
2025 WAIRC 00072 

CITY OF VINCENT RANGERS INDUSTRIAL AGREEMENT 2024 

WESTERN AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION 
 
PARTIES CITY OF VINCENT 

APPLICANT 
-v- 

AUSTRALIAN SERVICES UNION WESTERN AUSTRALIAN 
BRANCH 

RESPONDENT 
CORAM SENIOR COMMISSIONER R COSENTINO 
DATE TUESDAY, 11 FEBRUARY 2025 
FILE NO/S AG 12 OF 2025 
CITATION NO. 2025 WAIRC 00072 
 

Result Agreement registered 

Representation 

Applicant City of Vincent 
 
Respondent Australian Services Union Western Australian Branch 
 
 

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; 
 



2025 WAIRC 00072 

NOW THEREFORE, the Commission pursuant to the powers conferred under the Act, and by 
consent, hereby orders – 
 

1. THAT the application is amended to substitute Western Australian Municipal, 
Administrative, Clerical and Services Union of Employees for the respondent. 

 
2. THAT the agreement made between the parties filed in Registry of the Commission 

on 31 January 2025 entitled City of Vincent Rangers Industrial Agreement 2024 
attached hereto be registered as an industrial agreement with effect from the first full 
pay period on or after seven days after the date of this order, which is in substitution 
for the City of Vincent Rangers Enterprise Agreement 2021, which by operation of 
s 41(8) of the Act is hereby cancelled. 

 
 
 
 
 
 

SENIOR COMMISSIONER R COSENTINO 

cselby
LS Block
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DEFINITIONS 

Act Industrial Relations Act 1979 (WA) as amended from time to 
time 

Agreement The City of Vincent Rangers Industrial Agreement 2024 

NES Means those National Employment Standards which continue to 
apply to the City as a non-national system employer and 
provide for unpaid parental leave and termination entitlements, 
despite State transition. 

MCE Act Minimum Conditions of Employment Act 1993 (WA) as 
amended from time to time  

WAIRC Western Australian Industrial Relations Commission 

Base Rate of Pay Is the rate of pay payable to the Employee for their Ordinary 
Hours, but not including any of the following:  

(a) incentive-based payments and bonuses; 

(b) loadings;  

(c) monetary allowances;  

(d) overtime or penalty rates;  

any other separately identifiable amounts. 

Casual An Employee who is employed on a Casual basis as set out in 
clause 8 of this Agreement. 

Casual Loading An additional 25% Casual loading paid on top of the Base Rate 
of Pay paid to Casual Employees as compensation for benefits 
Casual Employees are not entitled to, including for all leave, 
public holidays and severance (Redundancy) pay provided for 
by the Agreement. 

CEO Chief Executive Officer of the City 

City City of Vincent 

Continuous Service Means service under an unbroken contract of employment with 
the City and includes any paid leave of absence authorised by 
the City. Periods of unpaid leave or unpaid absences do not 
constitute a break in Continuous Service but do not count 
towards the length of the Employee’s Continuous Service. 

Disability Support 
Pension 

Means the Commonwealth pension scheme to provide income 
security for persons with a disability as provided under the 
Social Security Act 1991 (Cth), as amended from time to time, 
or any successor to that scheme. 
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Employee  Any Employee who is employed by the City and covered by the 
terms of this Agreement  

Fixed Term Contract An appointment where an Employee is engaged for a specific 
period of time, either a maximum term or a fixed term, which the 
City indicates at the time of engagement is not ongoing.  A 
Fixed Term Contract may have a renewable clause that can be 
agreed between the City and the Employee. However, 
employment will cease at the end of the Fixed Term Contract.  

Full Time An Employee who is employed on Full Time basis as set out in 
clause 8 of this Agreement 

Negotiated Rates Is a rate of pay that is inclusive of all allowances, penalties and 
loadings under this Agreement. 

Ordinary Hours  The normal and regular hours of work for an Employee and do 
not include overtime.  Ordinary hours of work may be averaged 
over a period of 28 days worked 

Part Time An Employee who is employed on a Part Time basis as set out 
in clause 8 of this Agreement. 

Pro Rata A proportionate amount of money or period of time. Part-time 
Employees generally receive Pro Rata entitlements based on 
the number of hours worked 

Purchased Leave 
Absences 

Periods of approved paid absence, purchased and agreed upon 
in advance via negotiation of an agreed Purchased Leave Plan 
between the City and an Employee 

Purchased Leave 
Period 

The dates during which the Purchased Leave Plan operates. 

Purchased Leave Plan The written plan which includes dates and periods of Purchased 
Leave Absence(s) and all types of leave agreed to be taken 
within the agreed Purchased Leave Period.  

Redundancy Occurs where the City has made a definite decision that it no 
longer wishes the job the Employee has been doing be done by 
anyone and that decision is not due to the ordinary and 
customary turnover of labour. 

Secondment Means temporary transfer to another section or directorate 
within the City or to another organisation for a specific period of 
time. 



 

 

 
  page 3 

 

Suitable Alternative 
Position 

Employment within the City: 

(a) which is an approved permanent position in the 
organisational establishment; and  

(b) is the same classification or higher than the redundant 
position held by the Employee; and  

(c) requires the Employee: 

i. to have a minimum of 75% of the job requirements 
(skills, experience, knowledge and qualifications);  

ii. to be able to be retrained within 12 months to meet 
100% of the job requirements as specified in the 
position description; and  

iii. to be physically capable of performing the position. 

WASU Western Australian Municipal, Administrative, Clerical and 
Services Union of Employees 

SECTION 1:  CONDITIONS OF AGREEMENT 

1. PARTIES TO THE AGREEMENT 

1.1 The parties to this Agreement acknowledge that this Agreement can be varied subject 
to approval by the WAIRC at any time during its currency. 

1.2 The Parties to this Agreement shall be: 

(a) City of Vincent, 244 Vincent Street Leederville, WA 6007; and 

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

1.3 The Agreement will cover and apply to the City and Employees employed as a 
Ranger, Senior Ranger and Casual Event Parking Ranger who are members of or are 
eligible to be members of the Western Australian Municipal, Administrative, Clerical 
and Services Union of Employees. 

1.4 The parties to this Agreement agree that: 

(a) any dispute concerning these provisions and their operation will be progressed 
initially under the dispute resolution procedure in this Agreement; and 

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

1.5 As at the date of registration the approximate number of Full-time, Part-time and 
Casual Employees bound by this Agreement is 22. 
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2. DATES OF OPERATION 

2.1 This Agreement shall operate from the first full pay period on or after seven (7) days 
after the date of approval by the WAIRC and shall have a nominal expiry date of 30 
June 2027. 

2.2 No less than six (6) months prior to the expiry of this Agreement, the parties shall 
commence negotiations toward a new Industrial Agreement. 

2.3 This Agreement shall continue to operate beyond the nominal expiry date until it is 
replaced or terminated. 

3. RELATIONSHIP TO AWARDS, LEGISLATION AND OTHER INSTRUMENTS 

a) This Agreement excludes the Municipal Employees' (Western Australia) Award 2021, 
the Local Government Officers' (Western Australia) Award 2021 and any other Award 
made under the Industrial Relations Act 1979 (WA) that otherwise extends to and binds 
the Employees and Employer to whom this Agreement applies.  

b) Other than statutory entitlements (for instance those contained in the Minimum 
Condition of Employment Act 1993 (the MCE Act) this Agreement is intended to set 
out all of the Employees' terms and conditions of employment. To the extent that an 
Award provides for an entitlement that is different to or not otherwise referred to in this 
Agreement (including where this Agreement is silent on a matter provided for in an 
Award), any such Award entitlement will be inconsistent with this Agreement and the 
Agreement will prevail.  

c) This Agreement will be read and interpreted in conjunction with the minimum 
entitlements as set out in the MCE Act (and the National Employment Standard (NES) 
only where referenced within this Agreement). Where there is an inconsistency 
between the Agreement and the MCE Act, and where the MCE Act provides a greater 
benefit, the MCE Act provision will apply to the extent of the inconsistency. 

