unreasonably refuse that request. The 
Employer will generally not permit a change in complying superannuation fund 
or scheme more than annually. 
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(b) If the employee fails to nominate a complying superannuation fund or scheme 
after having been informed of their right to choose, then the employer will 
make the superannuation payments required under clause 21.3 to the 
employer’s default fund. The default fund shall be Aware Super or its 
successors. 

21.3 City contributions 
(a) The City must make compulsory superannuation contributions to the 

employee’s nominated complying superannuation fund or scheme in the 
percentage amount prescribed in the Superannuation Guarantee 
(Administration) Act 1992 of the Employee’s ordinary time earnings, during the 
term of this Agreement.  This is inclusive of payments made in accordance with 
the legislation described in clause 21.1. 

21.4 Voluntary employee contributions 
(a) Subject to the governing rules of the relevant superannuation fund, an 

employee may, in writing, authorise the City to pay on behalf of the employee 
a specified amount from the post-taxation wages of the employee into the 
same superannuation fund as the City makes the superannuation contributions 
provided for in clause 21.3. 

(b) The employee may request that the employee contribution toward 
superannuation as specified in clause 21.4(a) is done by way of salary sacrifice 
and any variation will result in a lower cash component being paid. 

(c) An employee may adjust the amount the employee wishes to contribute to 
superannuation by giving written notice.  

(d) It is the employee’s responsibility to consider the taxation implications of the 
superannuation contribution cap when making employee contributions toward 
superannuation. 

21.5 Co-contribution of Superannuation 
(a) The employee can make an additional contribution of superannuation which 

will be matched by the City but, the total superannuation co-contribution by 
the City is capped at 16% inclusive of the prescribed percentage in accordance 
with the Superannuation Guarantee (Administration) Act 1992 (Cth). 

21.6 Absence from work 
(a) Subject to the governing rules of the relevant superannuation fund, the City 

must also make the superannuation contributions provided for in clause 21.3 
and pay the amount authorised under clauses 21.4 as follows: 

(i) Paid leave—while the employee is on any paid leave; 
(ii) Superannuation payments on unpaid parental leave 

a. The City will make superannuation contributions based on their 
ordinary time earnings and in accordance with the applicable SGA 
to eligible parents on unpaid parental leave.  

b. The employee will receive up to 12 weeks of superannuation 
based on the average fortnightly hours worked over the previous 
12 months service.  

c. City Co-contributions are not applicable in this circumstance.  



City of Kalamunda Salaried Workforce Agreement 2024 

  33 

(iii) Work-related injury or illness—for the period of absence from work 
(subject to a maximum of 52 weeks) of the employee due to work-
related injury or work-related illness provided that: 

a. the employee is receiving workers compensation payments or is 
receiving regular payments directly from the City in accordance 
with the statutory requirements; and 

b. the employee remains employed by the City. 

22. Salary Sacrifice 
(a) By written agreement with the City, an employee may enter into a salary 

sacrifice arrangement.  

(b)  Any salary sacrifice arrangement must comply with the relevant taxation laws 
and the tax obligation remains the responsibility of the employee. 

(c) The City will not be liable for any additional expenses by providing a salary 
sacrificing arrangement, including but not limited to, additional tax including 
Fringe Benefits Tax, penalties or administrative costs. 

(d) The City strongly recommends employees seek professional financial advice on 
the implications of their salary sacrifice choice prior to entering into any 
agreement with the City. 

22.1 Employees may be able to request salary sacrifice arrangements for:  
1. Novated Lease (Motor Vehicle) 
2. Superannuation (in accordance with Clause 21. Superannuation) 
3. Other items as defined by relevant authority (ATO) 

Part 5—Leave and Public Holidays 

23. Annual leave 

23.1 Employees will be entitled to 22 days of paid leave for each year of continuous service. 

23.2 Payment for annual leave 
(a) Employees will be paid their ordinary rate of pay during periods of annual 

leave for the days or part days so taken. 

(b) Employees shall be paid the ordinary rate of pay per day they would have 
received had the employee worked and not been on leave during the relevant 
period. 

23.3 Annual leave loading 
(a) The employee will be paid an annual leave loading of 17.5% calculated on the 

employee’s minimum weekly rate of pay in addition to payment for annual 
leave provided.  

(b) Annual leave loading will be paid when taking annual leave.  

(c) By written agreement between the City and the employee, the loading may be 
cashed out and included as a component in the employee’s annual salary. 
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23.4 Annual End of Year Close-Down 
(a) The City may provide for the employee to take/apply for annual leave during 

end of year close-down by giving at least four weeks’ notice to the employee 
for this purpose. 

(b) The employee and their Manager may agree: 

(i) That an employee may use accrued rostered days off or time-in-lieu to 
offset the taking of annual leave to meet the requirement to close-
down; 

(ii) If an employee does not have sufficient annual leave, accrued rostered 
days off or time-in-lieu, an employee may take leave without pay to 
meet the requirements to close-down. 

23.5 Excessive leave accruals 
(a) An employee has an excessive leave accrual if the employee has accrued more 

than 8 weeks paid annual leave. 

(b) If an employee has an excessive leave accrual, the City or the employee may 
seek to confer with the other and genuinely try to reach agreement on how to 
reduce or eliminate the excessive leave accrual. 

23.6 Cashing out of annual leave 
(a) Paid annual leave must not be cashed out except in accordance with a written 

agreement under this clause 23.8. 

(b) Each instance of cashing out of a particular amount of paid annual leave must 
be the subject of a separate agreement. 

(c) The City and an employee may agree in writing to the cashing out of a 
particular amount of accrued paid annual leave by the employee. 

(d) An agreement under this clause must state: 

(i) the amount of leave to be cashed out and the payment to be made to 
the employee for it; and 

(ii) the date on which the payment is to be made. 

(e) An agreement under clause 23.8 must be signed by the City and employee and, 
if the employee is under 18 years of age, by the employee’s parent or 
guardian. 

(f) The payment must not be less than the amount that would have been payable 
had the employee taken the leave at the time the payment is made. 

(g) An agreement must not result in the employee’s remaining accrued 
entitlement to paid annual leave being less than 4 weeks. 

(h) The maximum amount of accrued paid annual leave that may be cashed out in 
any period of 12 months is 2 weeks. 

(i) The City must keep a copy of any agreement under clause 23.8 as an employee 
record. 
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24. Employee funded additional leave 

24.1 In order to provide employees options for flexible work arrangements requests, this 
agreement allows for employees to purchase additional leave or enter into a deferred 
salary scheme. Both schemes are subject to:  
(a) Employees can only choose to enter into one option from either purchased 

leave or deferred salary schemes. 

(b) Other flexible work arrangements (such as working from home) need to be 
declared at the time of application and may influence the approval process. 

(c) Employee funded additional leave is considered a benefit, not an entitlement 
and is therefore subject to approval from management. 

(d) Decisions on approving employee funded leave must reflect:  

(i) the operational requirements of the employee’s work area;  

(ii) no additional operating expenses will be incurred by the City when 
entering into these agreements; and 

(iii) any agreements entered into will not result in unreasonable increases in 
the workload and overtime required for other employees. 

24.2 Purchased Leave over 52 weeks 
(a) An employee may request to purchase between 1-week and 8 weeks of 

additional leave. 

(b) Purchased additional leave must be requested in 1-week blocks. 

(c) All purchased leave agreements require approval from management and 
confirmed in a written agreement  valid for a period of 52 weeks.  

(d) A new written agreement is required for every subsequent 52-week period. 

(e) Purchased leave cannot be taken in advance. 

(f) Any unused purchase leave at the end of the 52 weeks will be paid out, not 
accrued. 

(g) Purchased leave does not attract leave loading. 

(h) Any eligible (funded accrual) of purchased leave must be taken before an 
employee can apply for their annual leave entitlements.  

(i) Any accrued purchased leave that is paid out will attract relevant tax that is the 
responsibility of the employee to pay. 

(j) Any purchased leave accrued will be paid out upon the termination of the 
employee’s employment and taxed accordingly. 

(k) Purchased leave must be cleared within a period of 12 months of accrual.  

(l) Retrospective applications for purchased leave are not allowed. 

(m) This entitlement is available to part time workers on a pro rata basis. 
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(n) The employee agrees to a reduction in their annual salary, calculated as “% of 
Full Time Salary”, in exchange for weeks of additional leave “Purchased Leave”, 
according to the following table: 

 

24.3 Deferred Salary Scheme 
This scheme provides employees with a long-term employee funded leave benefit that 
requires planning and approval.  Employees have two options available and can only 
choose from option A or B.  For clarification, the Deferred Salary scheme has two distinct 
periods, referred to as the accrual period and the leave period. 

(a) An employee may request to participate in a deferred salary scheme in order 
to purchase paid leave, according to options [A] and [B] in the following table: 

 

  

Paid Weeks Purchased Leave % of Full Time Salary
44 weeks 8 weeks 84.6154
45 weeks 7 weeks 86.5385
46 weeks 6 weeks 88.4615
47 weeks 5 weeks 90.3846
48 weeks 4 weeks 92.3077
49 weeks 3 weeks 94.2308
50 weeks 2 weeks 96.1538
51 weeks 1 week 98.0769

Paid over 52 weeks

Deferred Salary Option Purchased Leave
[A] 2 years service @ 

80% of salary
6 months @ 80% of 

salary
[B] 4 years service @ 

80% of salary
1 year @ 80% of salary
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For the avoidance of doubt, the intent of deferred leave accrual is based on an employee 
accruing either 6 months or 12 months of salary, at their base rate of pay, accumulated as a 
dollar amount and converted into leave hours.  

6 months – the employee will have accrued no more than 988 hours 
12 months – the employee will have accrued no more than 1976 hours 

24.4 Conditions for Employee Funded Additional Leave 
(a) The employee is required to work the hours as per their employment contract 

for the duration of the accrual period. 

(b) Accrued annual leave must be taken annually during the term of the scheme 
agreement and cannot build up beyond 20 days accrued without prior 
agreement. 

(c) Approval to enter the scheme requires the employee to submit a proposed 
leave plan to management for consideration. 

(d) Accrued leave must be taken immediately following the completion of the 
accrual period as set out in the written agreement. 

(e) An employee cannot undertake work for the City during the leave period. 

(f) Employees cannot apply for Long Service Leave during the accrual or leave 
periods. 

(g) Employees can utilise eligible accrued Long Service Leave consecutively with 
their leave period however cannot be absent from the workplace for a period 
longer than twelve months. 

(h) Deferred leave does not attract leave loading. 

(i) An employee cannot access or apply for other forms of leave (bereavement, 
personal, annual etc) during the leave period.  

(j) The employee funded additional leave scheme will be agreed between the 
employee and the City in a written agreement that sets out:  

(i) the reduced rate of pay while participating in scheme; 
(ii) the reduced rate of pay while taking purchased leave;  
(iii) the start and finish date of the arrangement; and 
(iv) the expected dates the employee will take the purchased leave. 

 

(k) On requesting the additional leave, the employee must:  

(i) Be a permanent employee, or have a contract of sufficient length to 
cover the term of the employee funded additional leave scheme; 

(ii) Completed their probationary period prior to application; and 
(iii) Submit a proposed leave plan to the manager. 

 

(l) Applicable allowances will be paid at the employee’s full rate of pay to avoid 
accrual of additional leave.  

(m) Overtime will be calculated and paid at the employees full rate to avoid accrual 
of additional purchased leave.  
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(n) Superannuation contributions will be based on the reduced rate of pay. 

(o) Pay rate increases arising from incremental progression or enterprise 
agreement increases will be applied only during the accrual period, and the 
deferred salary scheme will be modified accordingly. 

(p) Incremental increases that fall due during the leave period will not be applied 
until the employee returns to the workplace and will not be backdated or 
subject to back pay but apply from the date the employee resumes normal 
work arrangements.  

(q) Annual, Personal/Carer’s Leave, public holidays and other paid leave taken will 
be paid at the reduced rate of pay during the accrual period. 

(r) Annual Leave Loading will be calculated and paid on the full rate during the 
accrual period. 

(s) Employee funded additional leave will not constitute a break in service and will 
count as service for all purposes.   

(t) Employees who withdraw from the employee funded additional leave scheme, 
or resign from the City, before accessing/clearing the purchased leave will be 
paid: 

(i) a one (1) off lump sum payment equivalent to the percentage of salary 
foregone during the period already worked; and 

(ii) a one (1) off lump sum superannuation payment based on the salary 
forgone. The payment will be paid into the employee’s superannuation 
contribution scheme account; and 

(iii) this will be paid in accordance with the employee’s current rate; and 
(iv) employees are responsible for considering the tax implications of a one 

(1) off lump sum payment. 
 

25. Cultural & Religious Leave 

25.1 This provides unpaid leave for legitimate cultural and religious purposes to meet with 
an employee’s customs, traditional law and participation in ceremonial activities.   

25.2 Where an employee advises they are of Aboriginal or Torres Strait Islander heritage 
they shall be afforded a reasonable opportunity to follow and practice the requirement 
of that culture or spiritual or religious belief. 

25.3 By agreement with the City, the employee will use annual leave, accumulated rostered 
days off or leave without pay. 

 

26. Personal/Carer’s Leave and Compassionate Leave 

26.1 Personal/Carer’s Leave defined 
(a) Personal leave or personal/carer’s leave includes sick leave and lets an 

employee take time off to help them deal with personal illness or injury, caring 
responsibilities and family emergencies. 

(b) Personal leave can be used when an employee is ill or injured. 
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(c) An employee may have to take time off to care for an immediate family or 
household member who is sick or injured or to help during a family 
emergency.  This is known as carer’s leave, but it comes out of the employee’s 
personal leave balance. 

26.2 Personal/Carer’s Leave accrual 
(a) A fulltime employee is entitled to 10 days paid personal/carer’s leave for each 

year of service which is accrued progressively across that year of service 
according to the employee’s ordinary hours of work. 

(b) A fulltime employee is entitled to 2 additional days of personal leave per year 
after 3 years of continuous service with the City, accrued on a fortnightly pro-
rata basis.   

(c) Personal/carer’s leave accumulates from year to year but is not paid out on 
termination. 

(d) A part time employee is entitled to take pro rata personal/carer’s leave on the 
same basis as prescribed for full-time employees except that leave is only 
available on workdays where the part-time employee would normally work or 
would have been rostered to work, when taking personal/carer’s leave.  

26.3 Taking Personal/Carer’s leave 
(a) An employee requiring personal/carer’s leave will advise the City as soon as 

reasonably practicable of: 

(i) Their inability to attend work;  
(ii) The reason why they are unable to attend work; and 
(iii) The estimated duration of their absence. 

 

(b) An employee may take time off on carer’s leave to care for a family member or 
household member, which includes: 

(i) Spouse or former spouse; 
(ii) De facto partner or former de facto partner; 
(iii) Child; 
(iv) Parent; 
(v) Grandparent; 
(vi) Grandchild; 
(vii) Sibling; 
(viii) The child, parent, grandparent or sibling of the employee’s spouse or de 

facto partner (or former spouse or de facto partner).  This definition 
includes step-relations (eg step parent and step children) as well as 
adoptive relations. 

(c) A household member is a person who lives with the employee. 

(d) If an employee takes time off for sick leave, and they have exhausted their 
personal leave entitlement, the employee may apply to:  

(i) be paid accrued leave from their leave entitlements, such as annual 
leave or long service leave; or 

(ii) where no such accrued leave exists, the employee will receive leave 
without pay. 
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(e) Entitlement to take unpaid carer’s leave 

An employee, including a casual employee, is entitled to 2 days of unpaid 
carer's leave for each occasion when a member of the employee's immediate 
family, or a member of the employee's household as defined in clause 26.3(b), 
requires care or support because of:  

(i) a personal illness, or personal injury, affecting the family member; or  
(ii) an unexpected emergency affecting the family member. 

26.4 Supporting evidence for Personal/Carer’s Leave 
(a) The City may ask an employee to give evidence that shows the employee took 

the leave because they: 

(i) weren’t able to work because of an illness or injury; or  
(ii) needed to provide care or support to an immediate family or household 

member because of an illness, injury, or unexpected emergency 
affecting the member. 

(b)  An employee must provide evidence that would satisfy a reasonable person 
that the employees has, or had, an illness or injury entitling them to take 
personal/carers leave as follows: 

(i) The employee shall not be required to produce a medical certificate for 
absences of 2 days or less, unless requested in writing by the City.  

(ii) When requested to provide medical evidence, an employee who is 
unable to make a medical appointment on the day of their absence may 
seek assistance from People Services to acquire an urgent medical 
appointment at a medical provider of the City’s choice. 

(iii) On each applicable occasion a medical certificate or statutory 
declaration are forms of reasonable evidence the employer may accept. 
If an employee provides other forms of evidence other than a medical 
certificate or statutory declaration, then the employee must provide a 
reasonable explanation as to how that evidence proves their entitlement 
to personal/carer’s leave. 

(iv) An employee who doesn't give the City reasonable evidence when asked 
may not be entitled to be paid for their sick or carer’s leave.  

(v) Costs incurred in procuring a medical certificate or other form of 
reasonable evidence is at the cost of the employee. 

(c) Medical appointments and elective surgeries that are pre-arranged will only be 
covered by personal leave if an employee is not able to work because of a 
personal illness or injury.  

(d) The City may ask for evidence from an employee to confirm that they were unfit 
for work. This can help decide if an employee should be paid sick leave or be 
paid a different type of leave or entitlement. 

26.5 Taking Compassionate Leave (also called Bereavement Leave) 
(a) Compassionate leave can be taken when a member of an employee's immediate 

family or household, as defined in clause 26.3(b): 

(i) Dies; or 
(ii) Contracts or develops a life-threatening illness or injury. 
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(b) An employee taking compassionate leave will provide the City with notice as 
soon as is practicable. This may be after the leave has commenced. 

(c) An employee taking compassionate leave will advise the City of the period or 
expected period of leave. 

(d) All employees are entitled to 5 days paid compassionate leave each time an 
immediate family or household member dies or suffers a life-threatening illness 
or injury. 

(e) The compassionate leave can be taken as: 

(i) a single continuous 5-day period; or 
(ii) any separate periods the employee and the City agree. 

 

(f) An employee requiring compassionate leave to respond to a death outside 
Australia: 

(i) is entitled to an additional day of compassionate leave on each occasion, 
in addition to the leave prescribed in clause 26.5(d); and 

(ii) the leave can be taken in full or in part, as described in clause 26.5(e). 
 

(g) An employee receives paid leave paid at the employee’s ordinary rate of pay for 
the ordinary hours of work that would have been performed over the period of 
compassionate leave.  

(h) An employee does not accumulate compassionate leave and it does not come 
out of their sick and carer's leave (or annual leave) balance. It can be taken any 
time an employee needs it. 

(i) If an employee is already on another type of leave (eg. annual leave) and needs 
to take compassionate leave, the employee can use compassionate leave 
instead of the other leave. 

26.6 Supporting evidence for Compassionate Leave 
(a) The City may request evidence about the reason for compassionate leave (eg. a 

death or funeral notice).  

(b) This request for evidence has to be reasonable and must be a request to 
establish the death or life threatening injury that is the subject of the 
compassionate leave sought and the relationship between the deceased or 
person injured and the employee.  

(c) If the employee doesn't provide the requested notice or evidence, they may not 
get compassionate leave. 

(d) A request to use a statutory declaration as reasonable evidence will be reviewed 
on a case-by-case basis and may be accepted by the City on the approval of the 
CEO, Director, or Manager People Services. 
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27. Wellbeing Leave  
Permanent (pass probation) both full and part time (pro rata) can access up to two days per 
annum of paid leave for the purpose of looking after their own wellbeing.  The City 
encourages employees to establish and maintain good mental health and by providing this 
leave, it is expected the employee will utilise the leave to refresh and/or reset their mental 
and physical health.  

(a) Wellbeing leave will be deducted from the employee’s personal leave to cover the 
requested leave;  

(b) An employee can only apply if they have enough personal leave accrued to cover the 
requested leave. 

(c) The employee will need to apply in writing to their manager/supervisor to have the 
leave approved 

(d) The leave does not require a medical certificate 

(e) The leave can be refused if there is a conflict with resourcing/operational needs of 
the business 

(f) The leave is to be recorded as wellbeing leave to ensure only two days per calendar 
leave are being used. 

28. Family and Domestic Violence leave 

28.1 Family and domestic violence means violent, threatening or other abusive behaviour 
by an employee’s close relative that: 

(a) seeks to coerce or control the employee; or 
(b) causes, or threatens to cause, them harm or fear.  

 

28.2 A close relative is an employee's:  
(a) spouse or former spouse; 
(b) de facto partner or former de facto partner; 
(c) child; 
(d) parent; 
(e) grandparent; 
(f) grandchild; 
(g) sibling; 
(h) an employee's current or former spouse or de facto partner's child, 

parent, grandparent, grandchild or sibling; or 
(i) a person related to the employee according to Aboriginal or Torres Strait 

Islander kinship rules.  

28.3 Employees can take the leave if they need to do something to deal with the impact of 
family and domestic violence and it's impractical to do so outside their ordinary hours 
of work.  This could include:  
(a) making arrangements for their safety, or the safety of a close relative (including 

relocation); 

(b) attending court hearings; or  

(c) accessing police services.  



City of Kalamunda Salaried Workforce Agreement 2024 

  43 

28.4 Taking Family and Domestic Violence leave 
(a) All employees (including part-time and casual employees) are entitled to ten 

(10)  days paid family and domestic violence leave each year. An employee that 
takes paid family and domestic violence leave will be paid their ordinary rate of 
pay for the ordinary hours of work that would have been performed but for the 
employee taking paid family and domestic violence leave. Employees are also 
entitled to an additional 5 days unpaid family and domestic violence leave. 

(b) The leave entitlement becomes due on the first day of employment and renews 
each 12 months.  