4. AREA OF OPERATION 

4.1 This Agreement applies throughout Western Australia. 

5. CURRENT & FUTURE CONDITIONS 

5.1 No current City of Vincent Employee will be worse off as a result of amendments 
contained within the replacement Industrial Agreement. The current Agreement will be 
the base document from which to commence negotiations. 

6. OBJECTIVES OF THE INDUSTRIAL AGREEMENT 

6.1 The parties to this Agreement are committed to ensuring that the City remains an 
effective and efficient deliverer of services.  Accordingly, the following objectives will 
be pursued: 

(a) the provision of the highest quality services, to the community of the City and 
internal customers. 
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(b) the attainment of the strategies and objectives as nominated in the Strategic 
Community Plan and the Corporate Business Plan from time to time. 

(c) the enhancement of the image and profile of the City. 

(d) the objectives of this Agreement will be achieved through: 

(i) the continuation of a workplace culture conducive and open to change 
and matched by a commitment to continuous improvement by all 
persons in the City;  

(ii) the continuation of a high performance, high trust organisation through 
a genuine partnership between management, Employees, Council 
Members and the community. 

7. ORGANISATIONAL POLICIES AND PROCEDURES 

7.1 The City shall ensure that all policies and procedures are available in writing to 
Employees. The Employee shall familiarise themselves with and abide by all of the 
City’s rules, regulations policies and procedures as they are amended from time to 
time. For the avoidance of doubt, the City’s policies, procedures, rules and regulations 
are not incorporated into this Agreement. 

SECTION 2:  HOURS OF WORK & TYPES OF 
EMPLOYMENT 

8. EMPLOYMENT CATEGORIES 

The Employees may be employed in any of the following employment categories; 

(a) Full Time; 

(b) Part Time;  

(c) Fixed Term;  

(d) Casual. 

8.2 Full time Employee 

A Full Time Employee will work an average of thirty eight (38) Ordinary Hours per week 
over a period of 28 days worked. 

8.3 Part time Employee 

(a) A Part Time Employee shall mean an Employee who works regularly for an 
average of less than thirty-eight (38) Ordinary Hours in any week.  

(b) A Part Time Employee receives on a Pro Rata basis, equivalent pay and 
conditions to those of a Full Time Employee.  
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(c) At the time of engagement, the City and the Part Time Employee will agree in 
writing on a regular pattern of work, specifying at least the hours worked each 
day and which days of the week the Employee will work. 

(d) By agreement the City and a Part Time Employee may vary the agreed hours 
of work. In the event that the City seeks to vary the agreed hours of work without 
the consent of the Employee, two weeks’ notice should be provided, and the 
consultation procedure in clause 34 will be followed.  

(e) Part Time Employees will be rostered to work for a minimum of one (1) hour. 

(f) A Part Time Employee may agree to work up to an average of thirty-eight (38) 
Ordinary Hours per week at the hourly Base Rate of Pay provided the 
agreement is entered into without duress, in writing and stipulates that hours 
are to be paid at the hourly Base Rate of Pay. 

8.4 Fixed Term Employment 

a) A Full Time Employee or Part Time Employee may be engaged on a Fixed Term 
Contract (including for a specified task or project).  

b) An Employee who is engaged on a Fixed Term Contract will be advised of their 
period of employment, hours of work, salary and classification in writing prior to the 
commencement of employment. 

c) A Fixed Term Contract may have a renewable clause that allows the Employee and 
the City to agree to renew the contract at the end of the term of the contract. 

d) A Fixed Term Employee shall mean an Employee employed for a specific project, 
program or time period which the Employer indicates at the time of engagement will 
be finite and not ongoing 

8.5 Casual Employee 

(a) A Casual Employee will be engaged and paid by the hour.  

(b) The minimum engagement period for a Casual Employee is 2 hours. 

(c) A Casual Employee shall be paid the Casual Loading in addition to the Base 
Rate of Pay for the classification of work performed for all Ordinary Hours 
worked.  

(d) A Casual Employee’s employment may be terminated by one (1) hours’ notice, 
given by either the City or Employee, or by payment of one hour's wages in lieu 
of notice. 

(e) Penalties for Casual Employees are calculated on the Base Rate of Pay 
exclusive of Casual Loading (i.e.  penalty rate calculated on the hourly Base 
Rate of Pay then add Casual Loading plus Base Rate of Pay). 

(f) Casual Loading is not paid:  

(i) In addition to overtime penalty rates, a Casual Employee shall be 
entitled to payment of overtime provided that such penalties are 
calculated on the Base Rate of Pay exclusive of Casual Loading. 
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(ii) In addition to public holiday penalties. A Casual Employee shall be 
entitled to payment of public holiday penalties when work is performed 
on a public holiday provided that such penalties are calculated on the 
Base Rate of Pay exclusive of the Casual Loading. 

9. RIGHT TO CASUAL CONVERSION  

9.1 Casual Employees will be offered the option to convert to Full Time or Part Time 
employment if they meet the following requirements: 

(a) have been employed with the City for at least twelve (12) months; 

(b) have worked a regular pattern of hours on an ongoing basis for at least the last 
six (6) months; and 

(c) could continue working these hours on a Full Time or Part Time basis without 
significant changes to the City’s operations. 

9.2 Where a 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 as detailed in clause 9.3 and after there has been consultation 
with the Employee. 

9.3 Reasonable grounds for refusal include but are not limited to, 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 – that is, the Casual 
Employee is not truly a regular Casual Employee;  

(b) it is known or reasonably foreseeable that the Casual Employee’s position will 
cease to exist within the next twelve (12) months;  

(c) it is known or reasonably foreseeable that the hours of work which the Casual 
Employee is required to perform will be significantly reduced in the next twelve 
(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 Casual Employee’s hours of work are 
required to be performed in the next twelve (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 the City as a local government organisation would 
contravene a merit selection employment requirement contained in State 
legislation applicable to the City as a local government organisation. 

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

9.5 Where the City refuses a Casual Employee’s request to convert, the City must provide 
the Casual Employee with the City’s reasons for refusal in writing within twenty-one 
(21) days of the request being made. 
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10. HOURS OF WORK  

10.1 Ordinary Hours  

The Ordinary Hours for Full Time Employees will be 1976 per annum (inclusive of all 
categories of leave) resulting in an average of thirty-eight (38) hours per week over a 
period of each 28 days worked. 

10.2 Span of Ordinary Hours 

The span of Ordinary Hours of work on a day on which Ordinary Hours can be worked 
will be:  

(a) Between 6.00 am and 11.00 pm on any day; or  

(b) Work outside of the Span of Ordinary Hours will need to be approved by the 
Manager.  

10.3 Maximum Ordinary Hours in a day 

An Employee may work up to a maximum of ten (10) Ordinary Hours on any day/shift 
(excluding unpaid meal breaks) or by mutual agreement between the City and 
Employee, up to a maximum of twelve (12) Ordinary Hours on any day/shift. 

10.4 Meal Breaks  

Employees will be entitled to receive an unpaid meal break of at least thirty (30) 
minutes for work shifts greater than five (5) hours. In the case of unforeseen 
circumstances, the meal break may be delayed and will be taken as soon as 
practicable, subject to the observance of appropriate health and safety standards. 

10.5 Changes to Employee start, finish and/or meal times  

The City may vary an Employee's start, finish and/or meal times following consultation 
with that Employee, provided that such change is reasonable having regarded:  

(a) the operational requirements of the City;  

(b) the personal circumstances of the Employee;  

(c) the observance of appropriate occupational health and safety standards; and  

(d) the period of notice given to the Employee. 