(c) Leave does not accrue from year to year if it is not used. 

(d) The leave doesn’t need to be taken all at once and can be taken as single or 
multiple days.  

(e) The City and employee can agree for an employee to take less than 1 day at a 
time, or for the employee to take more than 10 days.  

(f) The leave doesn’t break an employee’s period of continuous service. 

(g) Paid family and domestic violence leave is deemed to be service for the 
purposes of calculating an employees continuous service and relevant 
entitlements under this Agreement.  Unpaid family and domestic violence leave 
does not count as service when calculating accumulated entitlements such as 
annual leave, personal leave or long service leave. 

(h) The employee may choose to take other types of paid leave in lieu of family and 
domestic violence leave, such as annual leave or long service leave. 

28.5 Notice and Evidence for taking Family and Domestic Violence leave 
(a) The City can ask the employee for evidence that shows the employee took the 

leave to deal with family and domestic violence, and:  

(i) If the employee doesn't provide the requested evidence, they may not 
get family and domestic violence leave; and 

(ii) The evidence has to convince a reasonable person that the employee 
took the leave to deal with the family and domestic violence. 

 
(b) Types of evidence can include: 

(i) documents issued by the police service; 
(ii) documents issued by a court; 
(iii) family violence support service documents; or  
(iv) with the approval of the CEO, Director or Manager People Services, a 

statutory declaration. 

(c) The City can ask the employee to provide evidence for as little as 1 day or less, 
off work. 

28.6 Confidentiality in managing Family and Domestic Violence Leave 
(a) The City will take reasonably practicable steps to keep any information about an 

employee’s situation confidential when they receive it as part of an application 
for leave.  
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(b) Confidentiality includes information about the employee giving notice that 
they’re taking the leave and any evidence they provide.  

(c) The City may be compelled to disclose information to third parties if: 

(d) it's required by law; or 

(e) it is deemed necessary to protect the life, health or safety of the employee or 
another person.  

GUIDANCE NOTE: Information about an employee’s experience of family and domestic 
violence is highly sensitive.  If information is mishandled, it could have adverse 

consequences for the employee and their family.   
Knowledge of leave requested under this provision should only be available to those 

managers and persons that are required to know in order to support the employee and 
the processing of leave (e.g. payroll).  The employee’s Manager or Director should work 

with the employee to discuss and agree how sensitive information will be handled. 

29. Volunteer Days  

29.1 Full time employees can access two (2) days of paid leave to undertake volunteer 
activities with registered charities based in or operating within the City of Kalamunda.  
The taking of such days is subject to the following conditions:   
(a) Two days per calendar year; 

(b) a minimum of four (4) weeks’ notice from the date upon which the leave is to 
prospectively commence is given to the employer in writing by employee; 

(c) the written request to take the leave will state the dates, times upon which 
leave is to be taken by the employee and the organisation the employee will be 
volunteering with when taking the leave; 

(d) the employee must be undertaking volunteer work for a minimum of six (6) 
hours on each day leave is taken with the named organisation in the written 
request to take the leave; 

(e) this leave does not accumulate from year to year but will be fully replenished on 
1 January each year; 

(f) leave accrued under clause 28 and not taken will not be paid out upon 
termination of employment; 

(g) the written request to take volunteer days can be refused by the employer if 
there is a conflict with resourcing and/or the operational needs of the employer; 

(h) the employee will need to provide documentary evidence of the six (6) hours of 
volunteer work undertaken on each day which a volunteer day is taken to the 
manager/supervisor who approved the taking of this leave.  

(i) In granting the leave, the City does not attract any additional costs.  
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30. Community Service leave 

30.1 Employees, including casual employees, can take community service leave for certain 
activities such as: 
(a) voluntary emergency management activities; 

(b) jury duty (including attendance for jury selection). 

30.2 With the exception of jury duty, Community Service leave is unpaid. 

30.3 Voluntary emergency management activities 
(a) An employee engages in a voluntary emergency management activity if: 

(i) the activity involves dealing with an emergency or natural disaster;  
(ii) the employee engages in the activity on a voluntary basis;  
(iii) the employee was either requested to engage in an activity, or it would 

be reasonable to expect that such a request would have been made if 
circumstances had permitted; or 

(iv) the employee is a member of a recognised emergency management 
body.  

 
(b) Recognised emergency management body  

(i) A recognised emergency management body is: 

a. a body that has a role or function under a plan that is for coping 
with emergencies / natural disasters (prepared by the 
Commonwealth or a state or territory); or 

b. recognised as a fire-fighting, civil defence or rescue body; or 
c. any other body which is mainly involved in responding to an 

emergency or natural disaster.  
 

(ii) This includes bodies such as: 
a. the State Emergency Service (SES); 
b. the Kalamunda Bush Fire Brigade (and similar brigades); 
c. the Kalamunda Fire and Rescue Service (and similar services); 
d. the RSPCA (in respect of animal rescue during emergencies or 

natural disasters).  

30.4 Taking community service leave for voluntary emergency management activities 
(a) An employee is entitled to take community service leave while they are engaged 

in the activity, including reasonable travel and rest time.  
(b) There is no limit on the amount of community service leave an employee can 

take. 

30.5 Notice and evidence for community service leave for voluntary emergency 
management activities 
(a) An employee who takes community service leave must give the City: 

(i) notice of the absence as soon as possible (this may be after the leave 
starts)  

(ii) the period or expected period of absence.  
(b) The City may request the employee to provide evidence that they're entitled to 

community service leave. 
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30.6 Defence Force Reservists 
(a) Defence Force Reservists may take community service leave. 

(b) The City must not prevent or hinder Defence Force Reservists from undertaking 
defence service, including training.  

(c) The City will release employee Defence Force Reservists to undertake all types 
of Defense service without impact on their employment with the City.  

(d) The employee will always try to give the City as much notice as possible of the 
dates they will be absent from work. 

(e) The City will pay eligible employees the difference between their Defence salary 
and the employee’s ordinary salary while they are absent on Defence service 
activities, including training.  

(f) Employees cannot be required to take their annual leave or long service leave 
for absences on Defence service activities, but may voluntarily elect to do so by 
mutual agreement with the City. 

Note: Defence Force Reservists have additional workplace protections under the 
Defence Reserve Service (Protection) Act 2001 

30.7 Notice and Evidence for Jury Duty 
(a) All employees, including casual employees, can take community service leave to 

attend jury selection and jury duty. 

(b) The employee must advise the City of the period or expected period of 
community service leave as soon as possible.  

(c) If the employee requests community service leave they will provide evidence 
showing they attended jury selection or jury duty. 

30.8 Pay for Jury Duty 
(a) When an employee is taking community service leave to complete jury duty the 

City must pay the employee at the employee's ordinary rate of pay and any 
applicable additional amounts for the hours of work that the employee would 
have performed but for the community service leave.  

(b) Where the employee is employed on a casual basis and the employee's hours of 
work are not set in advance for the period of community service leave, then the 
City must pay the employee at the employee's ordinary rate of pay and any 
applicable additional amounts for the average hours of work performed per 
week by the employee over the preceding 6 months measured from the 
commencement date of the community service leave. 

(c) If an employee taking community service leave to complete jury duty is paid by 
the State of Western Australia jury duty fees then the Employee must pay those 
jury duty fees to the City as soon as possible. 
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Useful Information:  The Juries Act 1957 and the Juries Regulations set the 
statutory payments available to jurors in Western Australia.  More information is 

available at the Department of Justice website.  

31. Parental leave 

31.1 Employees are entitled to parental leave when a child is born or adopted. Unpaid 
parental leave is provided for under section 744 of the Fair Work Act 2009 (Cth).Clause 
31 is intended to provide at least the same benefits to employees as provided by 
section 744 of the Fair Work Act 2009 (Cth) and further supplement it. 

31.2 Parental leave entitlements 
(a) Eligible employees are entitled to 12 months of parental leave.  

(b) The City will provide paid parental leave for the employee in accordance with 
this clause 31.  Any parental leave outside of the paid parental leave period will 
be unpaid. 

(c) Parental leave can be taken when: 

(i) an employee is pregnant and prior to the expected date of birth; 
(ii) an employee's spouse or de facto partner gives birth; and 
(iii) an employee adopts a child under 16 years of age. 

31.3 Pre-adoption leave 
(a) Employees who are taking parental leave to care for an adopted child are also 

entitled to 2 days unpaid pre-adoption leave to attend relevant interviews or 
examinations. 

(b) This leave can't be used if the employer tells an employee to take another type 
of leave (eg. paid annual leave). 

31.4 Who is entitled to Parental leave? 
(a) Full time and part time employees are able to take parental leave if they have 

worked for their employer for at least 12 months:  

(i) before the date or expected date of birth, if the employee is pregnant; 
(ii) before the date of the adoption; or 
(iii) when the leave starts, if the leave is taken after another person cares for 

the child or takes parental leave, to be eligible, the employee must have 
primary responsibility for the care of a child. 

 
(b) For casual employees to be eligible for unpaid parental leave they need to have: 

(i) been working for their employer on a regular and systematic basis for at 
least 12 months; and 

(ii) a reasonable expectation of continuing work with the City on a regular 
and systematic basis, had it not been for the birth or adoption of a child. 

  



City of Kalamunda Salaried Workforce Agreement 2024 

48    

31.5 Taking Parental leave 
(a) One employee taking unpaid parental leave 

(i) Parental leave must be taken in a single continuous period.  Other Paid 
leave, such as annual leave, may be taken at the same time when an 
employee is taking unpaid parental leave. 

(ii) In the case of a pregnant employee, leave can start up to six weeks 
before the expected date of birth, or earlier if the City and employee 
agree. If the employee is not giving birth to the child, leave starts on the 
date of birth or placement of the child. 

(iii) Leave may also start at any time within the 12 months after the birth or 
placement of the child in the following circumstances:  

a. the employee has a spouse or de facto partner who is not an 
employee of the City and is not the primary caregiver upon birth 
or placement of the child, but the employee later becomes the 
primary caregiver and has not taken parental leave previously for 
that birth or placement of the child as the primary caregiver;  

b. an employee who is a member of an employee couple and is the 
secondary caregiver upon birth or placement of the child, then 
becomes primary caregiver for the child regardless of whether that 
employee has taken paid partner leave previously. 

(iv) An employee couple are entitled to no more than 24 months of leave 
between them, which must be taken separately in a single continuous 
period. 

(v) If the employee who takes leave first is pregnant or gives birth, they may 
start their leave up to 6 weeks before the expected date of birth, or 
earlier if the employer and employee agree. 

(vi) If the employee who takes leave first is not pregnant, their leave must 
start on the date of birth or placement of a child. 

(vii) Both employees of an employee couple may take leave at the same time 
for a maximum period of 8 weeks. This leave must be taken within 12 
months of the birth or adoption of a child. The concurrent leave may be 
taken in separate periods. Each period must be no shorter than 2 weeks 
unless the City agrees. 

(viii) Concurrent leave may be either paid or unpaid parental leave and is 
deducted from an employee’s unpaid parental leave entitlement of 12 
months. 
 

31.6 Having a second child, or adopting a second child 
(a) Employees who have taken parental leave do not have to work for another 12 

months before they can take another period of parental leave with the City. 

31.7 Paid Parental Leave 
(a) Full time and part time employees will receive four (4) weeks paid leave from 

the City, paid at their ordinary rate of pay.  

(b) The 4 weeks paid leave applies irrespective of whether the employee is the 
primary or secondary carer.  

(c) Paid parental leave does not attract leave loading.  

(d) Employees will be entitled to paid leave if they have met the criteria of 12 
months’ continuous service at the time of birth/adoption/placement.  
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31.8 Primary Carer Paid Parental leave 
(a) Employees who are the primary carer are entitled to paid parental leave top up 

payments based on the employee accessing the government’s paid parental 
leave scheme with the City topping up that payment to be equivalent to the 
ordinary weekly pay for the employee taking the leave in accordance with the 
table below.  

Period of continuous service Period of paid leave  

1 year but less than 3 years 2 weeks of top up payment 

3 years but less than 4 years 4 weeks of top up payment 

4 years but less than 5 years 6 weeks of top up payment 

Over 5 years 8 weeks of top up payment  

 

(b) The employee has the option to receive the Australian Government Paid 
Parental Leave Scheme payment through payroll if they complete the necessary 
government approvals prior to the arrival of the child. 

(c) Superannuation payments will apply only to the City’s top up portion of the 
payment and in accordance with the Superannuation Guarantee Act. 

31.9 Partner Pay 
(a) Employees can also apply for the Dad and Partner pay under the Australian 

Government Paid Parental Leave Scheme, which provides two weeks’ pay at the 
national minimum wage.  If an employee is in receipt of Dad and Partner pay the 
City will top up the employee’s pay to the equivalent of the ordinary weekly pay 
for the employee taking the leave.  

(b) The employee has the option to receive the Australian Government’s Dad and 
Partner pay through payroll if they complete the necessary government 
approvals prior to the arrival of the child.  

(c) In accordance with the government scheme, an employee cannot be on any 
other form of paid leave from the City during the period of receiving the Dad 
and Partner. 

(d) Superannuation payments will apply only to the City’s top up portion of the 
payment and in accordance with the Superannuation Guarantee Act. 

31.10 Notice for Parental leave 
(a) Employees who want to take unpaid parental leave need to provide the City 

notice that they are taking leave and confirm the dates. 

(b) If an employee can’t provide the City with appropriate notice (eg. the baby is 
born prematurely) they are still entitled to take the leave as long as they provide 
notice when they can. 

(c) 10 weeks’ notice of intent to take parental leave 
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(i) The employee must give notice to the City of their intent to take 
parental leave at least 10 weeks before starting their leave.  

(ii) This notice of intent needs to be in writing, and will say how much leave 
they want to take, including the starting and finishing dates. 

(iii) If the employee can’t give 10 weeks’ notice, they need to provide as 
much notice as possible. 

(d) 4 weeks’ notice to confirm the need for parental leave 

(i) An employee will confirm their parental leave dates with the City at least 
4 weeks before they are due to start their leave. If there have been any 
changes to the dates the employee should tell the City as soon as 
possible. 

(ii) If an employee can’t provide 4 weeks’ notice, they need to provide as 
much notice as possible. 

(e) Concurrent leave notice 

(i) Employees who are taking concurrent leave (parents taking leave at the 
same time) need to provide at least 10 weeks’ notice to the City for their 
first period of concurrent leave. For second and later periods, they need 
to provide at least 4 weeks’ notice. 

(ii) If an employee can't provide these notice periods, they need to provide 
as much notice as possible. 

(f) Pre-adoption leave notice 
(i) Employees who are taking pre-adoption leave will give the City notice 

that they are taking leave as soon as possible (this can be after the leave 
has started). They should also tell the City how long they expect to be on 
leave. 

31.11 Parental leave evidence requirements 
(a) The City requires employees to provide a medical certificate of the expected 

date of birth or official notice or advice of the date of placement of an adopted 
child. 

(b) The City requires documentary evidence to support pre-adoption leave. 

(c) If an employee can’t provide evidence, they won’t be entitled to the leave. 

31.12 Hiring replacement employees 
(a) When the City hires a replacement for an employee of parental leave, during the 

application process the City will advise potential employees that: 

(i) the job will be temporary; 
(ii) the employee who is taking leave has the right to return to their job; 
(iii) there are situations where the employer or employee can end the 

parental leave (eg. stillbirth or the employee ceasing to have 
responsibility for the child). 

31.13 Pregnant employee entitlements 
(a) Personal/Carers leave 

(i) Employees who are pregnant are entitled to use their normal personal 
leave entitlements where necessary. 

 
(b) Special maternity leave 



City of Kalamunda Salaried Workforce Agreement 2024 

  51 

(i) A pregnant employee who is eligible for unpaid parental leave can take 
unpaid special maternity leave if: 
a. they have a pregnancy-related illness or 
b. their pregnancy ends after 12 weeks because of a miscarriage, 

termination or stillbirth. 
(ii) If an employee takes special maternity leave because of a pregnancy-

related illness, the leave will end when the pregnancy or illness ends, 
whichever is earlier. If they take leave because of a miscarriage, 
termination or still birth the leave can continue until they are fit for 
work. 

(iii) Special maternity leave won’t reduce the amount of unpaid parental 
leave that an employee can take. 

31.14 Safe jobs during pregnancy 
(a) All pregnant employees, including casuals, are entitled to move to a safe job if it 

isn’t safe for them to do their usual job because of their pregnancy. This includes 
employees that aren’t eligible for unpaid parental leave. 

(b) An employee who moves to a safe job will still get at least the same pay rate, 
hours of work and other entitlements that they received in their usual job. They 
can agree with the City to work different working hours. The pregnant employee 
will stay in the safe job until it's safe to go back to their normal job, or until they 
give birth. 

(c) The employee will need to give their employer evidence that:  

(i) they can work but cannot perform their normal job (including why their 
normal job isn't safe); and  

(ii) how long they shouldn't work in their normal job; and 
(iii) The employer can ask for this to be a medical certificate. 

 

(d) When no safe job is available 

(i) If a pregnant employee’s job is no longer safe for the employee to 
perform and there is no safe job for the employee to perform within the 
employer’s organisation the employee can take ‘no safe job’ leave. If the 
employee is entitled to unpaid parental leave, no safe job leave is paid. 

(ii) For a full-time or part-time employee, no safe job leave is paid at the 
base rate of pay for ordinary hours of work of the employee’s usual 
position. 

(iii) For a casual employee no safe job leave is paid at the base rate of pay of 
the employee’s usual position (not including the casual loading) for the 
average number of hours they worked in the six month period prior to 
going on leave. 

31.15 Directing employees to take parental leave 
(a) If a pregnant employee wants to work in the 6 weeks before their due date the 

City will ask for a medical certificate within 7 days that confirms: 

(i) they can continue to work; and 
(ii) it’s safe for them to do their normal job. 
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(b) If the certificate says they are fit for work but it isn’t safe for them to continue in 
their normal job, then the employee will be entitled to a safe job or no safe job 
leave. 

(c) If they don’t provide a medical certificate or the certificate says they can’t 
continue work at all then the City will direct them to start unpaid parental leave. 

(d) An employee’s unpaid parental leave starts when they are directed to take 
unpaid parental leave and will count as part of the employee’s total unpaid 
parental leave entitlement. 

(e) If the employee planned to take parental leave at a later date after the birth, the 
period of directed leave does not have to be taken in a continuous period with 
the other parental leave.  

31.16 Request to extend parental leave  
(a) An employee taking 12 months parental leave may request an extension of a 

further 12 months leave (up to 24 months in total), unless they are a member of 
an employee couple and the other member has already taken 12 months of 
leave. 

(b) The request must be in writing and given to the City at least four weeks before 
the end of the employee’s initial period of parental leave.  

(c) The City will respond in writing within 21 days, stating whether they grant or 
refuse the request.  

(d) The City may only refuse if:  

(i) they have given the employee a reasonable opportunity to discuss their 
request; and  

(ii) there are reasonable business grounds to do so; and  
(iii) they must detail their reasons in writing. 

(e) Relevant factors for refusing a request may include: 

(i) the effect on the workplace (e.g. the impact on finances, efficiency, 
productivity, customer service); and 

(ii) the inability of the work area to manage the workload among existing 
staff; and 

(iii) the inability to recruit a replacement employee. 

31.17 Return to work guarantee 
(a) An employee is guaranteed to return to work immediately following a period of 

unpaid parental leave, entitling them to: 

(i) their pre-parental leave position, or 
(ii) if that position no longer exists, an available position for which they are 

qualified and suited, which is nearest in status and pay to their pre-
parental leave position. 

31.18 Keeping in touch days 
(a) A keeping in touch day is when an employee performs work for the City on a day 

or part of a day while on a period of approved leave. Such a day (or part of a 
day) will be considered a keeping in touch day if: 
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(i) the purpose of performing work is to enable the employee to keep in 
touch with their employment; 

(ii) both the employee and the City consent to the employee performing 
specific work on that day; 

(iii) the day is not within 42 days of the date of birth or placement of the 
child to which the period of leave relates; 

(iv) the day is not within 14 days of the date of birth or placement of the 
child to which the period of leave relates (if requested by the employee); 

(v) the employee has not already performed 10 days of work during the 
period of leave that were keeping in touch days. 

(b) An employee who performs work on a keeping in touch day is entitled to 
payment for the day or part day worked. 

(c) A keeping in touch day will not break the single continuous period of unpaid 
parental. 

32. Public Holidays 

32.1 Where an employee is required to work on a West Australian Gazetted public holiday 
they will be paid at the rate of double time and a half for the actual hours worked. 

32.2 An employee who works on both an observed and an actual public holiday will be paid 
the penalty rate for working on the observed public holiday, but not both. 

32.3 The City and employee may agree to substitute a public holiday with an alternative 
day. 

32.4 When a public holiday occurs on a day on which an employee is rostered off while 
employed on a seven day a week rotating roster system, the employee will be paid a 
day’s pay at ordinary rates in addition to the ordinary week’s pay. The City may, instead 
of making such additional payment, grant a day’s leave for each such public holiday 
which may be taken at such time as is mutually agreed to between the City and the 
employee. 

33. Long Service Leave 

33.1 Employees are entitled to 13 weeks long service leave (LSL) after completing 10 years 
continuous service in Local Government in Western Australia. 

33.2 This clause incorporates the Local Government (Long Service Leave) Regulations 
(WA) (Long Service Leave Regulations) as amended from time to time. Where there 
is an inconsistency between this clause and the Long Service leave Regulations and 
this clause is less beneficial than the Long Service Leave Regulations, the Long Service 
Leave Regulations will prevail. 

33.3 The Long service Leave Regulations include, but are not limited to, the following: 
(a) LSL needs to be taken in one continuous block of time, and no more than 3 

separate blocks of time, although lesser periods can be agreed; 

(b) 2 months’ notice generally should be provided to the City by the employee prior 
to taking long service leave; 

(c) An employee is not to be employed by another employer while on LSL except 
with the written consent of the City; 
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(d)  If a public holiday falls during an employee’s period of long service leave and 
the employee would be entitled to be absent because that day would otherwise 
be an ordinary working day for the employee but for the taking of long service 
leave, then 1 day must be added to the employee’s period of long service leave 
for each public holiday; 

(e) LSL can be taken at half pay for twice the time, if there is a written agreement; 

(f) LSL can be taken at double pay for half the time, if there is a written agreement; 

(g)  The employee will be paid at their ordinary rate of pay for the ordinary hours of 
work the employee would have performed but for the long service leave unless 
the employee is taking long service leave at half or double pay; and 

(h) Employees will be paid pro rata LSL on termination after completing 7 years of 
continuous local government service. 

33.4 Accessing Pro Rata Long Service Leave  
(a) Employees who have completed 7 years of continuous local government service 

can apply to take long service leave (LSL) on the basis of one and three-tenths 
weeks for every year of service (nine and one-tenth weeks); 

(b) The pro rata LSL will be granted in accordance with the following conditions; 

(i) the employee will be paid at their ordinary rate of pay for the ordinary 
hours of work the employee would have performed but for the pro rata 
long service leave;  

(ii) an employee can request the pro rata leave to be paid cashed out while 
still employed; 

(iii) the employee must provide two months’ notice to take the leave;  
(iv) the leave must be applied for in writing to the employee’s 

manager/supervisor and can only commence on the date agreed 
between the employee and their manger/supervisor;  

(v) if a public holiday falls during an employee’s period of pro rata long 
service leave and the employee would be entitled to be absent because 
that day would otherwise be an ordinary working day for the employee 
but for the pro rata long service leave, then 1 day must be added to the 
employee’s period of long service leave for each public holiday; 

(vi) an employee cannot be employed by another employer while on pro 
rata LSL;  

(vii) pro rata LSL will only be granted once in the period between 7 and 10 
years of accrual and must be in one block of at least 4 weeks; and 

(viii) in the event an employee has taken pro rata LSL and resigns, only the 
balance of the remaining accrued and untaken LSL is paid to the 
employee or transferred to another local government through the 
portable leave scheme under the regulations.  
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Part 6—Consultation and Dispute Resolution 

34. Union Delegate Role and Training 

34.1 A union delegate is an employee of the City who has been nominated by the Union to 
support employees at the workplace level as an employee representative. 

34.2 The union delegate will support the early resolution of issues and disputes and assist 
in maintaining productive and harmonious work relationships. 

34.3 A union delegate will fulfil their role: 
(a) Outside their ordinary hours of work; 
(b) During approved work breaks; or 
(c) During work hours, but with notification provided to the Manager People 

Services. 

34.4 A union delegate will be permitted reasonable use of the City’s email, technology 
and/or equipment to perform the role of union delegate.  This may include but not 
limited to:  
(a) Sending emails to all or individual WASU members in the workplace 

(b) Booking and/or using meeting rooms to discuss matters with WASU members 
and other employee regarding union or industrial matters; and 

(c) Printing and/or copying union and/or industrial materials for the education of 
WASU members or related to industrial matters.   

34.5 The City will provide a designated union notice board in a prominent location within 
the workplace. 

34.6 The City supports the Union’s training of union delegates:  
(a) by providing a maximum of 10 days paid training leave, to be shared between 

nominated representatives; 

(b) the City must receive a minimum of 4 weeks’ notice of the union delegate’s 
training request; and 

(c) release of the union delegate(s) to attend Union training is subject to the 
employer being able to make adequate staffing arrangements;  

(d) training leave shall be counted as continuous service for all purposes.  

34.7 If a union delegate disrupts the productivity or harmony of the workplace, the City 
will provide both the Union and the union delegate with written notice advising of 
the actions and unacceptable behaviour to be remedied.   

35. Joint Consultative Committee 

35.1 The City, Union and employees agree to the formation of a Joint Consultative 
Committee “JCC” to assist in monitoring the implementation and operation of the 
agreement. 

35.2 The JCC will assist in the resolution of disputes arising from this agreement. 

35.3 The composition of the JCC will include: 
(a) At least one Director; 
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(b) At least one Manager; 
(c) At least one Union Delegate; 
(d) At least one non-union employee; and 
(e) A Union representative. 

35.4 The JCC will include a minimum of 3 City employees, excluding Managers and 
Directors, and including the Union delegate and non-union employee set out in clause 
35.4. 

35.5 The JCC will have representation from a range of teams and work locations. 

35.6 The JCC will set the terms of reference for the committee at least every 2 years. 
35.7 The City will approve the maximum number of employees on the JCC, considering the 

representation of external teams, and the productivity impact of attendance at the 
committee. 

36. Consultation 

36.1 Consultation regarding major workplace change 
The term ‘major change’ applies if the City: 

(a) Has made a definite decision to introduce a major change to production, 
program, organisation, structure or technology in relation to its enterprise that 
is likely to have a significant effect on the employees; or 

(b) Proposes to introduce a change to the regular roster or ordinary hours of work 
of employees. 

36.2 Major Change 
(a) For a major change referred to in clause 35.1: 

(b) The employer must notify the relevant employees of the decision to introduce 
the major change; and 

(c) Subclauses 35.3 to 35.9 apply. 

36.3 The relevant employees may appoint a representative for the purposes of the 
procedures in this term. 

36.4 The City must recognise the representative if: 
(a) A relevant employee appoints, or relevant employees appoint, a representative 

for the purposes of consultation; and 

(b) The employee or employees advises the City of the identity of the 
representative; 

36.5 As soon as practicable after making its decision, the City must; 
(a) Discuss with the relevant employees: 

(i) The introduction of the change; and 
(ii) The effect the change is likely to have on the employees; and 
(iii) Measures the employer is taking to avert or mitigate the adverse effect 

of the change on the employees. 
(b) For the purposes of the discussion – providing, in writing, to the relevant 

employees: 
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(i) All relevant information about the change including the impact of 
change on the employees; and 

(ii) Any other matters likely to affect the employees. 

36.6 However, the City is not required to disclose confidential or commercially sensitive 
information to the relevant employees. 

36.7 The employer must give prompt and genuine consideration to matters raised about 
the major change by the relevant employees. 

36.8 If a term in this agreement provides for a major change to production, program, 
organisation, structure or technology in relation to the enterprise of the employer, the 
requirements set out in clause  35.2(a) and clauses 35.3 and 35.5 are taken not to 
apply.  

36.9 In this term, a major change is likely to have a significant effect on employees if it 
results in: 
(a) The termination of the employment of employees; or 

(b) Major change to the composition, operation or size of the employer’s workforce 
or to the skills required of employees; or 

(c) The elimination or diminution of job opportunities (including opportunities for 
promotion or tenure); or 

(d) The alteration of hours of work; or 

(e) The need to retrain employees; or 

(f) The need to relocate employees to another workplace; or 

(g) The restructuring of jobs. 

36.10 Change to regular roster or ordinary hours or work 
For a change referred to in clause 35.1(b): 

(a) The employer must notify the relevant employees of the proposed change; and 

(b) Clauses 35.11 to 35.15 apply. 

36.11 The relevant employees may appoint a representative for the purposes of the 
procedures in this term. 

36.12 The City must recognise the representative if: 
(a) A relevant employee appoints, or relevant employees appoint, a representative 

for the purposes of consultation; and 

(b) The employee or employees advise the employer of the identity of the 
representative; 

36.13 As soon as practicable after proposing to introduce the change, the City must: 
(a) Discuss with the relevant employees the introduction of the change; and 

(b) For the purposes of the discussion – provide to the relevant employees: 

(i) All relevant information about the change, including the nature of the 
change; and 
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(ii) Information about what the City reasonably believes will be the effects 
of the change on the employees; and 

(iii) Information about any other matters that the City reasonably believes 
are likely to affect the employees; and 

(c) invite the relevant employees to give their views about the impact of the change 
(including any impact in relation to their family or caring responsibilities). 

36.14 However, the City is not required to disclose confidential or commercially sensitive 
information to the relevant employees. 

36.15 The City must give prompt and genuine consideration to matters raised about the 
change by the relevant employees. 

36.16 In this term: 
Relevant employees means the employees who may be affected by a change 
referred to in clause 35.1. 

37. Dispute resolution 

37.1 The parties to this agreement agree to work together to achieve the early and amicable 
resolution of disputes.   

37.2 An employee who is a party to the dispute may appoint a representative for the 
purposes of the procedures in this term. 

37.3 Informal Dispute 
(a) In the first instance, the parties to the dispute will seek to resolve the dispute 

informally at the workplace level, by discussions between the employee or 
employees and relevant supervisors and/or management. 

(b) Employees and Supervisors/Managers may seek the support of People Services 
in resolving the dispute informally. 

(c) If the parties to the dispute consider the informal discussions have resolved the 
dispute then no further action is required. 

(d) If the parties to the dispute believe the dispute remains unresolved, then a 
formal dispute will be initiated.   

(e) Nothing in this clause prevents a formal dispute from being initiated at the 
outset. 

37.4 Employee or Employees lodge a formal dispute 
(a) An employee or group of employees can initiate a formal dispute in writing to 

their Manager, Director, or Manager People Services.   

(b) The dispute will describe the matter in dispute and the remedy sought. 

(c) The relevant Manager will review the formal dispute and will provide a written 
response within 14 days. 

(d) If the employee or group of employees remain unresolved with the 
Management response, the formal dispute may be escalated to the Chief 
Executive Officer for review. 
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(e) The Chief Executive Officer will review the formal dispute and will provide a 
written response within 28 days. 

37.5 Disputes relating to this enterprise agreement 
(a) If a dispute relates to: 

(i) A matter arising under this enterprise agreement then it will be 
considered by the Joint Consultative Committee. 

(b) The Joint Consultative Committee will seek the productive and harmonious 
resolution of disputes. 

(c) If the Joint Consultative Committee “JCC” is unable to resolve a dispute at the 
JCC level, the JCC will provide a written “dispute report” to the CEO that sets 
out: 

(i) the matter in dispute; 
(ii) actions taken in attempting to resolve the dispute; 
(iii) a summary of competing views at the JCC level relating to the dispute; 

and 
(iv) attaches written statements from JCC members that describes the 

dispute from their point of view. 

(d) The CEO will respond to the JCC dispute report within 28 days. 

37.6 Formal disputes unresolved at workplace level 
(a) While the parties are trying to resolve the dispute using the procedures in this 

term: 

(i) An employee must continue to perform their work as they would 
normally unless they have a reasonable concern about an imminent risk 
to their health or safety; and 

(ii) An employee must comply with a direction given by the employer to 
perform other available work at the same workplace, or at another 
workplace, unless: 
a. The work is not safe; or 
b. Applicable occupational health and safety legislation would not 

permit the work to be performed; or 
c. The work is not appropriate for the employee to perform; or 
d. There are other reasonable grounds for the employee to refuse to 

comply with the direction. 
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Part 7—Termination of Employment 

38. Termination of employment 

38.1 Period of notice 
(a) The City or the employee must provide the following period of notice of 

termination or resignation. 

Period of continuous service Period of notice 

During probationary period of up to 6 
months 

1 week 

1 year or less 1 week 

Over 1 year and up to (and including) 3 
years 

2 weeks 

Over 3 years and up to (and including) 5 
years 

3 weeks 

Over 5 years 4 weeks 

 

(b) Employees over the age of 45 years, with not less than 2 completed years of 
continuous service, are entitled to an additional weeks’ notice than the notice 
provided in clause 37.1(a). 

(c) The City may make payment in lieu of notice provided in Clause 37.1(a) and 
37.1(b) if the employee is not required to work during part of all of the notice 
period.  

(d) If payment is made in lieu of notice it must equal the amount the employee 
would have received if the notice period had been worked. 

(e) The period of notice does not apply in the case of:  

(i) Dismissal for serious misconduct; 
(ii) An employee on a fixed term arrangement, with a defined start and 

finish date; 
(iii) Replacement employees during parental leave; 
(iv) Trainees and apprentices; and 
(v) Casual employees. 

(f) For the purpose of this clause, continuity of service shall be the same as defined 
in Clause 5 of the Local Government (Long Service Leave) Regulations (WA). 

38.2 Termination for Serious Misconduct 
Serious Misconduct is defined as conduct that is wilful or deliberate and is inconsistent with 
the continuation of the employment contract.  It is also conduct that causes serious and 
imminent risk to the health and safety of a person or the reputation, viability or profitability 
of the City’s business.  
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If an employee is terminated from the City for reason of Serious Misconduct, then the 
employee is not entitled to:  

a) A period of notice  
b) Payment of notice period  
c) Payment of accrued Long Service Leave (including pro rata)  

39. Redundancy 

39.1 Redundancy occurs when:  
(a) the City decides they no longer need an employee's job to be done by anyone 

because of changes in the operational requirements of the City; and 
(b) the City has complied with the consultation provisions set out in clause 35.2.   

39.2 The job itself, not the employee, becomes redundant.  

39.3 Redeployment to an alternative position 
(a) If an employee’s position becomes redundant, the City may redeploy the 

employee to an acceptable alternative position if the employee accepts this 
offer by providing 4 weeks’ written notice. An acceptable alternative position 
may be a position that: 

(i) Provides a comparable pay level as compared to the employee’s 
redundant position; and 

(ii) The employee has the required skills and experience to satisfactorily 
perform the job or has the ability to be trained so as to satisfactorily 
perform the job within a reasonable period of time.  A reasonable period 
of time for retraining is not to exceed 6 months. 

(b) Where the City has obtained acceptable alternative employment for the 
employee and the employee refuses that offer of employment, the City may 
apply to the Western Australian Industrial Relations Commission to vary the 
severance payment. 

39.4 Transfer to a lower paid position 
(a) An employee may be provided with the option of transferring to a lower paid 

position in lieu of taking a redundancy, under the following conditions: 

(i) The employee is not to be pressured or coerced into taking a lower paid 
position in lieu of taking a severance payment; 

(ii) The agreement to transfer to a lower paid position must in writing; 
(iii) The employee is to be provided with 4 weeks’ written notice before 

commencing in the new position; 
(iv) The employee will receive a partial severance payment calculated on the 

difference between the employee’s original ordinary rate of pay and the 
new lower rate of pay for the weeks of pay the employee would be 
entitled for continuous service under clause 39.3 as if the employee’s 
employment terminated because their job was redundant, plus the 
difference in the value of accrued annual leave and long service leave; 
and 

(v) Leave taken after the date of transfer is to be calculated on the new, 
lower rate of pay. 
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(b) If an employee does not accept the option described in clause 39.4(a) the 
employee’s employment shall have terminated because of the redundancy and 
shall be paid the applicable severance package in accordance with clause 39.5.  

39.5 Severance payment 
(a) If the employee’s position is made redundant the employee is entitled to: 

(i) A period of notice in accordance with clause 38.1 where clauses 39.3 
and 39.4 are not applicable to the employee in the circumstances; and 

(ii) A severance payment. 

(b) The employee’s severance payment will be: 

Period of continuous service Severance payment 

Less than 1 year of service 2 weeks’ pay 

1 year and less than 2 years’  4 weeks’ pay 

2 years’ and less than 3 years’ 6 weeks’ pay 

3 year’s continuous service 
and less than 10 years’ 

2 weeks’ pay then an additional 

2 weeks’ pay for every completed year of service 

10 years’ and over 22 weeks of pay then additional 

1 weeks’ pay for every completed year of service, up 
to a maximum of 26 weeks’ pay 

(c) For the purposes of this clause:  

(i) a week’s pay is the amount ordinarily payable to the employee including 
allowances, loading and penalties, but excluding overtime. 

(ii) “Continuity of Service” is as defined in clause 38.1(f). 

39.6 Job search entitlement 
(a) An employee given notice of termination due to redundancy is allowed up to 

one day’s time off during each week of notice, without loss of pay, for the 
purpose of seeking other employment. 

39.7 Transmission of business 
(a) Where the City makes a decision to transmit part or all of its business to another 

Local Government Authority or to another employer:  

(i) the employee is entitled to a severance package as set out in clause 
39.5; unless 

(ii) the employee receives continuity of service with the new employer 
recognising the period of service having been worked up to the date of 
cessation of employment. 

(b) All other transmission of business requirement will be in accordance with 
relevant legislation or instruments. 
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Part 8—Hours of Work and Penalty Rates for Specific Work 
Groups 

40. Community Development and Recreation Employees 

40.1 Community Development and Recreation employees can work ordinary hours on any 
day of the week, being Monday to Sunday, known as a 7-day week roster. 

40.2 The span of ordinary hours on any day of the week is 6am to 6pm. 

40.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

40.4 Employees receive a 20% loading for any ordinary hours worked after 6pm. 

40.5 Employees receive a 50% loading for any ordinary hours worked on Saturday. 

40.6 Employees receive a 75% loading for any ordinary hours worked on Sunday. 
40.7 This clause 39  excludes employees employed under Part 9—clause 53 - Instructors, 

Coaches and Umpires. 

41. Rangers 

41.1 Rangers can work ordinary hours on any day of the week, being Monday to Sunday, 
known as a 7-day week roster. 

41.2 The span of ordinary hours on any day of the week is 7.00am to 10.00pm. 

41.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

41.4 Employees who are rostered for 5 consecutive days out of 7 days will receive a 15% 
penalty on ordinary hours worked, including ordinary hours worked on Saturday and 
Sunday. 

42. Library Employees 

42.1 Library employees can work ordinary hours over 6 days, from Monday to Saturday. 

42.2 The span of ordinary hours is: 
(a) 8.30am to 8.00pm, Monday to Friday; and 

(b) 8.30am to 5.00pm, Saturday.  

42.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

42.4 Employees will receive a loading of 10% on all ordinary hours when they are rostered 
to work:  
(a) Between 6pm and 8pm Monday to Friday; and  

(b) Between 8.30am and 12 noon on Saturday.  
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43. Zig Zag Cultural Centre Employees 

43.1 Zig Zag Culture Centre Employees can work ordinary hours on any day of the week, 
being Monday to Sunday, known as a 7-day week roster. 

43.2 The span of ordinary hours on any day of the week is 8am to 6pm. 

43.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

43.4 Employees who are rostered for 5 consecutive days out of 7 days will receive a 15% 
penalty, if ordinary hours worked include Saturday and Sunday. 

44. Information Technology Employees 

44.1 Information Technology employees can work ordinary hours over 6 days, from 
Monday to Saturday, by agreement with the City. 

44.2 This work arrangement is only available to information technology employees where 
their job requires them to work outside the normal span of hours to support after 
hours meetings or service maintenance, and are employed as: 
(a) Service desk technicians; and/or 

(b) Cloud services. 

44.3 This clause only applies where there is a written agreement between the employee 
and their manager. 

44.4 Either the City or the employee may agree to opt out of this work arrangement by 
providing 4 weeks written notice to the other party, at which time the employee will 
revert to the ordinary hours of work provision for this agreement set out in clause 10. 

44.5 The span of ordinary hours for this work arrangement is: 
(a) 8.30am to 8.00pm, Monday to Friday; and 

(b) 8.30am to 12 noon, Saturday.  

44.6 Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

44.7 Employees on this work arrangement will receive a loading of 10% on all ordinary 
hours when they are rostered to work:  
(a) Between 6pm and 8pm Monday; and  

(b) Between 8.30am and 12 noon on Saturday.  
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Part 9—Instructors, Coaches and Umpires 

45. Instructors, Coaches and Umpires - Hours of Work and Penalty Rates 
(a) Instructors, Coaches and Umpires are employed as sessional workers and receive a set 

rate per hour, game or session as applicable.  

(b) These employees can work ordinary hours on any day of the week, being Monday to 
Sunday, known as a 7-day week roster. 

(c) The span of ordinary hours on any day of the week is 6am to 10pm. 

(d) The employees are to be paid a minimum of 30 minutes. 

(e) Employees may work up to a maximum of 10 ordinary hours on any day/shift 
(excluding unpaid meal breaks), or by agreement between the City and the employee 
up to a maximum of 12 ordinary hours on any day/shift. 

(f) Employees are classified as casual employees and paid in accordance with Clause d). 

(g) The set rate per hour, game or session is inclusive of any and all penalty rates. 
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46. Instructors, Coaches and Umpires – Classifications and Pay Rates   
 

Position Title Category 1-Jan-24 1-Jan-25 1-Jan-26 
Junior Program Instructor/Senior 
Sports Umpire 

1 28.09 29.21 30.38 

Junior Program Instructor/Senior 
Sports Umpire 

2 30.51 31.73 33.00 

Junior Program Instructor / Senior 
Sports Umpire 

3 34.66 36.05 37.49 

Junior Program Instructor / Senior 
Sports Umpire 

4 38.82 40.37 41.99 

Junior Group Fitness Instructor 
45/60 minute class 

NA 47.15 49.04 51.00 

Over 50s Program Instructor / 
Community Program Instructor 

NA 44.39 46.17 48.01 

Personal Trainer                                  
60 Minute Session 1 on 1 

NA 44.39 46.17 48.01 

Personal Trainer                                   
60 Minute Group Training 

NA 63.43 65.97 68.61 

Personal Trainer                                   
30 Minute Session 1 on 1 

NA 31.06 32.30 33.59 

Personal Trainer                                  
30 Minute Session Group Training 

NA 44.39 46.17 48.01 

Lifestyle Program Instructor                         1 58.25 60.58 63.00 

Lifestyle Program Instructor 2 63.43 65.97 68.61 

Group Fitness Instructor                  
30 Minute class 

NA 47.15 49.04 51.00 

Group Fitness Instructor              
45/60 Minute class 

1 58.25 60.58 63.00 

Group Fitness Instructor              
45/60 Minute class 

2 63.43 65.97 68.61 

Group Fitness Instructor                     
2 x back to back 30 minute class 

NA 65.18 67.78 70.50 
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Part 10—Classification Structure Definitions 

47. Level 1 
(a) Characteristics of the level 

(i) This level is an introductory level for Employees with no previous experience in 
the position to be filled. 