11. FLEXIBLE WORKING ARRANGEMENT 

(a) An Employee and their manager may agree to Flexible Working Arrangements 
for meeting personal and operational needs. 

(b) An Employee’s request for a Flexible Working Arrangement is to be in writing 
detailing: 

(i) what work arrangements they are seeking; 

(ii) why they want the arrangement; 
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(iii) if they are seeking the arrangement due to : 

(A) pregnancy; 

(B) parental responsibility for a child; 

(C) responsibility as a Carer as defined under the Carers 
Recognition Act 2004 (WA); 

(D) they have a disability; 

(E) they are aged 55 or above; 

(F) they are experiencing family and domestic violence; 

(G) they provide care and support for a family or household member 
who is experiencing family and domestic violence.  

(c) An Employee agrees to ensure that their Flexible Working Arrangements do 
not impact on the required outcomes of the operational requirements and must 
not be taken without the prior approval of their manager. 

(d) A Flexible Working Arrangement may take a form that is suitable to both the 
City and the Employee.  

(e) The intent of Flexible Working Arrangements is to enable a balance between 
work and personal responsibilities and are to be agreed between the City and 
an Employee. 

(f) The intent of Flexible Working Arrangements is not to make up time for failure 
to adhere to work schedules without reasonable excuse. 

(g) If an Employee is working under a Flexible Working Arrangement, it is the 
responsibility of the Employee to ensure their Ordinary Hours continue to 
equate to an average thirty eight (38) hours per week for a Full time Employee 
(Pro Rata for a Part Time Employee). 

(h) Failure to account for hours is a serious matter and may result in either forfeiture 
of future requests for Flexible Working Arrangements and/or disciplinary action 
up to and including termination of employment. 

(i) The City may agree with an Employee to allow a temporary reduction or 
temporary variation of working hours as part of a Flexible Working 
Arrangement.  

(j) An Employee may request to change their Flexible Working Arrangements. 

(k) The City reserves the right to require a revision, temporary postponement or 
cancellation of a Flexible Working Arrangement to fit in with business 
requirements. 

(l) Any changes to a Flexible Working Arrangement shall consider the needs of 
the Employee and the City’s operational requirements and a reasonable 
timeframe to implement the change.  
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(m) Where an Employee makes a request for a change in working arrangements, 
the City will discuss the request with the Employee before responding, and will 
genuinely try to reach agreement on a change that will reasonably 
accommodate the Employee’s circumstances, having regard to their needs, the 
consequences for the Employee if changes are not made, and any reasonable 
business grounds for refusing the request. 

(n) If the request is refused, or an agreement is made that differs from the request, 
the City will provide a written response within 21 days which details the 
business grounds for the refusal and states whether there are any changes in 
working arrangements that can be offered to the Employee. 

(o) This clause applies to a Casual Employee to the extent provided for under the 
MCE Act.  

SECTION 3:  SALARIES AND RELATED MATTERS 

12. CLASSIFICATIONS 

All Employees covered by this Agreement will be classified according to the structure 
set out in APPENDIX 12. 

13. SALARY 

13.1 All Employees covered by this Agreement will be paid in accordance with APPENDIX 
3. 

13.2 Unless otherwise provided for in this Agreement, salaries will be increased during the 
term of this Agreement as outlined below. Increases will take effect from the beginning 
of the first full pay period commencing on or after: 

(a) from 1 July 2024 – 4%; 

(b) from 1 January 2025 – 3%; 

(c) from 1 July 2025 – 4%; 

(d) from 1 July 2026 – 4%. 

13.3 Commencing the first pay period on or after 1 July, salary increases outlined in sub-
clause 13.2 will be applied to the Base Rate of Pay specified in APPENDIX 3, Table 1 
& 2. 

13.4 Work groups identified in APPENDIX 3 Table 3 will not receive the increase identified 
in Clause 13.2 as it is acknowledged that they are paid a Negotiated Rate that exceeds 
the hourly Base Rate of Pay. 

13.5 Remuneration for Work groups identified in APPENDIX 3 Table 3 will be reviewed 
annually and benchmarked against external markets. Increases to remuneration rates 
in APPENDIX 3 Table 3 will be awarded as determined necessary by the CEO and 
subject to the CEO’s sole discretion. 

13.6 In addition to the salary increase identified in clause 13.2, performance-based salary 
increment adjustments will be applied.  Progression through the salary increments 
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identified within APPENDIX 3 Table 1 & 2 is based upon satisfactory performance as 
determined by an annual performance review. 

13.7 As at the first full pay period commencing on or after 1 July 2027, annual salary 
increase will be the greater of 1.5% or as per the Perth Consumer Price Index indicated 
by the annual movement for the March quarter issued by the Australian Bureau of 
Statistics, capped at 2%. 

14. SHIFT PENALTIES 

14.1 A shift penalty of 20% in lieu of all weekday and weekend penalties shall be paid to all 
Employees (excluding Casual Event Parking Rangers) on their Base Rate of Pay listed 
in APPENDIX 3, Table 1.  

14.2 The shift penalty is applicable on all hours worked, irrespective of what roster is being 
worked, except as specified in clause 14.3.  

14.3 For avoidance of doubt the shift penalty is not applicable for: 

(a) all forms of leave, including but not limited to Annual Leave, Personal/Carers 
Leave, Bereavement Leave, Time in lieu, Family Violence Leave, Long Service 
Leave;  

(b) hours worked that incur a separate penalty for overtime and hours worked on 
a public holiday; 

(c) Casual Event Parking Rangers. 

15. OVERTIME  

15.1 From time to time, Employees may be required to work reasonable additional hours to 
their rostered Ordinary Hours to meet operational requirements subject to the 
requirements in the MCE Act. This is known as overtime.  

15.2 Where the City requires Employees to work overtime hours:  

(a) in excess of the Ordinary Hours prescribed in clause 10.1 and 10.2 or  

(b) in excess of the maximum daily Ordinary Hours in clause 10.3;  

then they will be paid for these overtime hours at the following rates: 

When Rate relative to Base Rate of Pay 

Monday to Saturday 150% for the first two (2) hours and 200% 
thereafter 

Sunday 200% 

Public Holiday 250% 

15.3 All overtime is to be calculated and applied to an Employees’ applicable Base Rate of 
Pay.  In computing overtime, each calendar day’s work will stand alone. 
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15.4 Overtime must be authorised in advance by an Employee’s Manager. 

15.5 The shift penalty is not payable on overtime. 

15.6 TIME OFF IN LIEU OF OVERTIME 

(a) By agreement, the Employee may take accrued overtime as time in lieu. Such 
time off shall be equivalent to the amount of overtime worked multiplied by the 
appropriate penalty rate and may be added to annual leave or taken at a 
mutually convenient time. 

(b) Time off in lieu shall be taken at a time mutually agreed by the City and the 
Employee. 

15.7 REST PERIOD WHEN OVERTIME IS WORKED  

(a) If directed to work overtime by the City, the Employee should, where reasonably 
practical, receive a ten (10) hour break (or less by agreement) after completing 
overtime and commencing the next Ordinary Hours shift, or be paid at overtime 
rates until provided such a break. 

b) Where an employee (other than a casual employee) who works overtime and has 
not had at least 10 consecutive hours off duty between the end of the employee’s 
work on one day and the start of the employee’s ordinary hours of work on the 
next day, there will be no loss of pay for ordinary hours of work which occur during 
this absence. 

15.8 RECALLED TO WORK / MINIMUM OVERTIME PERIOD  

a) Subject to the remaining provisions of this clause 15, an Employee recalled to 
work overtime after leaving the City’s premises or worksite, whether or not they 
have received prior notification of the requirement to work overtime before ceasing 
work, will be paid for a minimum of three (3) hours’ work at overtime rates.   

b) An Employee will not be entitled to a minimum of three (3) hours’ work at overtime 
rates where the Employee works such overtime continuous with the Employee’s 
Ordinary Hours.   

c) Any subsequent recall(s) to work overtime occurring within three (3) hours of the 
original recall to work will not attract any additional payments. 

d) An Employee working on a call-back will be paid the appropriate overtime rate 
from the time the Employee departs for work. 

e) Except in the case of unforeseen circumstances arising, the Employee will not be 
required to work the full three (3) hours if the job that the Employee was recalled 
to perform is completed within a shorter period. 

f) Clause 15.8 will not apply in cases where the call-back is continuous subject to a 
reasonable meal break with the commencement of Ordinary Hours. 

15.9 ON-CALL 

(a) An Employee directed by the City to be available for duty outside of the Employee’s 
Ordinary Hours will be on-call.  
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(b) An Employee on-call must be able to be contacted and immediately respond to a 
request to attend work for the whole period on which they are on-call. 

(c) An Employee who is on-call will be paid the following on-call allowance: 

i. Monday to Friday  $27.17 per day; 

ii. Saturday   $40.76 per day; 

iii. Sunday or a public holiday $54.34 per day. 

d) 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. 

(e) On-call allowances per clause 15.9 (c) will remain in place for the duration of this 
Agreement and will not change, unless the annual State Wage Case decision as 
issued by the WAIRC in June/July annually results in an allowance or allowances being 
greater than as listed in the Agreement, the Employer will review the On-Call 
allowance. 

15.10 REMOTE RESPONSE 

a) An Employee who is in receipt of an on-call allowance under clause 15.9 and is 
contacted during the on-call period to immediately: 

(i) respond to phone calls or messages: 

(ii) provide advice (‘phone fixes’): 

(iii) arrange call out/rosters of other Employees; and 

(iv) remotely monitor and/or address issues by remote telephone and/or 
computer access, will be paid the applicable overtime rate per clause 
15 for the time actually taken in dealing with each particular matter. 

b) An Employee remotely responding will be required to maintain and provide to the 
City a time sheet of the length of time taken in dealing with each matter remotely 
for each day starting from the first remote response. The total overtime paid to an 
Employee for all time remotely responding in any day commencing from the first 
response will be rounded up to the nearest fifteen (15) minutes. 

16. SUPERANNUATION  

16.1 The City will make superannuation contributions in accordance with the relevant 
legislation. 

16.2 Superannuation contributions will be paid while receiving payment from the City for 
Paid Parental Leave. Contributions will be made on the basis of the Employee’s current 
salary. 

16.3 During all periods of absence or leave as a result of a work-related injury or illness, 
provided that the Employee is receiving workers’ compensation or regular payments 
directly from the City in accordance with statutory requirements and the Employee 
remains employed by the City, Contributions will be made on the basis that the 
Employee’s pre-injury earnings determine their relevant earnings. 
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16.4 Employees shall have freedom of choice over the complying fund that their 
superannuation contributions are paid to and will be notified on this right at the 
commencement of the Employer’s employment with the Employer. 

16.5 The Employer makes superannuation guarantee contributions (SGC) to the 
Employee’s nominated superannuation fund on the Employee’s behalf, in accordance 
with the Superannuation Guarantee (Administration) Act 1992 (Cth), as amended from 
time to time. The Employer and Employee will be bound by the Employee’s nomination 
of a complying superannuation fund unless the Employee requests and the Employer 
agrees to change the superannuation fund. The Employer will not unreasonably refuse 
the Employee’s request to change their nominated complying superannuation fund or 
scheme. 

16.6 Subject to superannuation legislation, the default fund shall be Aware Super and where 
an Employee fails to nominate a complying superannuation fund then the Employer 
will make superannuation guarantee contributions on behalf of the Employee to the 
default fund until such a time that the Employee nominates a complying 
superannuation fund or scheme. 

17. SUPERANNUATION CO-CONTRIBUTION 

17.1 The Superannuation Co-Contribution scheme assists Employees in building their 
super savings. 

17.2 The rights and obligations in these clauses supplement those in superannuation 
legislation. 

17.3 Where an Employee is eligible to participate in the scheme the City will make an 
additional superannuation contribution (called a Co-Contribution). 

17.4 The Co-Contribution outlined in Clause 17.3 will be made in addition to the 
superannuation contributions made in accordance with the Superannuation Guarantee 
Administration Act 1992 and the Superannuation Guarantee Charge Act 1992. 

17.5 To be eligible for the Co-Contribution outlined in clause 17.3 the Employee must: 

(a) be either Full Time, Part Time or have a minimum of twelve (12) months 
remaining on their term of employment; and 

(b) make a voluntary superannuation contribution that matches the City’s Co- 
Contribution.  

17.6 Employees can voluntarily contribute less than the amount of the City’s Co-
Contribution but they will not be eligible for the Co-Contribution from the City. 

17.7 The City's total superannuation contribution will not exceed 15.5% of an Employee's 
taxable income (this total amount is calculated by adding together the Superannuation 
Guarantee and the City's Co- Contribution). 

17.8 Participation in the Co-Contribution scheme will continue unless the City receives 
notice in writing from the Employee requesting withdrawal from the scheme. 

17.9 Upon receipt of withdrawal notification, participation in the Co-Contribution scheme will 
cease at the end of the next practicable pay period. 
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18. BEATTY PARK MEMBERSHIP 

18.1 Permanent Employees and Fixed Term Contract Employees with at least twelve (12) 
months remaining on their contract are entitled to a subsidised Beatty Park 
Membership of $30.00 per month. 

18.2 Employee Beatty Park Membership is reviewed annually to account for increased 
membership fees and CPI. If Employee membership fees are increased, the CEO will 
advise staff. 

SECTION 4:  LEAVE & WORKING ARRANGEMENTS 

19. ANNUAL LEAVE 

19.1 Annual leave for Employees covered under this Agreement are set out and provided 
for in the MCE Act. This clause supplements or deals with matters incidental to the 
MCE Act provisions. 

19.2 The Employee will be paid an annual leave loading of 20% calculated on the 
Employee's Base Rate of Pay in addition to payment for annual leave provided. 

19.3 Upon termination, an Employee will be entitled to be paid the Employee's untaken 
accrued annual leave in accordance the MCE Act.  

19.4 Annual leave in advance 

(a) The City and an Employee may agree in writing to the Employee taking a period 
of paid annual leave before the employee has accrued an entitlement to that 
leave. 

(b) An agreement must: 

(i) state the amount of annual leave to be taken in advance and the date 
on which leave is to commence; and 

(ii) be signed by the City and Employee and, if the employee is under 18 
years of age, by the Employee’s parent or guardian. 

(c) The City must keep a copy of any agreement under clause 19.4 as an employee 
record. 

(d) If, on the termination of an Employee’s employment, the Employee has not 
accrued an entitlement to all of a period of paid annual leave already taken in 
accordance with an agreement under clause 19.4, the City may deduct from 
any money due to the Employee on termination an amount equal to the amount 
that was paid to the Employee in respect of any part of the period of annual 
leave taken in advance to which an entitlement has not been accrued. 

19.5 Cashing Out of Annual Leave 

(a) Paid annual leave must not be cashed out except in accordance with an 
agreement under clause 19.5. 
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(b) Each cashing out of a particular amount of paid annual leave must be the 
subject of a separate agreement under clause 19.5. 

(c) The City and an Employee may agree to cashing out annual leave.  This 
agreement must:  

(i) be in writing; 

(ii) state the amount of leave to be cashed out;  

(iii) State the payment to be made to the Employee and the date on which 
the payment is to be made; 

(iv) be signed by the City and the Employee and, if the Employee is under 
18 years of age, by the Employee’s parent or guardian. 

(d) The payment of any amount of cashed out annual leave 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. 

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

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

(g) The City must keep a copy of any agreement under clause 19.5 as an 
Employee record. 