(ii) At this level, Employees work under close direction and undertake routine 
activities that require the practical application of basic skills and techniques in 
a support role. 

(iii) General features at this level consist of performing clearly defined activities. 
Employees’ duties at this level will be closely monitored with instruction and 
assistance always available. 

(iv) Freedom to act is limited by standards and procedures. 

(v) Positions at this level will involve Employees in extensive on the job training 
including familiarisation with the goals and objectives of the work section. 

(vi) Age from fifteen to twenty and to include any special circumstances. 

(vii) The entry point for adults with minimal skills or knowledge in Local 
Government or minimal relevant experience will be Level 1 Step 6. Progression 
to Level 2 for such Employees will be automatic on the completion of twelve 
months satisfactory service. 

(viii) Supervision of other staff is not a feature at this level. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level: 

(i) Skills, knowledge, experience, qualifications and/or training: 

a. developing knowledge of the position policy and practices; 

b. no formal qualifications required at this level; 

c. it is desirable that Employees are studying for an appropriate 
certificate; 

d. basic numeracy and written and verbal communication skills; 

e. at this level, Employers are expected to offer substantial on the 
job training. 

(c) Responsibilities 

To contribute to the operational objectives of the work area a position at this level 
may include some of the following inputs or those of a similar value: 

(i) undertake routine activities; 

(ii) become familiar with established practices and procedures; 
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(iii) learn basic interpersonal skills. 

(d) Organisational relationships 

(i) works under direct supervision. 

(ii) Extent of authority 

(iii) work outcomes are closely monitored; 

(iv) freedom to act limited by work practices relevant to the area, and to specific 
instructions; 

(v) assistance readily available when problems arise; 

(vi) no scope for interpretation. 

48. Level 2 
(a) Characteristics of the level 

(i) At this level, Employees work under close direction and undertake routine 
activities that require the practical application of basic skills and techniques. 

(ii) General features at this level consist of performing clearly defined activities 
with outcomes being readily attainable and clearly defined. Employees’ duties 
at this level will be closely monitored with instruction and assistance being 
readily available. 

(iii) Freedom to act is limited by standards and procedures. However, with 
experience, Employees at this level may have sufficient freedom to exercise 
judgement in the planning of their own work within those confines. 

(iv) Positions initially at this level will involve Employees in extensive on the job 
training including familiarisation with the goals and objectives of the work 
section. 

(v) Employees will be responsible for the timeliness of their work and required to 
use basic numeracy, written and verbal communication skills. 

(vi) Supervision of other staff is not a feature at this level. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Skills, knowledge, experience, qualifications and/or training; 
(i) developing knowledge of the section/department function and operation; 

(ii) adequate knowledge of work practices and policies of the relevant work area; 

(iii) basic knowledge of procedures and equipment relevant to the work area; 

(iv) basic numeracy, written and verbal communication skills relevant to the work 
area; 

(v) no formal qualifications required at this level; 

(vi) at this level, Employers are expected to offer continuing on the job training; 
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(vii) it is desirable that Employees are studying for an appropriate certificate or 
undertaking either internal or external training. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 
(i) undertake routine activities of a support nature; 

(ii) undertake straightforward operation of equipment relevant to 
department/section; 

(iii) provide routine information to other departments and public; 

(iv) apply established practices and procedures; 

(v) perform general duties. 

(d) Organisational relationships 

(i) works under direct supervision. 

(e) Extent of authority 

(i) work outcomes are regularly monitored; 

(ii) freedom to act limited by standards and procedures; 

(iii) solutions to problems found in established procedures and instructions, 
assistance readily available. 

49. Level 3 
(a) Characteristics of the level 

(i) At this level, Employees work under regular direction within clearly defined 
guidelines and undertake a range of activities requiring the application of 
acquired skills and knowledge. 

(ii) General features at this level consist of performing functions that are defined 
by established routines, methods, standards and procedures with limited 
scope to exercise initiative in applying work practices and procedures. 
Assistance will be readily available. Employees may be responsible for a minor 
function and/or may contribute specific knowledge and/or specific skills to the 
work of the Employer. In addition, Employees may be required to assist Senior 
Employees with specific projects. 

(iii) Employees will be expected to have an understanding of work procedures 
relevant to their work area and may provide assistance to lower Classified 
Employees concerning established procedures. In addition Employees at this 
level may be required to assist in establishing procedures to meet the 
objectives of a minor function. 

(iv) Employees will be responsible for managing time, planning and organising 
their own work and may be required to oversight and/or guide the work of a 
limited number of lower Classified Employees. 
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(v) Employees at this level could be required to resolve minor work procedural 
issues in the relevant work area within established constraints. 

(vi) Level 3 Step 4 is the appointment level for any graduate with a relevant 3 year 
degree who is required to undertake work related to that qualification. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Skills, knowledge, experience, qualifications and/or training; 

(i) developing skills in oral, written and interpersonal communication with clients 
and other members of the public; 

(ii) knowledge of established work practices and procedures relevant to the work 
area; 

(iii) knowledge of policies, regulations and statutory requirements relating to the 
work area; 

(iv) understanding of clear but complex rules; 

(v) application of techniques relevant to the work area; 

(vi) no formal qualifications required; or 

(vii) appropriate post-trade certificate relevant to the work area; or 

(viii) entry point for three year degree/Associate Diploma/appropriate certificate 
without experience; or 

(ix) will have attained through previous appointments or service an equivalent 
level of expertise and experience to undertake the range of activities required; 
or 

(x) appropriate on the job training and relevant experience. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 

(i) undertake a range of activities requiring the application of established work 
procedures and may exercise limited initiative and/or judgement within clearly 
established procedures and/or guidelines; 

(ii) achieve outcomes that are clearly defined; 

(iii) operate general workplace equipment, initiate corrective action at an 
elementary level; 

(iv) operate and be conversant with relevant workplace equipment and utilise the 
functions of those systems and be proficient in their use; 

(v) provide support requiring the exercise of sound judgement, initiative, 
confidentiality and sensitivity in the performance of work; 
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(vi) perform tasks of a sensitive nature including the provision of more than 
routine information, the receiving and accounting for monies and assistance to 
client/ratepayers; 

(vii) provide para professional support to qualified Employees; 

(viii) oversight the work of unqualified staff and/or take charge of a minor function 
within the Local Government; 

(ix) undertake routine inspectorial duties involving the enforcement of general by-
laws/regulations, assist Senior Employees with special projects; 

(x) exercise operational responsibility for a single purpose complex; 

(xi) perform tasks requiring knowledge of established work practices and 
procedures relevant to the work area; 

(xii) where prime responsibility is to supervise outside Employees: 

a. plan and coordinate the activities of Employees within a single works 
function of Local Government; 

b. supervise the day-to-day operation of a minor works project; 

c. responsible for a minor works project/programme; 

(xiii) where prime responsibility lies in a technical field: 

a. apply established practices and procedures in the conduct of a range of 
technical activities including the fields of construction, engineering, 
survey and horticulture; 

b. responsible for a minor project. 

(d) Organisational relationships 

(i) where relevant, supervise minor works programmes/projects; 

(ii) works under regular supervision; 

(iii) oversee and guide a limited number of lower Classified Employees. 

(e) Extent of authority 

(i) work outcomes monitored; 

(ii) freedom to act within established guidelines; 

(iii) solutions to problems may require the exercise of limited judgement, with 
guidance to be found in procedures, precedents, guidelines. Assistance 
available when problems occur. 

 

50. Level 4 
(a) Characteristics of the level 
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(i) At this level Employees work under general direction in the application of 
procedures, methods and guidelines which are well established. However, 
graduates initially appointed at this level will be under the direct supervision of 
a Senior Employee. 

(ii) General features of this level involve solving problems of limited difficulty 
using knowledge, judgement and work organisational skills acquired through 
qualifications and/or previous work experience. Assistance is available from 
Senior Employees. Employees may receive instruction on the broader aspects 
of the work. In addition, Employees may provide assistance to lower classified 
Employees. 

(iii) Positions at this level allow Employees the scope for exercising initiatives in the 
application of established work procedures. 

(iv) At this level Employees may be required to supervise. Employees with 
supervisory responsibilities may undertake some complex operational work 
and may undertake planning and coordination of activities within the work 
area. 

(v) Employees will be responsible for managing and planning their own work and 
that of subordinate staff and may be required to deal with formal disciplinary 
issues within the work area. 

(vi) Supervisors should have a basic knowledge of the principles of human resource 
management and be able to assist subordinate staff with on-the-job training. 

(vii) It is desirable that three year degree holders shall progress to this level after 
the completion of twelve months service at the top of Level 3, after obtaining 
relevant experience and a satisfactory degree of competence. This is the 
appointment level for any graduate with a relevant four year degree who is 
required to undertake work related to that qualification. 

(viii) Employees with certificate qualifications relevant to the work area may be 
promoted to this level once they have obtained the appropriate certificate and 
have had relevant satisfactory service and undertake work related to the 
responsibilities under this level. 

(b) Requirements of the job 

Skills, knowledge, experience, qualifications and/or training: 

(i) thorough knowledge of work activities performed within the work area; 

(ii) sound knowledge of procedural/operational methods of the work area; 

(iii) may utilise professional, specialised or technical knowledge; 

(iv) working knowledge of statutory requirements relevant to the work area; 

(v) ability to apply computing concepts; 

(vi) entry level for four year degree in the relevant discipline; or 

(vii) entry level for three year degree plus Graduate Diploma in the relevant 
discipline; or 
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(viii) Associate Diploma with experience; or 

(ix) Three year degree plus one year professional experience in the relevant 
discipline; or 

(x) appropriate certificate with relevant experience; or 

(xi) attained through previous appointments, service and/or study an equivalent 
level of expertise and experience to undertake the range of activities required. 

(c) Responsibilities 

 To contribute to the operational objectives of the work area, a position at this 
level may include some of the following inputs or those of a similar value: 

(i) undertake responsibility for various activities in a specialised area and/or 
components of the works programme; 

(ii) exercise responsibility for a function within the work area; 

(iii) assist in a range of functions and/or contribute to interpretation of matters for 
which there are no clearly established practices and procedures although such 
activity would not be the sole responsibility of the Employee; 

(iv) supervise the work of other para professional staff; 

(v) regularly undertake general inspections to enforce compliance with various 
Acts, Regulations, Local Laws and Policies; 

(vi) advise landholders/local authorities/government Employees on 
eradication/control techniques and measures and inform them of their 
obligations under the relevant legislation; 

(vii) provide advice on requirements for compliance with the relevant Acts, Codes, 
Regulations, Standards, Local Laws and Council policies. Undertake 
inspections; 

(viii) undertake minor development assessment duties; 

(ix) exercise operational responsibility for a multi-purpose complex; 

(x) coordinate elementary community service programmes or a single programme 
at a more complex level; 

(xi) plan and coordinate elementary community based projects/programmes; 

(xii) perform moderately complex functions including social planning, demographic 
analysis, survey design and analysis; 

(xiii) provide support requiring a high degree of judgement, initiative, 
confidentiality and sensitivity in the performance of work; 

(xiv) proficient in the operation of equipment to enable modification or correction 
of and/or the identification of operational problems; 

(xv) where prime responsibility lies in a professional field, Employees at this level 
would undertake at least some of the following: 

(xvi) undertake some minor phase of a broad or more complex assignment; 
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(xvii) provide assistance to Senior Employees; 

(xviii) perform duties of a specialised nature; 

(xix) where the prime responsibility is to supervise the work of outside Employees, 
supervision may extend to several elements of the work: 

(xx) plan and coordinate minor works; 

(xxi) exercise responsibility for a number of minor works and determine objectives 
for the functions under their control; 

(xxii) where the prime responsibility lies in a technical field, Employees at this level: 

(xxiii) perform moderately complex functions in various fields including construction, 
engineering surveying and horticulture; 

(xxiv) assist and review work done by subordinate Employees. 

(d) Organisational relationships 

(i) graduates work under direct supervision; 

(ii) works under general supervision; 

(iii) supervision of other Employees; 

(iv) operate as a member of a professional team. 

(e) Extent of authority 

(i) may set outcome/objectives for specific projects; 

(ii) graduates receive instructions on the broader aspects of the work; 

(iii) freedom to act within defined established practices; 

(iv) problems can usually be solved by reference to procedures, documented 
methods and instructions. Assistance is available when problems occur. 

51. Level 5 
(a) Characteristics of the level 

(i) At this level, Employees work under general direction in functions that require 
the application of skills and knowledge appropriate to the work. Guidelines 
and work procedures are generally established. 

(ii) General features at this level require the application of knowledge and skills 
which are gained through qualifications and/or previous experience in the 
discipline. Employees will be expected to contribute knowledge in establishing 
procedures in the appropriate work related field. In addition Employees at this 
level may be required to supervise various functions within a work area or 
activities of a complex nature. 

(iii) Positions may involve a range of work functions that could contain a 
substantial component of supervision or require Employees to provide 
specialist expertise/advice in their relevant discipline. 
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(iv) Work at this level requires a sound knowledge of programme, activity, 
operational policy or service aspects of the work performed within a function 
or a number of work areas. 

(v) Employees require skills in managing time, setting priorities, planning and 
organising own work and that of subordinate staff, where supervision is a 
component of the position, to achieve specific objectives. 

(vi) Employees will be expected to set outcomes and further develop work 
methods where general work procedures are not defined. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, experience, qualifications and/or training: 

(i) knowledge of statutory requirements relevant to work area; 

(ii) knowledge of section procedures, policies and activities; 

(iii) sound discipline knowledge gained through previous experience, training or 
education; 

(iv) knowledge of the role of departments within the Local Government and/or 
service functions; 

(v) specialists require an understanding of the underlying principles in the relevant 
disciplines; 

(vi) relevant four year degree with two years relevant experience or three year 
degree with three years of relevant experience; or 

(vii) Associate Diploma with relevant experience; or 

(viii) lesser formal qualifications with substantial years of relevant experience; or 

(ix) attained through previous appointments, service and/or study an equivalent 
level of expertise and experience to undertake the range of activities required. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 

(i) undertake activities that may require the Employee to exercise judgement 
and/or contribute critical knowledge and skills where procedures are not 
clearly defined; 

(ii) exercise responsibility for various functions within the work area; 

(iii) identification of specific or desired performance outcomes; 

(iv) contribute to interpretation and administration of matters for which there are 
no clearly established procedures; 

(v) provide support of a complex nature to Senior Employees; 

(vi) ensure plans, permits, applications comply with appropriate legislation; 
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(vii) manage a multi-purpose complex; 

(viii) undertake a wide range of activities associated with programme, activity or 
service delivery; 

(ix) where the prime responsibility lies in a professional field, Employees at this 
level, would undertake at least some of the following: 

(x) liaise with other professionals at a technical level; 

(xi) discuss techniques, procedures and/or results with clients on straight forward 
matters; 

(xii) lead a team. within a discipline related project and/or a works programme; 

(xiii) provide a reference, research, and/or technical information service including 
the facility to understand and develop technologically based systems; 

(xiv) carry out a variety of activities requiring initiative and judgement in the 
selection and application of established principles, techniques and methods; 

(xv) perform a range of planning functions exercising knowledge of statutory and 
legal requirements; 

(xvi) assist Senior Employees with the planning and coordination of a community 
programme of a complex nature; 

(xvii) undertake duties in the relevant disciplines utilising knowledge of procedures 
and statutory requirements relevant to the work area; 

(xviii) where the prime responsibility is to supervise the work of outside Employees, 
Employees at this level: 

(xix) exercise responsibility for work groups including the completion of work 
assignments, standards of work quality and/or compliance with regulations, 
codes and specifications; 

(xx) assist Senior Employees with the establishment of work programmes of a 
complex nature; 

(xxi) responsible for part of the works programme budget; 

(xxii) where the prime responsibility lies in a technical field, Employees at this level: 

(xxiii) undertake projects which impact on the sections and/or departments 
programmes; 

(xxiv) carry out a variety of activities in the field of technical operation requiring 
initiative and judgement in the selection and application of established 
principles, techniques and methods. 

(d) Organisational relationships 

(i) works under general direction; 

(ii) supervises subordinate staff/contractors or works in a specialised field. 
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(e) Extent of authority 

(i) required to set outcomes within defined constraints; 

(ii) provides specialist technical professional advice; 

(iii) freedom to act governed by clear objectives and/or budget constraints; 

(iv) solutions to problems generally found in precedents, guidelines or instructions. 
Assistance usually available. 

52. Level 6 
(a) Characteristics of the level 

(i) At this level Employees are subject to general direction from Senior 
Employees. Employees undertake a range of functions requiring the 
application of a high level of knowledge and skills to achieve results in line with 
departmental and/or the Employer’s goals. 

(ii) Employees adhere to established work practices. However, they may be 
required to exercise initiative and judgement where practices and direction are 
not clearly defined. 

(iii) General features at this level indicate the involvement in establishing 
sectional/departmental programmes and procedures. Positions will include a 
range of work functions and may involve the supervision of a section or in the 
case of small Local Governments a department. Work may span more than one 
discipline. In addition, Employees at this level may be required to assist in the 
preparation of or prepare the departmental budget. Employees at this level 
will be required to provide expert advice to lower Classified Employees. 

(iv) Positions at this level demand the application of knowledge that is gained 
through qualifications and/or previous experience in the discipline. In addition, 
Employees will be required to set priorities and monitor workflows in their 
area of responsibility (may include establishing work programmes in small 
Local Governments). 

(v) Employees are required to set project priorities, plan and organise their own 
work and that of subordinate staff and establish the most appropriate 
operational methods for the section/department. In addition, interpersonal 
skills are required to gain the cooperation of clients and staff. 

(vi) Employees responsible for projects and/or functions will be required to 
establish outcomes to achieve departmental/Local Government goals. 
Specialists may be required to provide multi-disciplinary advice. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, experience, qualifications and/or training: 

(i) knowledge of departmental programmes, policies and activities; 

(ii) sound discipline knowledge gained through experience; 
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(iii) sound knowledge of the role of the Employer’s structure and service; 

(iv) relevant degree with relevant experience; or 

(v) Associate Diploma with substantial experience; or 

(vi) less formal qualifications with specialised skills sufficient to perform at this 
level; or 

(vii) attained through previous appointments, service and/or study an equivalent 
level of experience and expertise to undertake the range of activities required. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 

(i) responsible for a range of functions within the section and/or department 
requiring a high level of knowledge and skills; 

(ii) undertake responsibility for a moderately complex project; 

(iii) undertake a minor phase of a broader or more complex professional 
assignment; 

(iv) assist with the preparation or prepare departmental or section budgets; 

(v) set priorities and monitor workflow in areas of responsibility; 

(vi) provide expert advice to lower Classified Employees; 

(vii) exercise judgement and initiative where procedures not clearly defined; 

(viii) operate as a specialist Employee in the relevant discipline where decisions 
made and taken rest with the Employee with no reference to a Senior 
Employee; 

(ix) plan, coordinate and administer the operation of a multi-purpose complex 
including financial management and reporting; 

(x) undertake analysis/design for the development and maintenance of projects 
and/or undertake programming in specialist areas: may exercise responsibility 
for a specialised area of the Employer’s operation; 

(xi) understanding all areas of equipment operation to enable the provision of 
advice and assistance when non-standard procedures/processes are required; 

(xii) undertake publicity assignments within the framework of the Employer’s 
publicity and promotions programme. Such assignments would be of limited 
scope and complexity but would involve the coordination of facets of the total 
programme including media liaison, design and layout of publications/displays 
and editing; 

(xiii) where the prime responsibility lies in a professional field, Employees at this 
level, would undertake at least some of the following: 

a. under general direction undertake tasks of a specialised and/or 
detailed nature; 
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b. provide reports on progress of project activities including 
recommendations; 

c. exercise professional judgement within prescribed areas that may 
include supervision of the function; 

d. carry out planning studies for particular projects including aspects 
of design, formulation of policy, implementation procedures and 
presentation; 

e. exercise a high level of interpersonal skills in dealing with the 
public and other organisations; 

f. plan, develop and operate a community service programme of a 
moderately complex nature; 

g. exercise responsibilities for various functions within a work area 
including compliance with regulations, codes and procedures; 

h. where prime responsibility is to supervise outside Employees, 
Employees at this level: 

i. exercise operational responsibility for works programmes; 

j. exercise judgement and initiative where procedures not clearly 
defined; 

k. establish work programmes in small Local Governments; 

(xiv) where prime responsibility lies in a technical field: 

a. leads teams on moderately complex technical projects; 

b. exercise significant initiative and judgement in the selection and 
application of established principles, techniques; 

c. supervise the work of other staff; 

d. provide reports to management and/or recommendations on 
technical suitability of equipment procedures, processes and 
results. 

(d) Organisational relationships 

(i) works under general direction; 

(ii) supervise other Employees. 

(e) Extent of authority 

(i) exercise a degree of autonomy; 

(ii) control projects and/or programmes; 

(iii) set outcomes for subordinates; 

(iv) establish priorities and monitor workflow in areas of responsibility; 
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(v) solutions to problems can generally be found in documented techniques, 
precedents and guidelines or instructions. Assistance is available when 
required. 

53. Level 7 
(a) Characteristics of the level 

(i) At this level, Employees operate under limited direction from Senior 
Employee(s) and undertake a range of functions for which operational policies, 
practices and guidelines may need to be developed. 

(ii) General features at this level allow Employees the scope to influence the 
operational activities of the section, department and/or Local Government. 
Employees at this level will be expected to contribute to the management of 
the section and/or department, assist/prepare budgets, establish procedures 
and work practices. In addition, Employees at this level will be required to 
provide expert advice to lower Classified Employees. 