19.6 This clause 19.5 does not apply to a Casual Employee. 

20. SPECIAL LEAVE 

20.1 An Employee, other than a Casual Employee, is entitled to one (1) week paid special 
leave per year (Pro Rata for Part-Time Employees). 

20.2 An Employee's entitlement to paid special leave accrues progressively during a year 
of service according to the Employee's Ordinary Hours and accumulates from year to 
year. 

20.3 Over each twelve (12) month period, an Employee is entitled to cash out their special 
leave, subject to the City’s agreement entitlement in minimum of one (1) day 
increments.  This is to provide flexibility to Employees. 

20.4 An Employee has an excessive special leave accrual if the Employee has accrued 
more than two (2) weeks' paid special leave. 

20.5 If an Employee has an excessive leave accrual, the manager or relevant supervisor 
will enter into discussions with the Employee with a view to reducing or eliminating the 
excessive leave accrual within an agreed period. 

20.6 The Employee will be paid a leave loading of 20% calculated on the Employee's Base 
Rate of Pay in addition to payment for leave provided. 
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20.7 If, on the termination of the Employee's employment, special leave has not been taken, 
the untaken special leave entitlements will be paid out to the Employee at the Base 
Rate of Pay plus the shift penalty. 

21. EXTRA WEEK OF ANNUAL LEAVE FOR SHIFT WORKERS 

21.1 Shift workers (Rangers) are entitled to one (1) extra week of annual leave. 

22. PERSONAL LEAVE/CARERS LEAVE 

22.1 All Employees, excluding Casuals, are entitled to twelve (12) days of personal 
leave/carers leave per year (Pro Rata for Part Time Employees). 

22.2 Personal leave will be granted on commencement of employment and each 
subsequent employment anniversary. 

22.3 After the commencement of four (4) years of service, personal leave days will increase 
to fourteen (14) days personal leave per annum. 

22.4 An Employee may take personal/carer's leave because: 

(a) the Employee is unfit for work because of a personal illness or injury; 

(b) the Employee must attend health related appointments; or 

(c) to provide care or support to a member of the Employee's immediate family or 
household, who requires care or support because of a personal illness or injury 
or because of an unexpected emergency affecting the member. 

22.5 Employees must provide evidence in the form of a medical certificate or other evidence 
that would satisfy a reasonable person for all absences on paid personal leave of three 
days or more, or when the City has previously requested in writing that a medical 
certificate must accompany absences on paid personal leave. 

22.6 For avoidance of doubt, untaken personal leave is not paid out on termination of 
employment. 

22.7 Casual Employees are entitled to unpaid personal leave in accordance with the MCE 
Act. 

23. PERSONAL LEAVE DURING ANNUAL LEAVE 

23.1 Should an Employee suffer ill health or injury during the time when they are absent on 
annual leave, then the Employee's annual leave accrual will not be reduced by the 
personal leave period providing: 

(a) application for replacement shall be made upon resuming work with the 
production of a medical certificate from a registered medical practitioner that 
they were unfit. 

(b) replacement of paid annual leave by paid personal leave shall not exceed the 
period of paid personal leave to which the Employee was entitled at the time 
they proceeded on annual leave and shall not be made with respect to fractions 
of a day. 



 

 

 
  page 18 

 

(c) where paid personal leave has been granted by the City in accordance with this 
subclause, that portion of annual leave equivalent to the paid personal leave 
may be taken at another time mutually agreed to by the City and Employee or 
failing agreement, shall be added to the Employee's next period of annual 
leave. 

(d) payment for replaced annual leave shall be at the rate of salary applicable at 
the time the leave is subsequently taken. 

24. BEREAVEMENT LEAVE 

24.1 A Full Time or Part Time Employee will be entitled to five (5) days of bereavement leave 
if: 

(a) they wish to attend a funeral/memorial service of an Employee's immediate 
family, member of the household or personal friend. 

(b) a member of their immediate family or household dies, or contracts or develops 
a life- threatening illness or injury; 

(c) a baby in their immediate family or household is stillborn; 

(d) they have a miscarriage; or 

(e) their current spouse or de facto partner or surrogate has a miscarriage. 

24.2 A Casual Employee will be entitled to two (2) days of bereavement leave based on the 
above criteria.  

25. PARENTAL LEAVE 

25.1 Eligibility 

a) Eligible Employees are entitled to parental leave after 12 months continuous service 
with the Employer in accordance with the provisions of this clause and within the City’s 
Parental Leave Management Practice. Parental Leave is defined in the Fair Work Act 
and includes leave taken for the birth or adoption of a child. 

b) Parental Leave is only available to Employees who have or will have a responsibility 
for the care of the newborn(s) or adopted child.  

25.2 Evidence 

The Employee will require evidence from a registered medical practitioner of the actual or 
expected date of birth, or evidence of the day or expected placement date of a child, as well 
evidence that the employee has or will have a responsibility for the care of the child in relation 
to an application for paid parental leave.  

25.3 Basic Entitlement 

a) Full-time, part-time and long term Casual Employees are entitled to, after 12 months 
continuous service with the Employer, unpaid parental leave following the birth or 
adoption of a child in accordance with the FW Act. The entitlement to parental leave is 
up to 12 months unpaid parental leave.  
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b) The Employee may request to extend the initial period of unpaid parental leave for a 
further 12 months unpaid leave, providing the request is in writing and provided to the 
Employer at least four (4) weeks before the end of the available unpaid parental leave 
period.  

c) In the case of a pregnant Employee, parental leave can start up to six (6) weeks before 
the expected date of birth, or earlier if the Employer and Employee agree.  

d) If the Employee is not giving birth, parental leave may start on the date of birth or 
placement of the child.  

e) An Employee may be eligible to take flexible unpaid parental leave in accordance with 
the Fair Work Act.  

25.4 Paid Parental Leave 

a) Full Time and Part Time Employees may be eligible for paid parental leave in 
accordance with the City’s Parental Leave Management Practice as amended from 
time to time. 

b) The Parental Leave Management Practice is not incorporated into and does not form 
part of this Agreement. 

25.5 Other Leave 

a) The Employee may take other forms of paid leave to which they are entitled, such as 
annual, special or long service leave, in substitution for some or all of the parental 
leave period. This does not extend the overall maximum period of Parental Leave. 

 

25.6 Return from Leave 
  
An Employee returning from periods of Parental Leave are entitled to the same 
position held by them immediately before going on leave, or if this position is no 
longer available, a position as nearly comparable in status and wage to that of their 
former position. 

a) If the Employee is seeking approval for either:  

(i) an additional period of leave, or  

(ii) a change to terms of their position,  

the request must be provided in writing at least four (4) weeks before the expected 
return to work date so that options can be considered. 

26. LONG SERVICE LEAVE 

26.1 Employees will be entitled to Long service leave in accordance with the WA Local 
Government (Long Service Leave) Regulations.  
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27. CULTURAL LEAVE FOR ABORIGINAL AND TORRES STRAIT ISLANDERS 
EMPLOYEES  

27.1 Full time Employees who identify as Aboriginal or Torres Strait Islander are entitled to 
receive up to five (5) days of paid leave per calendar year (non-accumulative) to 
participate in cultural and ceremonial obligations, and community cultural events. Part 
Time Employees are entitled to take this leave on a Pro Rata basis.  

27.2 Should an Employee who identifies as Aboriginal or Torres Strait Islander seek to take 
in excess of five (5) days paid leave as per clause 24.1, they may utilise other 
applicable paid leave balances or apply for leave without pay.  

27.3 The Employee must, if required by the City, provide reasonable evidence of the 
legitimate need for this leave.  

27.4 When authorising Employees to take this leave, the City will consider the operational 
requirements of the workplace and will not unreasonably refuse an application for the 
taking of the leave. 