(iii) Positions at this level may be required to have responsibility for decision 
making in their particular work area and the provision of expert advice. 
Employees will be required to provide consultation and assistance relevant to 
the work section and/or department. Employees will be required to set 
outcomes for the work area for which they are responsible so as to achieve the 
objectives of the department and/or Local Government. 

(iv) Employees may exercise managerial responsibility for a work area, a large 
work programme, work independently as specialists or may be a Senior 
member of a single discipline project team. or provide specialist support to a 
range of programmes/activities. 

(v) Impact of activities undertaken or achievement of stated outcomes/objectives 
for the work area may identify positions at this level. 

(vi) Managing time is essential so outcomes can be achieved. A high level of 
interpersonal skills is required to resolve organisational issues, negotiate 
contracts, develop and motivate subordinate staff. Understand and implement 
effective human resource management practices. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, experience, qualifications and/or training: 

(i) discipline/specialist skills and/or supervision/management abilities exercised 
within a multi-disciplinary or major single function operation; 

(ii) discipline knowledge gained through experience, training or education;  

(iii) appreciation of the long-term goals of the organisation; 

(iv) detailed knowledge of programme activities and work practices relevant to the 
work area; 

(v) knowledge of organisation structures or functions; 



City of Kalamunda Salaried Workforce Agreement 2024 

  81 

(vi) comprehensive knowledge of the Employer’s policies relevant to the 
section/department; 

(vii) comprehensive knowledge of statutory requirements relevant to the 
discipline; 

(viii) Degree with substantial experience; or 

(ix) Associate Diploma with substantial experience; or 

(x) lesser formal qualifications with a combination of experience, expertise and 
competence sufficient to perform the duties required at this level. 

(c) Responsibilities 

(i) To contribute to the operational objectives of the work area, a position at this 
level may include some of the following inputs or those of a similar value: 

(ii) undertake significant projects and/or functions involving the use of analytical 
skills; 

(iii) provide advice on matters of complexity within the work area and/or 
discipline; 

(iv) undertake a range of duties within the work area, including problem definition, 
planning and the exercise of judgement; 

(v) provide advice on policy matters and contribute to their development; 

(vi) negotiate on matters of significance within the section and/or department, 
with other bodies and/or members of the public; 

(vii) control and coordinate a work area within budgetary constraints; 

(viii) exercise a degree of autonomy, within budgetary constraints, in establishing 
the operation of the work area; 

(ix) undertake duties that involve more than one discipline; 

(x) provide a consultancy service for a range of activities; 

(xi) where prime responsibility lies in a professional field an Employee at this level, 
would undertake at least some of the following: 

(xii) provide support to a range of activities or programmes; 

(xiii) control and coordinate projects; 

(xiv) contribute to the development of new procedures and methodology; 

(xv) provide expert advice/assistance relevant to the discipline; 

(xvi) supervise/manage the operation of a work area; 

(xvii) supervise on occasions other professional staff within the discipline; 

(xviii) provide consultancy services for a range of activities; 

(xix) where prime responsibility is to supervise outside staff, Employees at this 
level: 
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(xx) control and coordinate the works programme within budgetary constraints; 

(xxi) supervise large outside work force and/or contractors; 

(xxii) exercise a degree of autonomy, within budgetary constraints, in establishing 
works programmes; 

(xxiii) where the prime responsibility is in a technical field, Employees at this level: 

(xxiv) undertake duties that involve more than one discipline; 

(xxv) contribute to the development of new techniques and methodology; 

(xxvi) provide a consultancy service for a range of activities. 

(d) Organisational relationships 

(i) works under limited direction; 

(ii) supervision of staff; 

(iii) supervision of Employees and/or contractors. 

(e) Extent of authority 

(i) may manage a work area; 

(ii) exercise a degree of autonomy (advice available on complex or unusual 
matters); 

(iii) manage significant projects and/or functions and/or works programmes. 

54. Level 8 
(a) Characteristics of the level 

(i) At this level, Employees operate under limited direction and exercise 
managerial responsibility for various functions within the department and/or 
Local Government or operate as a specialist, a member of a specialised 
professional team, or independently. 

(ii) General features at this level require Employees' involvement in establishing 
operational procedures which impact on activities undertaken and outcomes 
achieved by the Employer and/or activities undertaken by sections of the 
community served by the Local Government. Employees will also be required 
to monitor policies and activities within the work area. 

(iii) Employees are involved in the formation/establishment of programmes, the 
procedures and work practices within the department and will be required to 
provide assistance to other Employees, sections and/or departments. 

(iv) Positions at this level will demand responsibility for decision making and the 
provision of expert advice to other areas of the Local Government. Employees 
would be expected to undertake the control and coordination of a section, 
department and/or significant work area. Employees require a good 
understanding of the long-term goals of the Employer. 
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(v) In addition positions at this level may be identified by the level of responsibility 
for decision making, the exercise of judgement and delegated authority and 
the provision of expert advice. 

(vi) The management of staff is normally a feature at this level and Employees are 
responsible for a significant work area. Employees are required to set 
outcomes in relation to their section and/or function and may be required to 
negotiate matters on behalf of the work area. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, experience, qualifications and/or training: 

(i) comprehensive knowledge of the Employer’s policies and procedures; 

(ii) application of a high level of discipline knowledge; 

(iii) qualifications are generally beyond those normally acquired through tertiary 
education alone, typically acquired through completion of higher education 
qualifications to degree level and extensive relevant experience; or 

(iv) lesser formal qualifications with acquisition of considerable skills and extensive 
relevant experience to an equivalent standard; or 

(v) a combination of experience, expertise and competence sufficient to perform 
the duties required at this level. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 

(i) undertake managerial or specialised functions under a wide range of 
conditions to achieve results in line with divisional/corporate goals; 

(ii) exercise managerial control, involving the planning, direction, control and 
evaluation of operations that include providing analysis and interpretation for 
either a major single discipline or multi discipline operation; 

(iii) develop work practices and procedures for various projects; 

(iv) establish work area outcomes; 

(v) prepare budget submissions for Senior Employees and/or the Employer; 

(vi) develop and implement significant operational procedures; 

(vii) review operations to determine their effectiveness; 

(viii) develop appropriate methodology and apply proven techniques in providing 
specialised services; 

(ix) where prime responsibility lies in a professional Field Employees at this level, 
would undertake at least some of the following: 

(x) control and coordinate projects within an organisation in accordance with 
corporate goals; 
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(xi) provide advice on policy matters and contribute to its development; 

(xii) provide a consultancy service to a wide range of clients; 

(xiii) functions may involve complex professional problem solving; 

(xiv) where prime responsibility is to supervise outside staff, Employees at this 
level: 

(xv) develop and implement significant works programmes; 

(xvi) review operations to determine their effectiveness; 

(xvii) where prime responsibility is in a technical field, Employees at this level: 

(xviii) develop appropriate methodology and apply proven techniques in providing 
specialised technical services; 

(xix) exercise significant levels of initiative in the accomplishment of technical 
objectives. 

(d) Organisational relationships 

(i) works under limited direction; 

(ii) normally supervises other Employees and establish and monitor work 
outcomes. 

(e) Extent of authority 

(i) manage work area of the Local Government or works programmes; 

(ii) has significant delegated authority; 

(iii) decisions and actions taken at this level may have significant effect on 
programme/projects/work areas being managed. 

55. Level 9 
(a) Characteristics of the level 

(i) At this level, Employees are subject to broad direction from Senior Employees 
and exercise managerial responsibility for a department/Local Government’s 
relevant activity. In addition, Employees may operate as a Senior specialist 
providing multi-functional advice to either various departments or directly to 
the Employer. 

(ii) General features of this level require the Employees’ involvement in the 
initiation and formulation of extensive projects/programmes that impact on 
the Employer’s goals and objectives. Employees are involved in the 
identification of current and future options and the development of strategies 
to achieve desired outcomes. 

(iii) Additional features include providing financial, specialised, technical and 
professional and/or administrative advice on policy matters within the 
department and/or the Local Government. 
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(iv) In addition Employees will be required to develop and implement techniques, 
work practices and procedures in all facets of the work area to achieve 
corporate goals. 

(v) Employees at this level require a high level of proficiency in the application of 
theoretical or scientific approaches in the search of optimal solutions to new 
problems and opportunities that may be outside of the original field of 
specialisation. 

(vi) Positions at this level will demand responsibility for decision making within the 
constraints of divisional/corporate policy and require the Employee to provide 
advice and support to other areas of the Local Government. Employees at this 
level will have significant impact upon the Employer’s policies and programmes 
and will be required to provide initiative, the ability to formulate, implement, 
monitor and evaluate projects and/or programmes. 

(vii) Positions at this level may be identified by the significant independence of 
action within the constraints of departmental or corporate policy. 

(b) Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, experience, qualifications and/or training: 

(i) detailed knowledge of the Employer’s policy, programmes and the procedures 
and practices; 

(ii) high level of discipline knowledge; 

(iii) detailed knowledge of statutory requirements; 

(iv) qualifications are generally beyond those normally acquired through a degree 
course and experience in the field of specialist expertise. (Could be acquired 
through further formal qualifications in field of expertise or in management); 

(v) lesser formal qualifications together with the acquisition of considerable skills 
and extensive and diverse experience relative to an equivalent standard; or 

(vi) a combination of experience, expertise and competence sufficient to perform 
the duties of the position. 

(c) Responsibilities 

To contribute to the operational objectives of the work area, a position at this level 
may include some of the following inputs or those of a similar value: 

(i) undertake work of significant scope and/or complexity. Major portion of the 
work requires initiative; 

(ii) undertake duties of innovative, novel and/or critical nature with little or no 
professional direction; 

(iii) undertake functions across a range of administrative, specialist or operational 
areas which include specific programmes/activities, management of service 
delivery and the provision of high level advice; 
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(iv) provide specialist advice on policy matters and contribute to the 
development/review of policies; 

(v) manage extensive projects/programmes in accordance with 
departmental/corporate goals. This may require the development, 
implementation and evaluation of those goals; 

(vi) administer complex policy and programme matters; 

(vii) offer consultancy service; 

(viii) evaluate and develop/revise methodology techniques and/or the application 
of a high level of analytical skills in the attainment and satisfying of the 
Employer’s objectives; 

(ix) where the prime responsibility is in a professional Field Employees at this level, 
would undertake at least some of the following: 

a. contribute to the development of operational policy; 

b. assess and review the standards and work of other professional 
personnel/external consultants; 

c. initiate and formulate departmental/Local Government programmes; 

d. implement the Employer’s objectives within corporate goals; 

e. develop and recommend on-going plans and programmes for 
department/Local Government; 

f. ensure the outcome of work of significant scope and/or complexity; 

(x) where prime responsibility is in the supervision of outside Employees, 
Employees at this level: 

a. establish, control and organise ongoing plans and programmes for 
department/Local Government; 

b. administer complex policy and works programme matters; 

c. where prime responsibility lies in the technical field, Employees at this 
level: 

d. conduct technical support programmes and sub-programmes within the 
framework of the Employer’s operating programme; 

e. offer consultancy service; 

f. ongoing evaluation and the development/revision of 
methodology/techniques and/or the application of a high level of 
analytical skills in the attainment and satisfying of technical objectives. 

(d) Organisational relationships 

(i) works under broad direction. 

(e) Extent of authority 

(i) manage a work area of the Local Government at a higher level of ability; 
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(ii) authority to implement and initiate change in area of responsibility within 
organisational goals and constraints; 

(iii) exercise control of organisational elements, accountable for the quality, 
effectiveness, cost and timeliness of programmes/projects under their control; 

(iv) solutions to problems require analytical approach and elements of 
development and creativity within the scope of divisional/corporate policies. 
Methods, procedures and processes are less well defined and Employees are 
expected to contribute to their development and adaptation. 
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	Part 1— Operation of this Agreement
	1. Title
	2. Date of Operation
	2.1 This Agreement shall operate:
	2.2 The Agreement will continue to operate after the nominal expiry date unless it is cancelled or renewed in accordance with the Industrial Relations Act 1979 (WA).  The parties to this Agreement agree that negotiation to replace or renew this Agreem...

	3. Parties to this Agreement shall be:
	4. Employees Bound by this Agreement
	5. Variation
	6. Relationship of this Agreement to the Award and other Legislation
	6.1 This Agreement:

	7. Severance
	(i) the validity of the remaining clauses of this Agreement shall not be affected; and
	(ii) the illegal or invalid provision shall be deemed not to be part of this Agreement.

	8. Employee access to this Agreement

	Part 2— Types of Employment
	9. Employment categories
	9.1 You will be employed in one of the following categories:
	a) full-time;
	b) part-time; or
	c) casual.

	9.2 Full-time employees
	a) As a full-time employee you are engaged to work an average of 37.5 ordinary hours per week, plus reasonable additional hours as required.
	b) Reasonable overtime is managed in accordance with clause 15.9.

	9.3 Part-time employees
	a) As a part-time employee you will:
	i. work less than the full-time hours of 37.5 per week;
	ii. have reasonably predictable hours of work; and
	iii. receive, on a pro rata basis, equivalent pay and conditions to those of full-time employees who do the same kind of work.
	b) The part time work arrangement will be recorded in writing and will specify your average ordinary hours per week and your average ordinary hours per day.
	c) As a part-time employee you may be placed on a roster with variable ordinary hours of work, in accordance with clause 11.
	d) As a part time employee, the City will roster you for a minimum of two consecutive hours on any shift.

	9.4 Fixed Term employment
	a) A full-time or part-time employee may be employed on a non-continuing fixed term employment contract.
	b) The employee must be advised in writing the start and finish dates of the non-continuing fixed term employment contract prior to the commencement of the contract.
	c) Non-continuing fixed term employment contracts shall include employees who are engaged for a specific project, for a specific period, or to provide relief for a permanent employee.

	9.5 Casual employees
	a) A casual employee is an employee who is engaged and paid as such but does not include a permanent part-time or permanent full-time employee.
	b) A casual employee must be engaged and paid for a minimum of 2 hours on each occasion they are required to attend work.
	c) Casual loading
	A casual employee will be paid an additional loading of 25% of the hourly ordinary time rate for the classification in which you are employed, instead of paid leave under this Agreement.
	d) The hourly rate for Instructors, Coaches and Umpires includes this casual loading.
	e) Penalties and overtime for casual employees
	i. Penalties for casual employees, including public holiday penalties and overtime, will be calculated on the ordinary base hourly rate of pay for the classification in which they are employed, with the casual loading and penalty rates added separatel...
	ii. Casuals are entitled to overtime when they have worked more than the ordinary span of hours for a full-time employee, as specified in clause 10.
	f) Unpaid leave
	i. unpaid carer’s leave;
	ii. unpaid compassionate leave; and
	iii. unpaid community service leave.
	g) Recreational Casuals attending compulsory staff meetings
	h) Long serving casuals
	i. request flexible working arrangements;
	ii. access unpaid parental leave; and
	iii. request casual conversion in accordance with clause 9.5 (i).
	i) Right of long serving casuals to request casual conversion
	(i) A long serving casual may request that their employment be converted to full-time or part time employment.
	(ii) A regular casual employee is a casual employee who has in the preceding period of 12 months worked a pattern of hours on an ongoing basis which, without significant adjustment, the employee could continue to perform as a full-time employee or par...
	(iii) A regular casual employee who has worked equivalent full-time hours over the preceding period of 12 month’ casual employment may request to have their employment converted to full-time employment.
	(iv) A regular casual employee who has worked less than equivalent full-time hours over the preceding period of 12 months’ casual employment may request to have their employment converted to part-time employment consistent with the pattern of hours pr...
	(v) Any request under this subclause must be in writing and provided to the City.
	(vi) Where a regular casual employee seeks to convert to full-time or part-time employment, the City may agree to or refuse the request, but the request may only be refused on reasonable grounds and after there has been consultation with the employee.
	(vii) Reasonable grounds for the refusal include that:
	(viii) For any ground of refusal to be reasonable, it must be based on facts which are known or reasonably foreseeable.
	(ix) Where the City refuses a regular casual employee’s request to convert, the City must provide the casual employee with the City’s reasons for refusal in writing within 21 days of the request being made.  If the employee does not accept the City’s ...
	(x) Where it is agreed that a casual employee will have their employment converted to full-time or part-time employment as provided for in this clause, the City and employee must discuss and record the new work arrangements in writing.
	(xi) The conversion will take effect from the start of the next pay cycle following such agreement being reached unless otherwise agreed.
	(xii) Once a casual employee has converted to full-time or part-time employment, the employee may only revert to casual employment with the written agreement of the City.
	(xiii) A casual employee must not be engaged and re-engaged (which includes a refusal to re-engage), or have their hours reduced or varied, in order to avoid any right or obligation under this clause.
	(xiv) Nothing in this clause obliges a regular casual employee to convert to full-time or part-time employment, nor permits the City to require a regular casual employee to so convert.
	(xv) Nothing in this clause requires the City to increase the hours of a regular casual employee seeking conversion to full-time or part-time employment.
	(xvi) The City must provide a casual employee, whether a regular casual employee or not, with a copy of the provisions of this subclause within the first 12 months of the employee’s first engagement to perform work.
	(xvii) A casual employee’s right to request to convert is not affected if the City fails to comply with the notice requirements in clause 9.5(i)(xvi).



	Part 3— Hours of Work and Related Matters
	10. Hours of Duty
	10.1 Ordinary hours of work
	(i) 37.5 hours over seven consecutive days;
	(ii) 75 hours over fourteen consecutive days;
	(iii) 112.5 hours over 21 consecutive days;
	(iv) 150 hours over 28 consecutive days; or
	(v) Other extended cycles as agreed between the employer and employee to produce an average of 37.5 hours per week.

	10.2 Days on which ordinary hours can be worked
	i. Community Development and Recreation Employees, as per clause 40;
	ii. Rangers, as per clause 41;
	iii. Zig Zag Culture Centre employees, as per clause 43; and
	iv. Instructors, Coaches and Umpires, as per Part 9—Instructors, Coaches and Umpires.
	i. Library employees, as per clause 42; and
	ii. Information Technology employees, by exception, and where explicitly agreed in writing, as per clause 44.

	10.3 Span of ordinary hours
	10.4 Maximum ordinary hours in a day

	11. Rosters and Work Arrangements
	11.1 Arrangement of hours
	11.2 Rosters are defined by the manager

	12. Flexible Work Arrangements (FWA)
	12.1 Intent of this clause
	12.2 Team Consultation
	12.3 Flexible Work Arrangements Options
	12.4 Flexitime
	12.5 Make-Up time
	12.6 9-Day fortnight
	12.7 19-Day month
	12.8 Time off in lieu of overtime (TIL)
	(i) Employees on a 9-day fortnight are required to work 75 hours.  Hours in excess of this limit may form a credit balance of up to a maximum of 7.5 hours.
	(ii) Employees on a 19-day month are required to work 150 hours.  Hours in excess of this limit may form a flexi balance of up to 7.5 hours.
	(i) the TIL can be taken for the purpose of the annual Christmas shutdown period or for the management of employee workloads;
	(ii) if the employee must apply in writing to take the accrued TIL giving at least two (2) weeks’ notice before the date upon which the taking of TIL is to prospectively commence;
	(iii) the employee must have an appropriate written record of the accruing of the TIL;
	(iv) TIL is not banked longer than 12 months and if the employee has the TIL banked longer than 12 months, it will be paid out at the appropriate rate;
	(v) An employee cannot accrue a credit balance of more than 22.5 hours without written approval.

	12.9 Seasonal Work
	12.10 Working from home
	12.11 Abuse of Flexible Work Arrangements
	12.12 Right to Participate
	(i) From the Director initially, who will respond within 4 weeks; and
	(ii) If the matter remains unresolved after Director review, then the employee may request a review from the CEO, who will respond within 4 weeks.


	13. Meal breaks
	13.1 An employee will not be required to work more than five hours without receiving an unpaid meal break of at least 30 minutes.
	13.2 If the City specifically requests the employee to delay their meal break by more than 30 minutes, then the employee will be paid overtime rates until they get their meal break, subject to appropriate health and safety standards.

	14. Penalty Rates
	14.1 Calculating Penalty Rates
	14.2 7-day Week Roster
	14.3 Public holiday penalty rate
	14.4 Determining the appropriate penalty rate

	15. Overtime
	15.1 Unless otherwise provided in this agreement, overtime means all work performed at the direction of the City:
	15.2 Payment for overtime
	15.3 Authorisation to work overtime
	15.4 Time off in lieu of payment for overtime
	(i) the number of overtime hours to which it applies and when those hours were worked;
	(ii) the overtime and time in lieu records are to remain separate to hours accrued toward time off due to flexible working;
	(iii) that the manager and employee agree that the employee may take time off instead of being paid for the overtime;
	(iv) that, if the employee requests at any time, the City must pay the employee, for overtime covered by the agreement but not taken as time off, at the overtime rate applicable to the overtime when worked;
	(v) that any payment mentioned in clause 15.4(b)(iv) must be made in the next pay period following the employee’s request.

	15.5 10 Hour Break
	(i) The employee must be released from work until the employee has had 10 consecutive hours off duty.
	(ii) A lesser period than 10 hours break may be agreed between the employer and the employee, where it is safe to do so, and the agreement is documented in writing.
	(iii) On the instructions of the City, if an employee resumes or continues work without having had the 10 consecutive hours off:
	(iv) the employee must be paid at the rate of double time until the employee is released from duty.
	(v) the employee is then entitled to be absent until the employee has had 10 consecutive hours off duty, without loss of pay for ordinary hours occurring during the absence.

	15.6 Overtime Exclusion
	15.7 Call-back
	(i) which commences outside of, or is not continuous with, their ordinary hours of duty; and
	(ii) the employee is advised of this requirement before the actual finish time on the day in question; then
	(iii) the employee shall be paid a minimum of 2 hours work at the appropriate overtime rate.

	15.8 On call
	(i) be able to be contacted; and
	(ii) immediately respond to a request to attend work; and
	(iii) be fit and ready to work at full capacity.
	(i) one hour at the ordinary hourly rate of pay for the employee on call, Monday to Friday inclusive;
	(ii) one and a half hours at the standard rate if required to be on call on a Saturday; or
	(iii) two hours at the standard rate if required to be on call on a Sunday or a public holiday.
	(i) An employee who is on call and in receipt of an on-call allowance will be paid at the appropriate overtime rate for time required to attend work.
	(ii) Actual time worked will be deemed to apply from the time the employee departs their location, proceeds immediately to work, and then immediately returns to that location or to home.
	(i) responding to phone calls or messages;
	(ii) providing advice (‘phone fixes’);
	(iii) arranging call out/rosters of other employees; and
	(iv) remotely monitoring and/or addressing issues by remote telephone and/or computer access,
	(i) In accordance with clause 15.5(a)(ii) and this clause 15.8(g) an on call employee, who has not had at least 10 consecutive hours off duty between managing a remote response and the commencement of their next shift, may agree with the City a lesser...
	(ii) Nothing in this clause shall compel an on call employee to agree a lesser period of hours off duty.
	(iii) Where an on call employee was required to travel to a work site to attend a call out, the employee will be provided with at least 10 consecutive hours off duty before commencement of their next shift, in accordance with clause 15.5.

	15.9 Reasonable overtime
	(i) Any risk to employee health and safety;
	(ii) The employee’s family responsibilities and personal circumstances;
	(iii) The needs of the workplace;
	(iv) The notice provided by the City of the overtime;
	(v) The notice provided by the employee of an intention to refuse overtime; and
	(vi) Any other relevant matter.



	Part 4— Minimum Wages and Related Matters
	16. Classifications
	16.1 All employees covered by this Agreement will be classified according to the structure set out in Part 10—Classification Structure Definitions, unless they are working as Instructors, Coaches and Umpires who are paid a set rate per hour, game or s...
	16.2 The City will advise employees in writing of their level on commencement of employment and of any subsequent changes to their level. The level will be determined by the City according to the skill level or levels required by the City to be exerci...
	16.3 The classification descriptions set out in Part 10—Classification Structure Definitions may be reviewed and further refined during the life of this Agreement.  Any variation to the agreement shall be made in consultation with employees in accorda...
	16.4 Incremental Progression
	(i) The employee has given satisfactory service over the preceding 12 months as determined within the performance review process; and
	(ii) The employee has:
	a. acquired and is required by the City to utilise new and/or enhanced skills within the ambit of the level definition of his/her position, or
	b. acquired other skills as agreed at the performance review, and
	c. the acquisition of skills has been certified in writing following, and as part of, the performance review process.
	(i) appointment to their classification; or
	(ii) entry into a classification level; or
	(iii) previous incremental progression movement.
	a. the employee is ordinarily considered a good performer; and
	b. a performance improvement plan is not required; and
	(i) In this case, the employee has met the requirement of satisfactory service, in accordance with clause 16.4(a)(i).
	(ii) If there is uncertainty regarding eligibility for incremental progress, the employee’s Manager may determine if satisfactory service has been achieved.
	(i) An employee is ineligible for annual incremental progression if within the preceding 12 months:
	a. The employee has received a written warning of termination resulting from a serious transgression, or
	b. has been placed on a performance improvement plan, or
	(ii) A serious transgression may include a breach of the code of conduct, breach of the fit for work policy, and/or continued and persistent performance issues including absenteeism.
	(iii) The employee has not met the requirement of satisfactory service, in accordance with clause 16.4(a)(i).

	16.5 Request for level review and reclassification
	(i) lodge a written request with the City for a level review and reclassification; or
	(ii) verbally request a formal level review and reclassification from their Manager or from People Services;
	(i) Significant and identifiable changes in the nature and work value of the duties the City requests to be performed; and/or
	(ii) Significant increases in responsibility in the duties the City requests to be performed; and/or
	(iii) Significant change in the skills, knowledge and experience required to undertake the duties the City requests to be performed.


	17. Minimum salary
	17.1 A full-time adult employee will be paid not less than the minimum applicable rate, where:
	17.2 Apprentices
	17.3 Supported wage system
	17.4 School-based apprentices
	17.5 National training wage
	17.6 Annualised Salaries
	(i) Minimum Salary – clause 17;
	(ii) Allowances – clause 18;
	(iii) Relieving and higher duties – clause 19;
	(iv) Penalty rates – clause 14;
	(v) Overtime – clause 15; and
	(vi) Annual leave loading – clause 23.3
	(i) The annual salary must be no less than the amount the employee would have received under this Agreement for the work performed over the year for which the salary is paid (or if the employment ceases work earlier, over such lesser period of a year ...
	(ii) The annual salary of the employee must be reviewed by the City at least annually to ensure that the compensation is appropriate having regard to the Agreement provisions which are satisfied by the payment of the annual salary.
	(i) be in writing and signed by both parties;
	(ii) state the date on which the arrangement commences;
	(iii) be provided to the employee;
	(iv) contain a provision that the employee will receive no less under the arrangement than the employee would have been entitled to if all Agreement obligations had been met, taking account of the value of the provision of matters not comprehended by ...
	(v) be subject to an annual review;
	(vi) contain details of any salary package arrangements, including the annual salary that is payable;
	(vii) contain details of any other non-salary benefits provided to the employee such as the City provided motor vehicle;
	(viii) contain details of any performance pay arrangements and performance measurement indicators;
	(ix) contain the Agreement level classification for the role.
	(i) by the City or the employee giving four weeks’ notice of termination, in writing, to the other party and the agreement ceasing to operate at the end of the notice period; or
	(ii) at any time, by written agreement between the City and the employee.


	18. Allowances
	18.1 Meal allowance in relation to overtime
	(i) where the employee has been notified at least 24 hours in advance of the requirement to work overtime; or
	(ii) to an employee who lives in the locality of the City of Kalamunda in which the place of work is situated in respect of any meal for which they can reasonably go home.
	(iii) where the employee is only required to work less than the time prescribed; or
	(iv) where a meal is provided by the City.

	18.2 Vehicle allowance
	(i)  Motor vehicle - $0.85 per kilometre; and
	(ii) Motorcycle – 0-2500 cc $0.66 per kilometres and Over 2500CC $0.77 per kilometre.

	18.3 Travel allowance
	(i) The employee’s home to place of employment, and/or
	(ii) The employee’s place of employment to the employee’s home.

	18.4 Uniform allowance
	18.5 Service Payment
	(i) Service payment is based on the commencement date of permanent employment with the City;
	(ii) The Service Payment is a standalone allowance paid on the employee’s base hourly rate of pay for all ordinary hours of work;
	(iii) The percentage as set out below is not applied to any other penalties, overtime, leave loading or any other additional entitlement; and
	(iv) The service payment is payable when on paid leave.

	18.6 Adverse Working Conditions Allowance
	(i) working in confined or cramped spaces;
	(ii) working in wet places and conditions;
	(iii) working in hot places where temperatures are artificially raised above 45 degrees Celsius;
	(iv) working at heights above 5 metres from the ground or other stable surface, including on temporary structures;
	(v) working in dusty, muddy or dirty conditions;
	(vi) cleaning of public toilets and animal shelters;
	(vii) operating mechanical and pneumatic equipment;
	(viii) removing or destroying dead animals;
	(ix) handling or use of herbicides, insecticides and/or other poisonous or toxic substances;


	19. Relieving and Higher Duties
	19.1 An employee is entitled to be paid higher duties where:
	19.2 The employee shall be paid Step 1 of the higher graded position during the whole time of performing such duties.
	19.3 If an employee is directed to perform the duties applicable to the higher graded position on any subsequent occasion within 12 months, the employee shall only have to perform those duties for 1 working day or more, in order to become entitled to ...
	19.4 If the employee performs part of the duties of the higher position, the employee shall be paid at a proportional rate agreed between the employee and the employer.
	19.5 Higher duties, leave and public holidays
	(i) the leave shall be paid at the higher hourly ordinary time rate of pay, and
	(ii) the amount of annual leave or personal/carer’s leave that is paid at the higher hourly ordinary time rate of pay shall be proportional to the amount of annual leave or personal/carer’s leave accrued whilst performing the higher duties work.

	19.6 Higher duties and overtime
	19.7 Higher duties and appointment
	(i) shall be permanently appointed to the position, unless
	(ii) the higher duties arrangement is extended or terminated by agreement between the employee and the City.


	20. Payment of salaries
	20.1 Payment of salaries shall be made at least fortnightly, at the discretion of the City, or as otherwise agreed by the City and the employee.
	20.2 Payment will be made by electronic funds transfer into the employee’s nominated account or other agreed method.
	20.3 For the purpose of the calculation and payment of wages, the weekly wage shall be calculated as 1/52nd of an annual salary.

	21. Superannuation
	21.1 Superannuation legislation
	(i) Superannuation Guarantee (Administration) Act 1992 (Cth),
	(ii) Superannuation Guarantee Charge Act 1992 (Cth),
	(iii) Superannuation Industry (Supervision) Act 1993 (Cth), and
	(iv) Superannuation (Resolution of Complaints) Act 1993 (Cth).
	(v) Industrial Relations Act 1979 (WA)

	21.2 Freedom of choice
	21.3 City contributions
	21.4 Voluntary employee contributions
	21.5 Co-contribution of Superannuation
	21.6 Absence from work
	(i) Paid leave—while the employee is on any paid leave;
	(ii) Superannuation payments on unpaid parental leave
	a. The City will make superannuation contributions based on their ordinary time earnings and in accordance with the applicable SGA to eligible parents on unpaid parental leave.
	b. The employee will receive up to 12 weeks of superannuation based on the average fortnightly hours worked over the previous 12 months service.
	(iii) Work-related injury or illness—for the period of absence from work (subject to a maximum of 52 weeks) of the employee due to work-related injury or work-related illness provided that:
	a. the employee is receiving workers compensation payments or is receiving regular payments directly from the City in accordance with the statutory requirements; and
	b. the employee remains employed by the City.


	22. Salary Sacrifice
	22.1 Employees may be able to request salary sacrifice arrangements for:


	Part 5— Leave and Public Holidays
	23. Annual leave
	23.1 Employees will be entitled to 22 days of paid leave for each year of continuous service.
	23.2 Payment for annual leave
	23.3 Annual leave loading
	23.4 Annual End of Year Close-Down
	(i) That an employee may use accrued rostered days off or time-in-lieu to offset the taking of annual leave to meet the requirement to close-down;
	(ii) If an employee does not have sufficient annual leave, accrued rostered days off or time-in-lieu, an employee may take leave without pay to meet the requirements to close-down.

	23.5 Excessive leave accruals
	23.6 Cashing out of annual leave
	(i) the amount of leave to be cashed out and the payment to be made to the employee for it; and
	(ii) the date on which the payment is to be made.


	24. Employee funded additional leave
	24.1 In order to provide employees options for flexible work arrangements requests, this agreement allows for employees to purchase additional leave or enter into a deferred salary scheme. Both schemes are subject to:
	(i) the operational requirements of the employee’s work area;
	(ii) no additional operating expenses will be incurred by the City when entering into these agreements; and
	(iii) any agreements entered into will not result in unreasonable increases in the workload and overtime required for other employees.

	24.2 Purchased Leave over 52 weeks
	24.3 Deferred Salary Scheme
	24.4 Conditions for Employee Funded Additional Leave
	(i) the reduced rate of pay while participating in scheme;
	(ii) the reduced rate of pay while taking purchased leave;
	(iii) the start and finish date of the arrangement; and
	(iv) the expected dates the employee will take the purchased leave.
	(i) Be a permanent employee, or have a contract of sufficient length to cover the term of the employee funded additional leave scheme;
	(ii) Completed their probationary period prior to application; and
	(iii) Submit a proposed leave plan to the manager.
	(i) a one (1) off lump sum payment equivalent to the percentage of salary foregone during the period already worked; and
	(ii) a one (1) off lump sum superannuation payment based on the salary forgone. The payment will be paid into the employee’s superannuation contribution scheme account; and
	(iii) this will be paid in accordance with the employee’s current rate; and
	(iv) employees are responsible for considering the tax implications of a one (1) off lump sum payment.


	25. Cultural & Religious Leave
	25.1 This provides unpaid leave for legitimate cultural and religious purposes to meet with an employee’s customs, traditional law and participation in ceremonial activities.
	25.2 Where an employee advises they are of Aboriginal or Torres Strait Islander heritage they shall be afforded a reasonable opportunity to follow and practice the requirement of that culture or spiritual or religious belief.
	25.3 By agreement with the City, the employee will use annual leave, accumulated rostered days off or leave without pay.

	26. Personal/Carer’s Leave and Compassionate Leave
	26.1 Personal/Carer’s Leave defined
	26.2 Personal/Carer’s Leave accrual
	26.3 Taking Personal/Carer’s leave
	(i) Their inability to attend work;
	(ii) The reason why they are unable to attend work; and
	(iii) The estimated duration of their absence.
	(i) Spouse or former spouse;
	(ii) De facto partner or former de facto partner;
	(iii) Child;
	(iv) Parent;
	(v) Grandparent;
	(vi) Grandchild;
	(vii) Sibling;
	(viii) The child, parent, grandparent or sibling of the employee’s spouse or de facto partner (or former spouse or de facto partner).  This definition includes step-relations (eg step parent and step children) as well as adoptive relations.
	(i) be paid accrued leave from their leave entitlements, such as annual leave or long service leave; or
	(ii) where no such accrued leave exists, the employee will receive leave without pay.
	(i) a personal illness, or personal injury, affecting the family member; or
	(ii) an unexpected emergency affecting the family member.

	26.4 Supporting evidence for Personal/Carer’s Leave
	(i) weren’t able to work because of an illness or injury; or
	(ii) needed to provide care or support to an immediate family or household member because of an illness, injury, or unexpected emergency affecting the member.
	(i) The employee shall not be required to produce a medical certificate for absences of 2 days or less, unless requested in writing by the City.
	(ii) When requested to provide medical evidence, an employee who is unable to make a medical appointment on the day of their absence may seek assistance from People Services to acquire an urgent medical appointment at a medical provider of the City’s ...
	(iii) On each applicable occasion a medical certificate or statutory declaration are forms of reasonable evidence the employer may accept. If an employee provides other forms of evidence other than a medical certificate or statutory declaration, then ...
	(iv) An employee who doesn't give the City reasonable evidence when asked may not be entitled to be paid for their sick or carer’s leave.
	(v) Costs incurred in procuring a medical certificate or other form of reasonable evidence is at the cost of the employee.

	26.5 Taking Compassionate Leave (also called Bereavement Leave)
	(i) Dies; or
	(ii) Contracts or develops a life-threatening illness or injury.
	(i) a single continuous 5-day period; or
	(ii) any separate periods the employee and the City agree.
	(i) is entitled to an additional day of compassionate leave on each occasion, in addition to the leave prescribed in clause 26.5(d); and
	(ii) the leave can be taken in full or in part, as described in clause 26.5(e).

	26.6 Supporting evidence for Compassionate Leave

	27. Wellbeing Leave
	28. Family and Domestic Violence leave
	28.1 Family and domestic violence means violent, threatening or other abusive behaviour by an employee’s close relative that:
	28.2 A close relative is an employee's:
	28.3 Employees can take the leave if they need to do something to deal with the impact of family and domestic violence and it's impractical to do so outside their ordinary hours of work.  This could include:
	28.4 Taking Family and Domestic Violence leave
	28.5 Notice and Evidence for taking Family and Domestic Violence leave
	(i) If the employee doesn't provide the requested evidence, they may not get family and domestic violence leave; and
	(ii) The evidence has to convince a reasonable person that the employee took the leave to deal with the family and domestic violence.
	(i) documents issued by the police service;
	(ii) documents issued by a court;
	(iii) family violence support service documents; or
	(iv) with the approval of the CEO, Director or Manager People Services, a statutory declaration.

	28.6 Confidentiality in managing Family and Domestic Violence Leave

	29. Volunteer Days
	29.1 Full time employees can access two (2) days of paid leave to undertake volunteer activities with registered charities based in or operating within the City of Kalamunda.  The taking of such days is subject to the following conditions:

	30. Community Service leave
	30.1 Employees, including casual employees, can take community service leave for certain activities such as:
	30.2 With the exception of jury duty, Community Service leave is unpaid.
	30.3 Voluntary emergency management activities
	(i) the activity involves dealing with an emergency or natural disaster;
	(ii) the employee engages in the activity on a voluntary basis;
	(iii) the employee was either requested to engage in an activity, or it would be reasonable to expect that such a request would have been made if circumstances had permitted; or
	(iv) the employee is a member of a recognised emergency management body.
	(i) A recognised emergency management body is:
	a. a body that has a role or function under a plan that is for coping with emergencies / natural disasters (prepared by the Commonwealth or a state or territory); or
	b. recognised as a fire-fighting, civil defence or rescue body; or
	c. any other body which is mainly involved in responding to an emergency or natural disaster.
	(ii) This includes bodies such as:
	a. the State Emergency Service (SES);
	b. the Kalamunda Bush Fire Brigade (and similar brigades);
	c. the Kalamunda Fire and Rescue Service (and similar services);
	d. the RSPCA (in respect of animal rescue during emergencies or natural disasters).

	30.4 Taking community service leave for voluntary emergency management activities
	30.5 Notice and evidence for community service leave for voluntary emergency management activities
	(i) notice of the absence as soon as possible (this may be after the leave starts)
	(ii) the period or expected period of absence.

	30.6 Defence Force Reservists
	30.7 Notice and Evidence for Jury Duty
	30.8 Pay for Jury Duty

	31. Parental leave
	31.1 Employees are entitled to parental leave when a child is born or adopted. Unpaid parental leave is provided for under section 744 of the Fair Work Act 2009 (Cth).Clause 31 is intended to provide at least the same benefits to employees as provided...
	31.2 Parental leave entitlements
	(i) an employee is pregnant and prior to the expected date of birth;
	(ii) an employee's spouse or de facto partner gives birth; and
	(iii) an employee adopts a child under 16 years of age.

	31.3 Pre-adoption leave
	31.4 Who is entitled to Parental leave?
	(i) before the date or expected date of birth, if the employee is pregnant;
	(ii) before the date of the adoption; or
	(iii) when the leave starts, if the leave is taken after another person cares for the child or takes parental leave, to be eligible, the employee must have primary responsibility for the care of a child.
	(i) been working for their employer on a regular and systematic basis for at least 12 months; and
	(ii) a reasonable expectation of continuing work with the City on a regular and systematic basis, had it not been for the birth or adoption of a child.

	31.5 Taking Parental leave
	(i) Parental leave must be taken in a single continuous period.  Other Paid leave, such as annual leave, may be taken at the same time when an employee is taking unpaid parental leave.
	(ii) In the case of a pregnant employee, leave can start up to six weeks before the expected date of birth, or earlier if the City and employee agree. If the employee is not giving birth to the child, leave starts on the date of birth or placement of ...
	(iii) Leave may also start at any time within the 12 months after the birth or placement of the child in the following circumstances:
	a. the employee has a spouse or de facto partner who is not an employee of the City and is not the primary caregiver upon birth or placement of the child, but the employee later becomes the primary caregiver and has not taken parental leave previously...
	b. an employee who is a member of an employee couple and is the secondary caregiver upon birth or placement of the child, then becomes primary caregiver for the child regardless of whether that employee has taken paid partner leave previously.
	(iv) An employee couple are entitled to no more than 24 months of leave between them, which must be taken separately in a single continuous period.
	(v) If the employee who takes leave first is pregnant or gives birth, they may start their leave up to 6 weeks before the expected date of birth, or earlier if the employer and employee agree.
	(vi) If the employee who takes leave first is not pregnant, their leave must start on the date of birth or placement of a child.
	(vii) Both employees of an employee couple may take leave at the same time for a maximum period of 8 weeks. This leave must be taken within 12 months of the birth or adoption of a child. The concurrent leave may be taken in separate periods. Each peri...
	(viii) Concurrent leave may be either paid or unpaid parental leave and is deducted from an employee’s unpaid parental leave entitlement of 12 months.

	31.6 Having a second child, or adopting a second child
	31.7 Paid Parental Leave
	31.8 Primary Carer Paid Parental leave
	31.9 Partner Pay
	31.10 Notice for Parental leave
	(i) The employee must give notice to the City of their intent to take parental leave at least 10 weeks before starting their leave.
	(ii) This notice of intent needs to be in writing, and will say how much leave they want to take, including the starting and finishing dates.
	(iii) If the employee can’t give 10 weeks’ notice, they need to provide as much notice as possible.
	(i) An employee will confirm their parental leave dates with the City at least 4 weeks before they are due to start their leave. If there have been any changes to the dates the employee should tell the City as soon as possible.
	(ii) If an employee can’t provide 4 weeks’ notice, they need to provide as much notice as possible.
	(i) Employees who are taking concurrent leave (parents taking leave at the same time) need to provide at least 10 weeks’ notice to the City for their first period of concurrent leave. For second and later periods, they need to provide at least 4 weeks...
	(ii) If an employee can't provide these notice periods, they need to provide as much notice as possible.
	(i) Employees who are taking pre-adoption leave will give the City notice that they are taking leave as soon as possible (this can be after the leave has started). They should also tell the City how long they expect to be on leave.

	31.11 Parental leave evidence requirements
	31.12 Hiring replacement employees
	(i) the job will be temporary;
	(ii) the employee who is taking leave has the right to return to their job;
	(iii) there are situations where the employer or employee can end the parental leave (eg. stillbirth or the employee ceasing to have responsibility for the child).