28. FAMILY AND DOMESTIC VIOLENCE LEAVE 

28.1 For the purpose of this clause, family and domestic violence is defined as any violent, 
threatening or other abusive behaviour by a person against a member of the person's 
family or household. To avoid doubt, this definition includes behaviour that: 

(a) is physically or sexually abusive; or 

(b) is emotionally or psychologically abusive; or 

(c) is economically abusive; or 

(d) is threatening; or 

(e) is coercive; or 

(f) in any other way controls or dominates the family or household member and 
causes that person to feel fear for their safety or wellbeing or that of another 
person; or 

(g) causes a child to hear or witness, or otherwise be exposed to the effects of, 
such behaviour. 

28.2 An Employee, other than a Casual Employee, experiencing family and domestic 
violence will have access to up to twenty (20) additional days per year (non-cumulative) 
of paid family and domestic violence leave for the purpose of: 

(a) attending legal proceedings, counselling, appointments with a medical or legal 
practitioner; 

(b) relocation or making other safety arrangements; or 

(c) other activities associated with the experience of family violence. 

28.3 This leave will be in addition to existing leave entitlements and may be taken as 
consecutive or single days, or as a fraction of a day. 
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28.4 A Casual Employee experiencing family and domestic violence will have access to up 
to ten (10) days per year (non-cumulative) of paid family and domestic violence leave.  
Once Casual Employees have exhausted their paid leave entitlements, they are 
entitled to an additional 5 days of unpaid leave to deal with Family and Domestic 
Violence matters for every 12-month calendar period. This leave does not accumulate 
from year to year.  

28.5 An Employee who provides support to a person experiencing family violence may use 
personal leave for the purpose of: 

(a) accompanying the person to legal proceedings, counselling, appointments with 
a medical or legal practitioner; 

(b) assisting with relocation or other safety arrangements; or 

(c) other activities associated with family violence including caring for children. 

28.6 Upon exhaustion of the leave entitlement in clause 28.2 an Employee may use 
personal leave if eligible for medical appointments, legal proceedings and other 
activities related to their experiencing of family violence. 

28.7 The Employee shall give the City notice as soon as practicable of their request to take 
leave under this clause. The notice must advise of the period or expected period of the 
leave. 

28.8 An Employee experiencing family violence may raise the issue of family violence with 
a contact officer nominated by the City, their immediate supervisor or their Manager. 

28.9 The City may require the Employee to substantiate the need for leave by the production 
of evidence that will satisfy a reasonable person that the leave is to be taken for a 
reason specified in clause 28.2 or in clause 28.4. Evidence may include but not be 
limited to: 

(a) court orders; 

(b) police reports; 

(c) documents issued by a health professional; 

(d) documents issued by a financial institution; 

(e) hospital incident reports; and/or 

(f) incident reports from a community service organisation registered with the 
Centre for Women’s Safety and Wellbeing.  

28.10 Personal information in relation to family violence will be kept confidential and will not 
be kept on the Employee's personnel file. 

29. VOLUNTEER LEAVE 

29.1 For a given twelve (12) month period, Employees will have access to two (2) days of 
paid volunteer leave (non-cumulative).   
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29.2 Eligible organisations include community-based non-profit organisations and 
charitable groups.. 

29.3 Paid volunteer leave does not accumulate and is not paid out on termination of 
employment. 

30. PURCHASED LEAVE ABSENCES 

30.1 Purchased leave is a scheme whereby Employees enter into a Purchased Leave Plan 
in order to purchase and access paid leave in addition to their normal entitlement to 
paid annual leave entitlement. 

30.2 Eligible Employees may apply to purchase up to four (4) weeks additional leave per 
annum in accordance with the requirements set out in this clause 30. 

30.3 The Purchased Leave Plan requires up to twelve (12) month participation, whereby an 
Employee can request to take a reduced rate of pay spread over three (3), six (6), nine 
(9) or twelve (12) months for a Purchased Leave Period and receive an additional 
week's leave for each three (3) months of reduced salary between 1 January and 31 
December. 

30.4 Eligibility 

(a) A Full Time or Part Time Employee who has continuing employment; an 
Employee with at least twelve (12) months remaining on their fixed term 
appointment; or a reasonable expectation of at least twelve (12) months 
remaining on their maximum term appointment may apply to enter into a 
Purchased Leave Plan with the City to purchase either one (1), two (2), three 
(3) or four (4) weeks additional leave (Pro Rata for Part Time Employees) in a 
twelve (12) month period. 

(b) Purchased leave is available to Employees where they have, at the time of 
applying to purchase additional leave, an annual leave balance of no more than 
eight (8) weeks (Pro Rata for Part Time Employees). 

(c) All other accrued leave entitlements, with the exception of personal/carer's 
leave, must be exhausted prior to taking Purchased Leave Absences or 
remaining accrued leave entitlements must be included in the agreed 
Purchased Leave Plan as part of the purchased leave request. 

(d) The Purchased Leave Absences will be funded through the reduction in the 
Employee's Base Rate of Pay. To calculate the purchased leave rate of pay, 
the Employee's base salary rate will be reduced by the number of weeks of 
purchased leave and then calculated at a Pro Rata rate over the applicable 
Purchased Leave Period  as provided for clause 30.3. 

(e) The following Employees are not eligible to participate: 

(i) Casual Employees; 

(ii) those employed as a Trainee; 

(iii) those employed as an Apprentice; 
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(iv) Employees on a Supported Wage; or 

(v) Employees classified as a level 1. 

30.5 Application for Purchased Leave 

(a) An Employee may apply to purchase leave by completing the Purchased Leave 
Application Form.  The application must include the intended dates of taking 
the purchased leave to assist the Director in determining the impact of such 
leave on the Section and to consider peak periods of workload. 

(b) An Employee will need to apply for Purchased Leave Absences, in advance, 
by the application closing date for each effective scheme participation starting 
date which will be as follows: 

Scheme 
participation 
starting date 

Application 
closing date 

Number of months 
that salary is 
spread over 

Maximum 
purchased leave 

permissible 

1 January 30 November 12 months Up to 4 weeks 

1 April 28 February 9 months Up to 3 weeks 

1 July 31 May 6 months Up to 2 weeks 

1 October 31 August 3 months 1 week 

(c) Purchased leave absences and other leave arrangements must be agreed 
between the Employee and their Manager before forwarding the application to 
the Executive Director for approval. 

(d) Access to purchased leave is subject to approval by the City, taking into 
consideration operational requirements, the Employee's current performance 
and fairness and equity to the section’s Employees. 

(e) Operational requirements may include: 

(i) the availability of suitable leave cover, if required; 

(ii) the cost implications; 

(iii) the impact on service requirements; 

(iv) the impact on the work of other Employees. 

(f) When requesting to take a period of Purchased Leave Absences, the leave 
type is to be specified as purchased Leave. 

30.6 Commencement and participation in Purchased Leave Plan 

(a) Subject to an Employee's application being agreed to, participation in a 
Purchased Leave Plan will commence from the earliest practicable pay period. 
The starting date cannot be backdated and will be prospective only. 
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(b) Purchased leave cannot be taken in periods of less than one week (or pro-rata 
for Part Time Employees) and cannot be taken at half pay or any other reduced 
rate; or at double pay or any other increased rate. 

(c) Allowances, loadings and penalties will not be paid during periods of Purchased 
Leave Absences. 

(d) Periods of Purchased Leave Absences will be paid at the Reduced Pro Rata 
Rate which is calculated on the Employee's Base Rate of Pay. 

(e) Where an Employee takes leave in accordance with this clause, the period of 
Purchased Leave Absence shall not constitute a break in service and shall 
count as service for all purposes of this Agreement. 

(f) Any salary increases or decreases (e.g. Industrial Agreement increases, 
increment promotion, and reclassification) during the Purchased Leave Period 
will affect the total cost of the purchased leave and will be reconciled 
accordingly. 