	31.13 Pregnant employee entitlements
	(i) Employees who are pregnant are entitled to use their normal personal leave entitlements where necessary.
	(i) A pregnant employee who is eligible for unpaid parental leave can take unpaid special maternity leave if:
	a. they have a pregnancy-related illness or
	b. their pregnancy ends after 12 weeks because of a miscarriage, termination or stillbirth.
	(ii) If an employee takes special maternity leave because of a pregnancy-related illness, the leave will end when the pregnancy or illness ends, whichever is earlier. If they take leave because of a miscarriage, termination or still birth the leave ca...
	(iii) Special maternity leave won’t reduce the amount of unpaid parental leave that an employee can take.

	31.14 Safe jobs during pregnancy
	(i) they can work but cannot perform their normal job (including why their normal job isn't safe); and
	(ii) how long they shouldn't work in their normal job; and
	(iii) The employer can ask for this to be a medical certificate.
	(i) If a pregnant employee’s job is no longer safe for the employee to perform and there is no safe job for the employee to perform within the employer’s organisation the employee can take ‘no safe job’ leave. If the employee is entitled to unpaid par...
	(ii) For a full-time or part-time employee, no safe job leave is paid at the base rate of pay for ordinary hours of work of the employee’s usual position.
	(iii) For a casual employee no safe job leave is paid at the base rate of pay of the employee’s usual position (not including the casual loading) for the average number of hours they worked in the six month period prior to going on leave.

	31.15 Directing employees to take parental leave
	(i) they can continue to work; and
	(ii) it’s safe for them to do their normal job.

	31.16 Request to extend parental leave
	(i) they have given the employee a reasonable opportunity to discuss their request; and
	(ii) there are reasonable business grounds to do so; and
	(iii) they must detail their reasons in writing.
	(i) the effect on the workplace (e.g. the impact on finances, efficiency, productivity, customer service); and
	(ii) the inability of the work area to manage the workload among existing staff; and
	(iii) the inability to recruit a replacement employee.

	31.17 Return to work guarantee
	(i) their pre-parental leave position, or
	(ii) if that position no longer exists, an available position for which they are qualified and suited, which is nearest in status and pay to their pre-parental leave position.

	31.18 Keeping in touch days
	(i) the purpose of performing work is to enable the employee to keep in touch with their employment;
	(ii) both the employee and the City consent to the employee performing specific work on that day;
	(iii) the day is not within 42 days of the date of birth or placement of the child to which the period of leave relates;
	(iv) the day is not within 14 days of the date of birth or placement of the child to which the period of leave relates (if requested by the employee);
	(v) the employee has not already performed 10 days of work during the period of leave that were keeping in touch days.


	32. Public Holidays
	32.1 Where an employee is required to work on a West Australian Gazetted public holiday they will be paid at the rate of double time and a half for the actual hours worked.
	32.2 An employee who works on both an observed and an actual public holiday will be paid the penalty rate for working on the observed public holiday, but not both.
	32.3 The City and employee may agree to substitute a public holiday with an alternative day.
	32.4 When a public holiday occurs on a day on which an employee is rostered off while employed on a seven day a week rotating roster system, the employee will be paid a day’s pay at ordinary rates in addition to the ordinary week’s pay. The City may, ...

	33. Long Service Leave
	33.1 Employees are entitled to 13 weeks long service leave (LSL) after completing 10 years continuous service in Local Government in Western Australia.
	33.2 This clause incorporates the Local Government (Long Service Leave) Regulations (WA) (Long Service Leave Regulations) as amended from time to time. Where there is an inconsistency between this clause and the Long Service leave Regulations and this...
	33.3 The Long service Leave Regulations include, but are not limited to, the following:
	33.4 Accessing Pro Rata Long Service Leave
	(i) the employee will be paid at their ordinary rate of pay for the ordinary hours of work the employee would have performed but for the pro rata long service leave;
	(ii) an employee can request the pro rata leave to be paid cashed out while still employed;
	(iii) the employee must provide two months’ notice to take the leave;
	(iv) the leave must be applied for in writing to the employee’s manager/supervisor and can only commence on the date agreed between the employee and their manger/supervisor;
	(v) if a public holiday falls during an employee’s period of pro rata long service leave and the employee would be entitled to be absent because that day would otherwise be an ordinary working day for the employee but for the pro rata long service lea...
	(vi) an employee cannot be employed by another employer while on pro rata LSL;
	(vii) pro rata LSL will only be granted once in the period between 7 and 10 years of accrual and must be in one block of at least 4 weeks; and
	(viii) in the event an employee has taken pro rata LSL and resigns, only the balance of the remaining accrued and untaken LSL is paid to the employee or transferred to another local government through the portable leave scheme under the regulations.



	Part 6— Consultation and Dispute Resolution
	34. Union Delegate Role and Training
	34.1 A union delegate is an employee of the City who has been nominated by the Union to support employees at the workplace level as an employee representative.
	34.2 The union delegate will support the early resolution of issues and disputes and assist in maintaining productive and harmonious work relationships.
	34.3 A union delegate will fulfil their role:
	34.4 A union delegate will be permitted reasonable use of the City’s email, technology and/or equipment to perform the role of union delegate.  This may include but not limited to:
	34.5 The City will provide a designated union notice board in a prominent location within the workplace.
	34.6 The City supports the Union’s training of union delegates:
	34.7 If a union delegate disrupts the productivity or harmony of the workplace, the City will provide both the Union and the union delegate with written notice advising of the actions and unacceptable behaviour to be remedied.

	35. Joint Consultative Committee
	35.1 The City, Union and employees agree to the formation of a Joint Consultative Committee “JCC” to assist in monitoring the implementation and operation of the agreement.
	35.2 The JCC will assist in the resolution of disputes arising from this agreement.
	35.3 The composition of the JCC will include:
	35.4 The JCC will include a minimum of 3 City employees, excluding Managers and Directors, and including the Union delegate and non-union employee set out in clause 35.4.
	35.5 The JCC will have representation from a range of teams and work locations.
	35.6 The JCC will set the terms of reference for the committee at least every 2 years.
	35.7 The City will approve the maximum number of employees on the JCC, considering the representation of external teams, and the productivity impact of attendance at the committee.

	36. Consultation
	36.1 Consultation regarding major workplace change
	36.2 Major Change
	36.3 The relevant employees may appoint a representative for the purposes of the procedures in this term.
	36.4 The City must recognise the representative if:
	36.5 As soon as practicable after making its decision, the City must;
	(i) The introduction of the change; and
	(ii) The effect the change is likely to have on the employees; and
	(iii) Measures the employer is taking to avert or mitigate the adverse effect of the change on the employees.
	(i) All relevant information about the change including the impact of change on the employees; and
	(ii) Any other matters likely to affect the employees.

	36.6 However, the City is not required to disclose confidential or commercially sensitive information to the relevant employees.
	36.7 The employer must give prompt and genuine consideration to matters raised about the major change by the relevant employees.
	36.8 If a term in this agreement provides for a major change to production, program, organisation, structure or technology in relation to the enterprise of the employer, the requirements set out in clause  35.2(a) and clauses 35.3 and 35.5 are taken n...
	36.9 In this term, a major change is likely to have a significant effect on employees if it results in:
	36.10 Change to regular roster or ordinary hours or work
	36.11 The relevant employees may appoint a representative for the purposes of the procedures in this term.
	36.12 The City must recognise the representative if:
	36.13 As soon as practicable after proposing to introduce the change, the City must:
	(i) All relevant information about the change, including the nature of the change; and
	(ii) Information about what the City reasonably believes will be the effects of the change on the employees; and
	(iii) Information about any other matters that the City reasonably believes are likely to affect the employees; and

	36.14 However, the City is not required to disclose confidential or commercially sensitive information to the relevant employees.
	36.15 The City must give prompt and genuine consideration to matters raised about the change by the relevant employees.
	36.16 In this term:

	37. Dispute resolution
	37.1 The parties to this agreement agree to work together to achieve the early and amicable resolution of disputes.
	37.2 An employee who is a party to the dispute may appoint a representative for the purposes of the procedures in this term.
	37.3 Informal Dispute
	37.4 Employee or Employees lodge a formal dispute
	37.5 Disputes relating to this enterprise agreement
	(i) A matter arising under this enterprise agreement then it will be considered by the Joint Consultative Committee.
	(i) the matter in dispute;
	(ii) actions taken in attempting to resolve the dispute;
	(iii) a summary of competing views at the JCC level relating to the dispute; and
	(iv) attaches written statements from JCC members that describes the dispute from their point of view.

	37.6 Formal disputes unresolved at workplace level
	(i) An employee must continue to perform their work as they would normally unless they have a reasonable concern about an imminent risk to their health or safety; and
	(ii) An employee must comply with a direction given by the employer to perform other available work at the same workplace, or at another workplace, unless:
	a. The work is not safe; or
	b. Applicable occupational health and safety legislation would not permit the work to be performed; or
	c. The work is not appropriate for the employee to perform; or
	d. There are other reasonable grounds for the employee to refuse to comply with the direction.



	Part 7— Termination of Employment
	38. Termination of employment
	38.1 Period of notice
	(i) Dismissal for serious misconduct;
	(ii) An employee on a fixed term arrangement, with a defined start and finish date;
	(iii) Replacement employees during parental leave;
	(iv) Trainees and apprentices; and
	(v) Casual employees.

	38.2 Termination for Serious Misconduct

	39. Redundancy
	39.1 Redundancy occurs when:
	39.2 The job itself, not the employee, becomes redundant.
	39.3 Redeployment to an alternative position
	(i) Provides a comparable pay level as compared to the employee’s redundant position; and
	(ii) The employee has the required skills and experience to satisfactorily perform the job or has the ability to be trained so as to satisfactorily perform the job within a reasonable period of time.  A reasonable period of time for retraining is not ...

	39.4 Transfer to a lower paid position
	(i) The employee is not to be pressured or coerced into taking a lower paid position in lieu of taking a severance payment;
	(ii) The agreement to transfer to a lower paid position must in writing;
	(iii) The employee is to be provided with 4 weeks’ written notice before commencing in the new position;
	(iv) The employee will receive a partial severance payment calculated on the difference between the employee’s original ordinary rate of pay and the new lower rate of pay for the weeks of pay the employee would be entitled for continuous service under...
	(v) Leave taken after the date of transfer is to be calculated on the new, lower rate of pay.

	39.5 Severance payment
	(i) A period of notice in accordance with clause 38.1 where clauses 39.3 and 39.4 are not applicable to the employee in the circumstances; and
	(ii) A severance payment.
	(i) a week’s pay is the amount ordinarily payable to the employee including allowances, loading and penalties, but excluding overtime.
	(ii) “Continuity of Service” is as defined in clause 38.1(f).

	39.6 Job search entitlement
	39.7 Transmission of business
	(i) the employee is entitled to a severance package as set out in clause 39.5; unless
	(ii) the employee receives continuity of service with the new employer recognising the period of service having been worked up to the date of cessation of employment.



	Part 8— Hours of Work and Penalty Rates for Specific Work Groups
	40. Community Development and Recreation Employees
	40.1 Community Development and Recreation employees can work ordinary hours on any day of the week, being Monday to Sunday, known as a 7-day week roster.
	40.2 The span of ordinary hours on any day of the week is 6am to 6pm.
	40.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift (excluding unpaid meal breaks), or by agreement between the City and the employee up to a maximum of 12 ordinary hours on any day/shift.
	40.4 Employees receive a 20% loading for any ordinary hours worked after 6pm.
	40.5 Employees receive a 50% loading for any ordinary hours worked on Saturday.
	40.6 Employees receive a 75% loading for any ordinary hours worked on Sunday.
	40.7 This clause 39  excludes employees employed under Part 9—clause 53 - Instructors, Coaches and Umpires.

	41. Rangers
	41.1 Rangers can work ordinary hours on any day of the week, being Monday to Sunday, known as a 7-day week roster.
	41.2 The span of ordinary hours on any day of the week is 7.00am to 10.00pm.
	41.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift (excluding unpaid meal breaks), or by agreement between the City and the employee up to a maximum of 12 ordinary hours on any day/shift.
	41.4 Employees who are rostered for 5 consecutive days out of 7 days will receive a 15% penalty on ordinary hours worked, including ordinary hours worked on Saturday and Sunday.

	42. Library Employees
	42.1 Library employees can work ordinary hours over 6 days, from Monday to Saturday.
	42.2 The span of ordinary hours is:
	42.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift (excluding unpaid meal breaks), or by agreement between the City and the employee up to a maximum of 12 ordinary hours on any day/shift.
	42.4 Employees will receive a loading of 10% on all ordinary hours when they are rostered to work:

	43. Zig Zag Cultural Centre Employees
	43.1 Zig Zag Culture Centre Employees can work ordinary hours on any day of the week, being Monday to Sunday, known as a 7-day week roster.
	43.2 The span of ordinary hours on any day of the week is 8am to 6pm.
	43.3 Employees may work up to a maximum of 10 ordinary hours on any day/shift (excluding unpaid meal breaks), or by agreement between the City and the employee up to a maximum of 12 ordinary hours on any day/shift.
	43.4 Employees who are rostered for 5 consecutive days out of 7 days will receive a 15% penalty, if ordinary hours worked include Saturday and Sunday.

	44. Information Technology Employees
	44.1 Information Technology employees can work ordinary hours over 6 days, from Monday to Saturday, by agreement with the City.
	44.2 This work arrangement is only available to information technology employees where their job requires them to work outside the normal span of hours to support after hours meetings or service maintenance, and are employed as:
	44.3 This clause only applies where there is a written agreement between the employee and their manager.
	44.4 Either the City or the employee may agree to opt out of this work arrangement by providing 4 weeks written notice to the other party, at which time the employee will revert to the ordinary hours of work provision for this agreement set out in cla...
	44.5 The span of ordinary hours for this work arrangement is:
	44.6 Employees may work up to a maximum of 10 ordinary hours on any day/shift (excluding unpaid meal breaks), or by agreement between the City and the employee up to a maximum of 12 ordinary hours on any day/shift.
	44.7 Employees on this work arrangement will receive a loading of 10% on all ordinary hours when they are rostered to work:


	Part 9— Instructors, Coaches and Umpires
	45. Instructors, Coaches and Umpires - Hours of Work and Penalty Rates
	46. Instructors, Coaches and Umpires – Classifications and Pay Rates

	Part 10— Classification Structure Definitions
	47. Level 1
	(i) This level is an introductory level for Employees with no previous experience in the position to be filled.
	(ii) At this level, Employees work under close direction and undertake routine activities that require the practical application of basic skills and techniques in a support role.
	(iii) General features at this level consist of performing clearly defined activities. Employees’ duties at this level will be closely monitored with instruction and assistance always available.
	(iv) Freedom to act is limited by standards and procedures.
	(v) Positions at this level will involve Employees in extensive on the job training including familiarisation with the goals and objectives of the work section.
	(vi) Age from fifteen to twenty and to include any special circumstances.
	(vii) The entry point for adults with minimal skills or knowledge in Local Government or minimal relevant experience will be Level 1 Step 6. Progression to Level 2 for such Employees will be automatic on the completion of twelve months satisfactory se...
	(viii) Supervision of other staff is not a feature at this level.
	Some or all of the following are needed to perform work at this level:
	(i) Skills, knowledge, experience, qualifications and/or training:
	a. developing knowledge of the position policy and practices;
	b. no formal qualifications required at this level;
	c. it is desirable that Employees are studying for an appropriate certificate;
	d. basic numeracy and written and verbal communication skills;
	e. at this level, Employers are expected to offer substantial on the job training.
	To contribute to the operational objectives of the work area a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake routine activities;
	(ii) become familiar with established practices and procedures;
	(iii) learn basic interpersonal skills.
	(i) works under direct supervision.
	(ii) Extent of authority
	(iii) work outcomes are closely monitored;
	(iv) freedom to act limited by work practices relevant to the area, and to specific instructions;
	(v) assistance readily available when problems arise;
	(vi) no scope for interpretation.

	48. Level 2
	(i) At this level, Employees work under close direction and undertake routine activities that require the practical application of basic skills and techniques.
	(ii) General features at this level consist of performing clearly defined activities with outcomes being readily attainable and clearly defined. Employees’ duties at this level will be closely monitored with instruction and assistance being readily av...
	(iii) Freedom to act is limited by standards and procedures. However, with experience, Employees at this level may have sufficient freedom to exercise judgement in the planning of their own work within those confines.
	(iv) Positions initially at this level will involve Employees in extensive on the job training including familiarisation with the goals and objectives of the work section.
	(v) Employees will be responsible for the timeliness of their work and required to use basic numeracy, written and verbal communication skills.
	(vi) Supervision of other staff is not a feature at this level.
	Some or all of the following are needed to perform work at this level:
	Skills, knowledge, experience, qualifications and/or training;
	(i) developing knowledge of the section/department function and operation;
	(ii) adequate knowledge of work practices and policies of the relevant work area;
	(iii) basic knowledge of procedures and equipment relevant to the work area;
	(iv) basic numeracy, written and verbal communication skills relevant to the work area;
	(v) no formal qualifications required at this level;
	(vi) at this level, Employers are expected to offer continuing on the job training;
	(vii) it is desirable that Employees are studying for an appropriate certificate or undertaking either internal or external training.

	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake routine activities of a support nature;
	(ii) undertake straightforward operation of equipment relevant to department/section;
	(iii) provide routine information to other departments and public;
	(iv) apply established practices and procedures;
	(v) perform general duties.
	(i) works under direct supervision.
	(i) work outcomes are regularly monitored;
	(ii) freedom to act limited by standards and procedures;
	(iii) solutions to problems found in established procedures and instructions, assistance readily available.


	49. Level 3
	(i) At this level, Employees work under regular direction within clearly defined guidelines and undertake a range of activities requiring the application of acquired skills and knowledge.
	(ii) General features at this level consist of performing functions that are defined by established routines, methods, standards and procedures with limited scope to exercise initiative in applying work practices and procedures. Assistance will be rea...
	(iii) Employees will be expected to have an understanding of work procedures relevant to their work area and may provide assistance to lower Classified Employees concerning established procedures. In addition Employees at this level may be required to...
	(iv) Employees will be responsible for managing time, planning and organising their own work and may be required to oversight and/or guide the work of a limited number of lower Classified Employees.
	(v) Employees at this level could be required to resolve minor work procedural issues in the relevant work area within established constraints.
	(vi) Level 3 Step 4 is the appointment level for any graduate with a relevant 3 year degree who is required to undertake work related to that qualification.
	(i) developing skills in oral, written and interpersonal communication with clients and other members of the public;
	(ii) knowledge of established work practices and procedures relevant to the work area;
	(iii) knowledge of policies, regulations and statutory requirements relating to the work area;
	(iv) understanding of clear but complex rules;
	(v) application of techniques relevant to the work area;
	(vi) no formal qualifications required; or
	(vii) appropriate post-trade certificate relevant to the work area; or
	(viii) entry point for three year degree/Associate Diploma/appropriate certificate without experience; or
	(ix) will have attained through previous appointments or service an equivalent level of expertise and experience to undertake the range of activities required; or
	(x) appropriate on the job training and relevant experience.
	(i) undertake a range of activities requiring the application of established work procedures and may exercise limited initiative and/or judgement within clearly established procedures and/or guidelines;
	(ii) achieve outcomes that are clearly defined;
	(iii) operate general workplace equipment, initiate corrective action at an elementary level;
	(iv) operate and be conversant with relevant workplace equipment and utilise the functions of those systems and be proficient in their use;
	(v) provide support requiring the exercise of sound judgement, initiative, confidentiality and sensitivity in the performance of work;
	(vi) perform tasks of a sensitive nature including the provision of more than routine information, the receiving and accounting for monies and assistance to client/ratepayers;
	(vii) provide para professional support to qualified Employees;
	(viii) oversight the work of unqualified staff and/or take charge of a minor function within the Local Government;
	(ix) undertake routine inspectorial duties involving the enforcement of general by-laws/regulations, assist Senior Employees with special projects;
	(x) exercise operational responsibility for a single purpose complex;
	(xi) perform tasks requiring knowledge of established work practices and procedures relevant to the work area;
	(xii) where prime responsibility is to supervise outside Employees:
	a. plan and coordinate the activities of Employees within a single works function of Local Government;
	b. supervise the day-to-day operation of a minor works project;
	c. responsible for a minor works project/programme;
	(xiii) where prime responsibility lies in a technical field:
	a. apply established practices and procedures in the conduct of a range of technical activities including the fields of construction, engineering, survey and horticulture;
	b. responsible for a minor project.
	(i) where relevant, supervise minor works programmes/projects;
	(ii) works under regular supervision;
	(iii) oversee and guide a limited number of lower Classified Employees.
	(i) work outcomes monitored;
	(ii) freedom to act within established guidelines;
	(iii) solutions to problems may require the exercise of limited judgement, with guidance to be found in procedures, precedents, guidelines. Assistance available when problems occur.