30.7 Request to vary Purchased Leave Plan 

(a) It is expected that leave will be taken on the proposed dates indicated in the 
approval. 

(b) Variations to Purchased Leave Plans will require Manager Approval. 

30.8 Annual Leave & Special Leave 

(a) During the Purchased Leave Period annual leave and special leave 
entitlements will continue to accrue in accordance with this Agreement.  Annual 
leave & special leave taken during the Purchased Leave Period will, however, 
be paid at the Reduced Pro Rata Rate. 

30.9 Other Leave & Public Holidays 

(a) All other leave will continue to accrue in accordance with this Agreement and 
the MCE. 

(b) All other leave taken during the Purchased Leave Period will be paid at the 
applicable Reduced Pro Rata Rate. 

(c) Public holidays which fall during the Purchased Leave Period will be paid at the 
Reduced Pro Rata Rate. 

30.10 Promotion, Secondment or Transfer 

(a) If the Employee changes their position within the City, a new Purchased Leave 
Plan must be negotiated. 

(b) Unused deductions will be paid to the Employee in a lump sum or, at the 
discretion of the operational Manager or Executive Director, transferred to a 
new Purchased Leave Plan. 
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30.11 Higher Duties Allowance 

(a) If an Employee participating in the Purchased Leave Plan becomes eligible for 
a higher duties allowance, the appropriate allowance will be paid 
commensurate with the Reduced Pro Rata Rate and subject to the approval by 
the Executive Director to continue in the Purchased Leave Plan. 

30.12 Overtime 

(a) Where overtime is approved during the Purchased Leave Period it shall be paid 
at the Base Rate of Pay in accordance with the applicable overtime rate.  

30.13 Superannuation  

(a) Superannuation contributions made during the scheme will be made on the 
Employees' Reduced Pro Rata Rate. Employees are encouraged to obtain 
independent financial advice before applying to participate in the arrangement.  

30.14 Workers Compensation 

(a) Normal workers compensation rules, regulations, policy and procedures apply 
but are not incorporated into this Agreement.  

(b) Periods where Employees are in receipt of approved workers compensation 
payment are treated as non-participatory service for the purpose of the 
Purchased Leave Plan. 

(c) During non-participatory periods Employees will be paid at the rate they would 
receive if not participating in the Purchased Leave Plan. If the period is unpaid 
leave, no salary will be paid.  

(d) Where a period of approved workers’ compensation exceeds three (3) months, 
participation in the Purchased Leave Plan will be terminated.  

(e) Purchased leave deductions will be reconciled at the earliest possible time and 
taxed accordingly. 

30.15 Termination of Purchased Leave Plan 

(a) The Purchased Leave Plan automatically ceases on 31 December. 

(b) Employees are required to take the Purchased Leave Absences in the 
Purchased Leave Period. 

(c) Purchased leave deductions will be reconciled at the end of the Purchased 
Leave Period: 

(i) any overpayment will be deducted from the next practicable pay period; 
and 

(ii) underpayments due to unused purchased leave or a reduction in salary 
at the end of period will be refunded in one lump sum at the next 
practicable pay period and taxed accordingly.  
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30.16 Withdrawal from the Purchased Leave Plan 

(a) Employees may elect to withdraw from the Purchased Leave Plan. This must 
be done in writing and submitted to the Employee’s Manager.  

(b) Participation will cease at the end of the next practicable pay period and the 
Employee will revert to their normal rate of pay at the beginning of the next 
practicable pay period. 

(c) The purchased leave that has been funded will be paid out in one lump sum at 
the next practicable pay period and taxed accordingly. 

(d) Any salary overpaid in the event of early withdrawal from the purchased leave 
arrangement will be deducted from the next practicable pay period. 

30.17 Termination of employment 

(a) If an Employee resigns, retires or otherwise their employment is terminated, the 
Purchased Leave Plan will cease. 

(b) The total value of the Purchased Leave Plan will be reconciled, and any unused 
purchased leave will be paid to the Employee in their final pay.  

(c) Any salary overpaid in the event of early withdrawal from the Purchased Leave 
Plan will be deducted from the Employee’s termination payments 

SECTION 5:  NOTICE PERIOD AND REDUNDANCY 

31. PROBATION 

31.1 If the Employee is a new Employee, they will initially be employed for six (6) months 
on a probationary basis. 

31.2 The six (6) month probationary period may be extended by up to a further three (3) 
months if the City has any concerns with the Employees ongoing employment. The 
entire period of probation will not extend beyond nine (9) months from the initial start 
date. 

31.3 The Employee will not be offered ongoing employment if they do not complete the 
probationary period satisfactorily. 

31.4 The City may waive the probationary period before it is completed if it is satisfied that 
the Employee is sufficiently skilled, and that the Employee is suitable for ongoing 
employment. 

31.5 During the probationary period, either party may terminate the employment on the 
provision of one (1) week's notice, or payment or forfeiture in lieu of notice.  

32. NOTICE PERIOD 

32.1 Notice period for permanent and fixed term Employees are outlined below: 
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Length of Service Notice Period 

1 year or less 1 week 

More than 1 year to 3 years 2 weeks 

More than 3 years to 5 years 3 weeks 

More than 5 years 4 weeks 

32.2 The City will be required to provide Employees (other than Casual Employees) aged 
forty-five (45) years of age or older who have completed at least two (2) years 
Continuous Service with the City an additional week of notice.  

32.3 A period of notice given by an Employee who has terminated their employment can 
only be reduced by agreement with City.  

32.4 The City will provide the Employee with notice in accordance with clause 32 other than 
in circumstances of serious misconduct. The City may end the employment of an 
Employee without notice if the Employee is found to have engaged in serious 
misconduct. 

33. REDUNDANCY 

33.1 Discussions before Termination 

(a) Where the City has made a definite decision to make the position an Employee 
currently holds Redundant, and that decision may lead to the termination of 
employment, the City shall hold discussions with the Employee(s) directly 
affected and a representative of their choice consistent with clause 33. 

(b) The discussions shall take place as soon as is practicable after the City has 
made a definite decision which will invoke the provisions of paragraph (a), and 
shall cover, among other things, any reasons for the proposed terminations, 
measures to avoid or minimise the terminations and measures to mitigate any 
adverse effects of any terminations on the Employee(s) concerned’. 

(c) For the purposes of the discussion, the City shall, as soon as practicable, 
provide in writing to the Employee(s) concerned and their representative:  

(i) all relevant information about the proposed terminations including the 
reasons for the proposed terminations; 

(ii) the number and categories of Employees likely to be affected;  

(iii) the number of workers normally employed; and  

(iv) the period over which the terminations are likely to be carried out.  

(d) The City shall not be required to disclose confidential information, the 
disclosure of which would be inimical to the City’s interests. 

33.2 Re-deployment 

(a) When an Employee's position has been made Redundant and they are offered 
redeployment to an alternative position at the same level and salary as their 
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redundant position that is within their skill, competence and training, they will 
not be entitled to a Redundancy package.  

(b) An Employee occupying a position that has been deemed to be Redundant 
shall be provided the opportunity to discuss and agree with the City the option 
of retraining and re-deployment to an alternative vacant position, where the 
position is at a lower level and/or lower rate of pay. The City will use all 
reasonable endeavours to place the Employee in an alternative position. 

(c) Where the offer of an alternate role is at a lower level and salary than the 
Employees role that has been made redundant, the Employee will not be 
required to accept this offer and may opt for the redundancy provisions.  

33.3 Transfer to Lower Paid Duties 

(a) Where an Employee is transferred to lower paid duties for reasons of their 
position being made Redundant due to organisational change, the Employee 
shall be paid at the hourly Base Rate of Pay of his or her former position for a 
period of twenty-four (24) months following the date of transfer. 