	50. Level 4
	(i) At this level Employees work under general direction in the application of procedures, methods and guidelines which are well established. However, graduates initially appointed at this level will be under the direct supervision of a Senior Employee.
	(ii) General features of this level involve solving problems of limited difficulty using knowledge, judgement and work organisational skills acquired through qualifications and/or previous work experience. Assistance is available from Senior Employees...
	(iii) Positions at this level allow Employees the scope for exercising initiatives in the application of established work procedures.
	(iv) At this level Employees may be required to supervise. Employees with supervisory responsibilities may undertake some complex operational work and may undertake planning and coordination of activities within the work area.
	(v) Employees will be responsible for managing and planning their own work and that of subordinate staff and may be required to deal with formal disciplinary issues within the work area.
	(vi) Supervisors should have a basic knowledge of the principles of human resource management and be able to assist subordinate staff with on-the-job training.
	(vii) It is desirable that three year degree holders shall progress to this level after the completion of twelve months service at the top of Level 3, after obtaining relevant experience and a satisfactory degree of competence. This is the appointment...
	(viii) Employees with certificate qualifications relevant to the work area may be promoted to this level once they have obtained the appropriate certificate and have had relevant satisfactory service and undertake work related to the responsibilities ...
	(i) thorough knowledge of work activities performed within the work area;
	(ii) sound knowledge of procedural/operational methods of the work area;
	(iii) may utilise professional, specialised or technical knowledge;
	(iv) working knowledge of statutory requirements relevant to the work area;
	(v) ability to apply computing concepts;
	(vi) entry level for four year degree in the relevant discipline; or
	(vii) entry level for three year degree plus Graduate Diploma in the relevant discipline; or
	(viii) Associate Diploma with experience; or
	(ix) Three year degree plus one year professional experience in the relevant discipline; or
	(x) appropriate certificate with relevant experience; or
	(xi) attained through previous appointments, service and/or study an equivalent level of expertise and experience to undertake the range of activities required.
	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake responsibility for various activities in a specialised area and/or components of the works programme;
	(ii) exercise responsibility for a function within the work area;
	(iii) assist in a range of functions and/or contribute to interpretation of matters for which there are no clearly established practices and procedures although such activity would not be the sole responsibility of the Employee;
	(iv) supervise the work of other para professional staff;
	(v) regularly undertake general inspections to enforce compliance with various Acts, Regulations, Local Laws and Policies;
	(vi) advise landholders/local authorities/government Employees on eradication/control techniques and measures and inform them of their obligations under the relevant legislation;
	(vii) provide advice on requirements for compliance with the relevant Acts, Codes, Regulations, Standards, Local Laws and Council policies. Undertake inspections;
	(viii) undertake minor development assessment duties;
	(ix) exercise operational responsibility for a multi-purpose complex;
	(x) coordinate elementary community service programmes or a single programme at a more complex level;
	(xi) plan and coordinate elementary community based projects/programmes;
	(xii) perform moderately complex functions including social planning, demographic analysis, survey design and analysis;
	(xiii) provide support requiring a high degree of judgement, initiative, confidentiality and sensitivity in the performance of work;
	(xiv) proficient in the operation of equipment to enable modification or correction of and/or the identification of operational problems;
	(xv) where prime responsibility lies in a professional field, Employees at this level would undertake at least some of the following:
	(xvi) undertake some minor phase of a broad or more complex assignment;
	(xvii) provide assistance to Senior Employees;
	(xviii) perform duties of a specialised nature;
	(xix) where the prime responsibility is to supervise the work of outside Employees, supervision may extend to several elements of the work:
	(xx) plan and coordinate minor works;
	(xxi) exercise responsibility for a number of minor works and determine objectives for the functions under their control;
	(xxii) where the prime responsibility lies in a technical field, Employees at this level:
	(xxiii) perform moderately complex functions in various fields including construction, engineering surveying and horticulture;
	(xxiv) assist and review work done by subordinate Employees.
	(i) graduates work under direct supervision;
	(ii) works under general supervision;
	(iii) supervision of other Employees;
	(iv) operate as a member of a professional team.
	(i) may set outcome/objectives for specific projects;
	(ii) graduates receive instructions on the broader aspects of the work;
	(iii) freedom to act within defined established practices;
	(iv) problems can usually be solved by reference to procedures, documented methods and instructions. Assistance is available when problems occur.

	51. Level 5
	(i) At this level, Employees work under general direction in functions that require the application of skills and knowledge appropriate to the work. Guidelines and work procedures are generally established.
	(ii) General features at this level require the application of knowledge and skills which are gained through qualifications and/or previous experience in the discipline. Employees will be expected to contribute knowledge in establishing procedures in ...
	(iii) Positions may involve a range of work functions that could contain a substantial component of supervision or require Employees to provide specialist expertise/advice in their relevant discipline.
	(iv) Work at this level requires a sound knowledge of programme, activity, operational policy or service aspects of the work performed within a function or a number of work areas.
	(v) Employees require skills in managing time, setting priorities, planning and organising own work and that of subordinate staff, where supervision is a component of the position, to achieve specific objectives.
	(vi) Employees will be expected to set outcomes and further develop work methods where general work procedures are not defined.
	Some or all of the following are needed to perform work at this level.
	Skills, knowledge, experience, qualifications and/or training:
	(i) knowledge of statutory requirements relevant to work area;
	(ii) knowledge of section procedures, policies and activities;
	(iii) sound discipline knowledge gained through previous experience, training or education;
	(iv) knowledge of the role of departments within the Local Government and/or service functions;
	(v) specialists require an understanding of the underlying principles in the relevant disciplines;
	(vi) relevant four year degree with two years relevant experience or three year degree with three years of relevant experience; or
	(vii) Associate Diploma with relevant experience; or
	(viii) lesser formal qualifications with substantial years of relevant experience; or
	(ix) attained through previous appointments, service and/or study an equivalent level of expertise and experience to undertake the range of activities required.
	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake activities that may require the Employee to exercise judgement and/or contribute critical knowledge and skills where procedures are not clearly defined;
	(ii) exercise responsibility for various functions within the work area;
	(iii) identification of specific or desired performance outcomes;
	(iv) contribute to interpretation and administration of matters for which there are no clearly established procedures;
	(v) provide support of a complex nature to Senior Employees;
	(vi) ensure plans, permits, applications comply with appropriate legislation;
	(vii) manage a multi-purpose complex;
	(viii) undertake a wide range of activities associated with programme, activity or service delivery;
	(ix) where the prime responsibility lies in a professional field, Employees at this level, would undertake at least some of the following:
	(x) liaise with other professionals at a technical level;
	(xi) discuss techniques, procedures and/or results with clients on straight forward matters;
	(xii) lead a team. within a discipline related project and/or a works programme;
	(xiii) provide a reference, research, and/or technical information service including the facility to understand and develop technologically based systems;
	(xiv) carry out a variety of activities requiring initiative and judgement in the selection and application of established principles, techniques and methods;
	(xv) perform a range of planning functions exercising knowledge of statutory and legal requirements;
	(xvi) assist Senior Employees with the planning and coordination of a community programme of a complex nature;
	(xvii) undertake duties in the relevant disciplines utilising knowledge of procedures and statutory requirements relevant to the work area;
	(xviii) where the prime responsibility is to supervise the work of outside Employees, Employees at this level:
	(xix) exercise responsibility for work groups including the completion of work assignments, standards of work quality and/or compliance with regulations, codes and specifications;
	(xx) assist Senior Employees with the establishment of work programmes of a complex nature;
	(xxi) responsible for part of the works programme budget;
	(xxii) where the prime responsibility lies in a technical field, Employees at this level:
	(xxiii) undertake projects which impact on the sections and/or departments programmes;
	(xxiv) carry out a variety of activities in the field of technical operation requiring initiative and judgement in the selection and application of established principles, techniques and methods.
	(i) works under general direction;
	(ii) supervises subordinate staff/contractors or works in a specialised field.
	(i) required to set outcomes within defined constraints;
	(ii) provides specialist technical professional advice;
	(iii) freedom to act governed by clear objectives and/or budget constraints;
	(iv) solutions to problems generally found in precedents, guidelines or instructions. Assistance usually available.

	52. Level 6
	(i) At this level Employees are subject to general direction from Senior Employees. Employees undertake a range of functions requiring the application of a high level of knowledge and skills to achieve results in line with departmental and/or the Empl...
	(ii) Employees adhere to established work practices. However, they may be required to exercise initiative and judgement where practices and direction are not clearly defined.
	(iii) General features at this level indicate the involvement in establishing sectional/departmental programmes and procedures. Positions will include a range of work functions and may involve the supervision of a section or in the case of small Local...
	(iv) Positions at this level demand the application of knowledge that is gained through qualifications and/or previous experience in the discipline. In addition, Employees will be required to set priorities and monitor workflows in their area of respo...
	(v) Employees are required to set project priorities, plan and organise their own work and that of subordinate staff and establish the most appropriate operational methods for the section/department. In addition, interpersonal skills are required to g...
	(vi) Employees responsible for projects and/or functions will be required to establish outcomes to achieve departmental/Local Government goals. Specialists may be required to provide multi-disciplinary advice.
	Some or all of the following are needed to perform work at this level.
	Skills, knowledge, experience, qualifications and/or training:
	(i) knowledge of departmental programmes, policies and activities;
	(ii) sound discipline knowledge gained through experience;
	(iii) sound knowledge of the role of the Employer’s structure and service;
	(iv) relevant degree with relevant experience; or
	(v) Associate Diploma with substantial experience; or
	(vi) less formal qualifications with specialised skills sufficient to perform at this level; or
	(vii) attained through previous appointments, service and/or study an equivalent level of experience and expertise to undertake the range of activities required.
	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) responsible for a range of functions within the section and/or department requiring a high level of knowledge and skills;
	(ii) undertake responsibility for a moderately complex project;
	(iii) undertake a minor phase of a broader or more complex professional assignment;
	(iv) assist with the preparation or prepare departmental or section budgets;
	(v) set priorities and monitor workflow in areas of responsibility;
	(vi) provide expert advice to lower Classified Employees;
	(vii) exercise judgement and initiative where procedures not clearly defined;
	(viii) operate as a specialist Employee in the relevant discipline where decisions made and taken rest with the Employee with no reference to a Senior Employee;
	(ix) plan, coordinate and administer the operation of a multi-purpose complex including financial management and reporting;
	(x) undertake analysis/design for the development and maintenance of projects and/or undertake programming in specialist areas: may exercise responsibility for a specialised area of the Employer’s operation;
	(xi) understanding all areas of equipment operation to enable the provision of advice and assistance when non-standard procedures/processes are required;
	(xii) undertake publicity assignments within the framework of the Employer’s publicity and promotions programme. Such assignments would be of limited scope and complexity but would involve the coordination of facets of the total programme including me...
	(xiii) where the prime responsibility lies in a professional field, Employees at this level, would undertake at least some of the following:
	a. under general direction undertake tasks of a specialised and/or detailed nature;
	b. provide reports on progress of project activities including recommendations;
	c. exercise professional judgement within prescribed areas that may include supervision of the function;
	d. carry out planning studies for particular projects including aspects of design, formulation of policy, implementation procedures and presentation;
	e. exercise a high level of interpersonal skills in dealing with the public and other organisations;
	f. plan, develop and operate a community service programme of a moderately complex nature;
	g. exercise responsibilities for various functions within a work area including compliance with regulations, codes and procedures;
	h. where prime responsibility is to supervise outside Employees, Employees at this level:
	i. exercise operational responsibility for works programmes;
	j. exercise judgement and initiative where procedures not clearly defined;
	k. establish work programmes in small Local Governments;
	(xiv) where prime responsibility lies in a technical field:
	a. leads teams on moderately complex technical projects;
	b. exercise significant initiative and judgement in the selection and application of established principles, techniques;
	c. supervise the work of other staff;
	d. provide reports to management and/or recommendations on technical suitability of equipment procedures, processes and results.
	(i) works under general direction;
	(ii) supervise other Employees.
	(i) exercise a degree of autonomy;
	(ii) control projects and/or programmes;
	(iii) set outcomes for subordinates;
	(iv) establish priorities and monitor workflow in areas of responsibility;
	(v) solutions to problems can generally be found in documented techniques, precedents and guidelines or instructions. Assistance is available when required.

	53. Level 7
	(i) At this level, Employees operate under limited direction from Senior Employee(s) and undertake a range of functions for which operational policies, practices and guidelines may need to be developed.
	(ii) General features at this level allow Employees the scope to influence the operational activities of the section, department and/or Local Government. Employees at this level will be expected to contribute to the management of the section and/or de...
	(iii) Positions at this level may be required to have responsibility for decision making in their particular work area and the provision of expert advice. Employees will be required to provide consultation and assistance relevant to the work section a...
	(iv) Employees may exercise managerial responsibility for a work area, a large work programme, work independently as specialists or may be a Senior member of a single discipline project team. or provide specialist support to a range of programmes/acti...
	(v) Impact of activities undertaken or achievement of stated outcomes/objectives for the work area may identify positions at this level.
	(vi) Managing time is essential so outcomes can be achieved. A high level of interpersonal skills is required to resolve organisational issues, negotiate contracts, develop and motivate subordinate staff. Understand and implement effective human resou...
	(i) discipline/specialist skills and/or supervision/management abilities exercised within a multi-disciplinary or major single function operation;
	(ii) discipline knowledge gained through experience, training or education;
	(iii) appreciation of the long-term goals of the organisation;
	(iv) detailed knowledge of programme activities and work practices relevant to the work area;
	(v) knowledge of organisation structures or functions;
	(vi) comprehensive knowledge of the Employer’s policies relevant to the section/department;
	(vii) comprehensive knowledge of statutory requirements relevant to the discipline;
	(viii) Degree with substantial experience; or
	(ix) Associate Diploma with substantial experience; or
	(x) lesser formal qualifications with a combination of experience, expertise and competence sufficient to perform the duties required at this level.
	(i) To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(ii) undertake significant projects and/or functions involving the use of analytical skills;
	(iii) provide advice on matters of complexity within the work area and/or discipline;
	(iv) undertake a range of duties within the work area, including problem definition, planning and the exercise of judgement;
	(v) provide advice on policy matters and contribute to their development;
	(vi) negotiate on matters of significance within the section and/or department, with other bodies and/or members of the public;
	(vii) control and coordinate a work area within budgetary constraints;
	(viii) exercise a degree of autonomy, within budgetary constraints, in establishing the operation of the work area;
	(ix) undertake duties that involve more than one discipline;
	(x) provide a consultancy service for a range of activities;
	(xi) where prime responsibility lies in a professional field an Employee at this level, would undertake at least some of the following:
	(xii) provide support to a range of activities or programmes;
	(xiii) control and coordinate projects;
	(xiv) contribute to the development of new procedures and methodology;
	(xv) provide expert advice/assistance relevant to the discipline;
	(xvi) supervise/manage the operation of a work area;
	(xvii) supervise on occasions other professional staff within the discipline;
	(xviii) provide consultancy services for a range of activities;
	(xix) where prime responsibility is to supervise outside staff, Employees at this level:
	(xx) control and coordinate the works programme within budgetary constraints;
	(xxi) supervise large outside work force and/or contractors;
	(xxii) exercise a degree of autonomy, within budgetary constraints, in establishing works programmes;
	(xxiii) where the prime responsibility is in a technical field, Employees at this level:
	(xxiv) undertake duties that involve more than one discipline;
	(xxv) contribute to the development of new techniques and methodology;
	(xxvi) provide a consultancy service for a range of activities.
	(i) works under limited direction;
	(ii) supervision of staff;
	(iii) supervision of Employees and/or contractors.
	(i) may manage a work area;
	(ii) exercise a degree of autonomy (advice available on complex or unusual matters);
	(iii) manage significant projects and/or functions and/or works programmes.

	54. Level 8
	(i) At this level, Employees operate under limited direction and exercise managerial responsibility for various functions within the department and/or Local Government or operate as a specialist, a member of a specialised professional team, or indepen...
	(ii) General features at this level require Employees' involvement in establishing operational procedures which impact on activities undertaken and outcomes achieved by the Employer and/or activities undertaken by sections of the community served by t...
	(iii) Employees are involved in the formation/establishment of programmes, the procedures and work practices within the department and will be required to provide assistance to other Employees, sections and/or departments.
	(iv) Positions at this level will demand responsibility for decision making and the provision of expert advice to other areas of the Local Government. Employees would be expected to undertake the control and coordination of a section, department and/o...
	(v) In addition positions at this level may be identified by the level of responsibility for decision making, the exercise of judgement and delegated authority and the provision of expert advice.
	(vi) The management of staff is normally a feature at this level and Employees are responsible for a significant work area. Employees are required to set outcomes in relation to their section and/or function and may be required to negotiate matters on...
	Some or all of the following are needed to perform work at this level.
	Skills, knowledge, experience, qualifications and/or training:
	(i) comprehensive knowledge of the Employer’s policies and procedures;
	(ii) application of a high level of discipline knowledge;
	(iii) qualifications are generally beyond those normally acquired through tertiary education alone, typically acquired through completion of higher education qualifications to degree level and extensive relevant experience; or
	(iv) lesser formal qualifications with acquisition of considerable skills and extensive relevant experience to an equivalent standard; or
	(v) a combination of experience, expertise and competence sufficient to perform the duties required at this level.
	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake managerial or specialised functions under a wide range of conditions to achieve results in line with divisional/corporate goals;
	(ii) exercise managerial control, involving the planning, direction, control and evaluation of operations that include providing analysis and interpretation for either a major single discipline or multi discipline operation;
	(iii) develop work practices and procedures for various projects;
	(iv) establish work area outcomes;
	(v) prepare budget submissions for Senior Employees and/or the Employer;
	(vi) develop and implement significant operational procedures;
	(vii) review operations to determine their effectiveness;
	(viii) develop appropriate methodology and apply proven techniques in providing specialised services;
	(ix) where prime responsibility lies in a professional Field Employees at this level, would undertake at least some of the following:
	(x) control and coordinate projects within an organisation in accordance with corporate goals;
	(xi) provide advice on policy matters and contribute to its development;
	(xii) provide a consultancy service to a wide range of clients;
	(xiii) functions may involve complex professional problem solving;
	(xiv) where prime responsibility is to supervise outside staff, Employees at this level:
	(xv) develop and implement significant works programmes;
	(xvi) review operations to determine their effectiveness;
	(xvii) where prime responsibility is in a technical field, Employees at this level:
	(xviii) develop appropriate methodology and apply proven techniques in providing specialised technical services;
	(xix) exercise significant levels of initiative in the accomplishment of technical objectives.
	(i) works under limited direction;
	(ii) normally supervises other Employees and establish and monitor work outcomes.
	(i) manage work area of the Local Government or works programmes;
	(ii) has significant delegated authority;
	(iii) decisions and actions taken at this level may have significant effect on programme/projects/work areas being managed.

	55. Level 9
	(i) At this level, Employees are subject to broad direction from Senior Employees and exercise managerial responsibility for a department/Local Government’s relevant activity. In addition, Employees may operate as a Senior specialist providing multi-f...
	(ii) General features of this level require the Employees’ involvement in the initiation and formulation of extensive projects/programmes that impact on the Employer’s goals and objectives. Employees are involved in the identification of current and f...
	(iii) Additional features include providing financial, specialised, technical and professional and/or administrative advice on policy matters within the department and/or the Local Government.
	(iv) In addition Employees will be required to develop and implement techniques, work practices and procedures in all facets of the work area to achieve corporate goals.
	(v) Employees at this level require a high level of proficiency in the application of theoretical or scientific approaches in the search of optimal solutions to new problems and opportunities that may be outside of the original field of specialisation.
	(vi) Positions at this level will demand responsibility for decision making within the constraints of divisional/corporate policy and require the Employee to provide advice and support to other areas of the Local Government. Employees at this level wi...
	(vii) Positions at this level may be identified by the significant independence of action within the constraints of departmental or corporate policy.
	Some or all of the following are needed to perform work at this level.
	Skills, knowledge, experience, qualifications and/or training:
	(i) detailed knowledge of the Employer’s policy, programmes and the procedures and practices;
	(ii) high level of discipline knowledge;
	(iii) detailed knowledge of statutory requirements;
	(iv) qualifications are generally beyond those normally acquired through a degree course and experience in the field of specialist expertise. (Could be acquired through further formal qualifications in field of expertise or in management);
	(v) lesser formal qualifications together with the acquisition of considerable skills and extensive and diverse experience relative to an equivalent standard; or
	(vi) a combination of experience, expertise and competence sufficient to perform the duties of the position.
	To contribute to the operational objectives of the work area, a position at this level may include some of the following inputs or those of a similar value:
	(i) undertake work of significant scope and/or complexity. Major portion of the work requires initiative;
	(ii) undertake duties of innovative, novel and/or critical nature with little or no professional direction;
	(iii) undertake functions across a range of administrative, specialist or operational areas which include specific programmes/activities, management of service delivery and the provision of high level advice;
	(iv) provide specialist advice on policy matters and contribute to the development/review of policies;
	(v) manage extensive projects/programmes in accordance with departmental/corporate goals. This may require the development, implementation and evaluation of those goals;
	(vi) administer complex policy and programme matters;
	(vii) offer consultancy service;
	(viii) evaluate and develop/revise methodology techniques and/or the application of a high level of analytical skills in the attainment and satisfying of the Employer’s objectives;
	(ix) where the prime responsibility is in a professional Field Employees at this level, would undertake at least some of the following:
	a. contribute to the development of operational policy;
	b. assess and review the standards and work of other professional personnel/external consultants;
	c. initiate and formulate departmental/Local Government programmes;
	d. implement the Employer’s objectives within corporate goals;
	e. develop and recommend on-going plans and programmes for department/Local Government;
	f. ensure the outcome of work of significant scope and/or complexity;
	(x) where prime responsibility is in the supervision of outside Employees, Employees at this level:
	a. establish, control and organise ongoing plans and programmes for department/Local Government;
	b. administer complex policy and works programme matters;
	c. where prime responsibility lies in the technical field, Employees at this level:
	d. conduct technical support programmes and sub-programmes within the framework of the Employer’s operating programme;
	e. offer consultancy service;
	f. ongoing evaluation and the development/revision of methodology/techniques and/or the application of a high level of analytical skills in the attainment and satisfying of technical objectives.
	(i) works under broad direction.
	(i) manage a work area of the Local Government at a higher level of ability;
	(ii) authority to implement and initiate change in area of responsibility within organisational goals and constraints;
	(iii) exercise control of organisational elements, accountable for the quality, effectiveness, cost and timeliness of programmes/projects under their control;
	(iv) solutions to problems require analytical approach and elements of development and creativity within the scope of divisional/corporate policies. Methods, procedures and processes are less well defined and Employees are expected to contribute to th...
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