33.4 Redundancy Pay 

(a) Where an Employees employment is terminated by the City for Redundancy 
(other than in cases of wilful misconduct) the following Redundancy pay shall 
apply, provided that the Redundancy payments shall not exceed the amount 
which the Employee would have earned if employment with the City had 
proceeded to the Employee's normal retirement date, and notwithstanding that 
additional payment may be agreed between the parties for voluntary 
severance.  

(b) In addition to the period of notice Redundancy Pay will be in accordance with 
the table below: 

 

Employees period of Continuous 
Service on termination 

Redundancy Package 

Less than 1 year of service No Entitlement 

At least 1 year but less than 2 years 4 Weeks 

At least 2 years but less than 3 years 6 Weeks 

At least 3 years but less than 4 years 9 Weeks 

At least 4 years but less than 5 years 12 Weeks 

At least 5 years but less than 6 15 Weeks 

At least 6 years but less than 7 18 Weeks 

At least 7 years but less than 8 21 Weeks 

At least 8 years but less than 9 24 Weeks 

At least 9 years but less than 10 27 Weeks 

At least 10 years 30 weeks 
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Employees period of Continuous 
Service on termination 

Redundancy Package 

Thereafter 3 weeks per year to a maximum of 52 
weeks 

33.5 Employee Leaving During Notice 

An Employee whose employment is terminated for reasons of their position being 
made redundant due to organisational change, may terminate their employment during 
the period of notice and, if so, shall be entitled to the same benefits and payments 
under this clause had they remained with the City until the expiry of such notice. In 
such circumstances the Employee shall not be entitled to payment in lieu of notice. 

33.6 Time Off During Notice Period 

During the period of notice of termination given by the City, an Employee shall be 
allowed up to one day's time off without loss of pay during each week of notice for the 
purpose of seeking other employment. If the Employee has been allowed paid leave 
for more than one day during the notice period for the purpose of seeking other 
employment, the Employee shall, at the request of the City, be required to produce 
proof of attendance at an interview or shall not receive payment for the time absent. 

33.7 Employees with Less than One Year's Service 

This clause shall not apply to an Employee with less than one (1) year's Continuous 
Service and the general obligation on the City should be no more than to give a relevant 
Employee an indication of the impending Redundancy at the first reasonable 
opportunity, and to take such steps as may be reasonable to facilitate the obtaining by 
the Employee of suitable alternative employment. 

33.8 Employees Exempted 

This clause shall not apply where employment is terminated as a consequence of 
serious misconduct that justifies dismissal, including malingering, inefficiency or 
neglect of duty, or in the case of a Casual Employee, or an Employee engaged for a 
specific period of time or for a specified task or tasks. 

SECTION 6:  CONSULTATION AND DISPUTE SETTLEMENT 

34. CONSULTATION WITH EMPLOYEES 

34.1 This clause 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 significant effect on the Employees; or  

(b) proposes to introduce a change to the regular roster or Ordinary Hours of work.  

34.2 If the City has made a decision referred to in sub clause 34.1(a) then:  

(a) the City must notify the relevant Employees of the decision to introduce the 
major change; and 
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(b) subclauses 34.3 to 34.8 apply.  

34.3 The relevant Employees may appoint a representative for the purposes of the 
procedures in this clause 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 City of the identity of the representative; 
the City must recognise the representative. 

34.4 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 City is taking to avert or mitigate the adverse effect of the 
change on the Employees; and  

(b) For the purposes of the discussion — provide, in writing, to the relevant 
Employees:  

(i) all relevant information about the change including the nature of the 
change proposed; and  

(ii) information about the expected effects of the change on the Employees; 
and  

(iii) any other matters likely to affect the Employees.  

(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).  

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

34.6 The City must give prompt and genuine consideration to matters raised about the major 
change by the relevant Employees. 

34.7 If another clause in this Agreement provides for a major change to production, program, 
organisation, structure or technology in relation to the enterprise of the City, the 
requirements set out in subclauses 34.2(a), 34.3 and 34.5 are taken not to apply. 

34.8 In this clause, 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 City’s workforce or to 
the skills required of Employees; or  
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(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. 

35. CONSULTATIVE COMMITTEE  

35.1 A Consultative Committee will be established.  

35.2 The Committee will comprise of Employee representatives, elected by the Employees 
who are covered by this Agreement and the City of Vincent Industrial Agreement 2024, 
and at least one City representative appointed by the CEO. An Employee appointed to 
the Committee may invite a representative of the WASU (Union)  to participate in a 
Consultative Committee meeting. 

35.3 Employees will be paid for attendance at Consultative Committee meetings as if they 
had worked their normal roster. 

35.4 The Consultative Committees will be a forum for consultation on matters including:  

(a) workload management; 

(b) local industrial issues;  

(c) Fixed Term Contract employment, Casual employment and labour hire usage; 

(d) contracting of services; 

(e) changes to work organisation and/or work practices; 

(f) improving work health and safety; 

(g) flexible work practices;  

(h) performance appraisals, staff development and professional learning; 

(i) City implementation of recommendations from Council or Government 
decisions, policies and initiatives; 

(j) City implementation of other aspects of this Agreement; and 

(k) any other matters as agreed between the City and the Employees. 

35.5 The Consultative Committee may agree additional terms of reference for the election 
of members, Committee composition, its purpose and objectives. For avoidance of 
doubt those terms of reference will not form part of this Agreement. 
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36. DISPUTE RESOLUTIONS PROCEDURE   

36.1 If a dispute relates to a matter arising under this Agreement or employment matter, this 
clause sets out procedures to settle the dispute.  

36.2 A party to the dispute may appoint another person, organisation or association to 
accompany or represent them in relation to the dispute. 

36.3 In the first instance, the parties will attempt to resolve the matter at the workplace level, 
including, but not limited to:  

(a) through discussions between the Employee or Employees concerned and the 
relevant supervisor and/or management; and 

(b) if such discussions do not resolve the dispute, through discussions between 
the Employee or Employees concerned, a designated Manager or Executive 
Director will intervene as appropriate.  The Manager or Executive Director will 
intervene as appropriate. 

36.4 If a dispute is unable to be resolved at the workplace, and all agreed steps for resolving 
it have been taken, a party to the dispute may refer the matter WAIRC for resolution 
under section 44 of the Act. 

36.5 It is a term of this Agreement that while the parties are trying to resolve the dispute 
using the procedures in this term: 

(a) an Employee must continue to perform their work as they would normally unless 
the Employee has a reasonable concern about an imminent risk to their health 
or safety; and  

(b) an Employee must comply with a direction given by the City to perform other 
available work at the same workplace, or at another workplace, unless: 

(i) the work is not safe; or 

(ii) applicable work health and safety legislation would not permit the work 
to be performed. 

37. UNION TRAINING LEAVE AND DELEGATE RIGHTS 

37.1 In order to assist the resolution of disputes that may arise during the life of this 
Agreement, two (2) Union Delegates shall be allowed leave with pay for up to five (5) 
days per annum to attend trade union training courses conducted by the Union, subject 
to the following conditions:  

(a) not less than four (4) weeks' notice is to be given to the City of the date of 
commencement of the training course, including an agenda with the times at 
which the course is conducted.  

(b) that the City is able to make adequate staffing arrangements during the period 
of such leave. 

(c) leave granted pursuant to this clause shall be subject to the contents of the 
course being consistent with the objectives and interests of the City, who shall 
not unreasonably withhold their approval of leave pursuant to this clause. 
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APPENDIX 2 - CLASSIFICATION OF POSITIONS 

This classification structure consists of skill-based classifications defined according to the 
following skill descriptors. Various positions may also require Employees to hold and maintain 
appropriate licences, certificates and/or tickets for the operation of machinery, plant and/or 
tools. 

The indicators should not be taken in isolation as the "best fit" principle applies. 

Position descriptions shall be used as the primary source for classifying positions and the 
position shall be evaluated and considered against the classification definitions. 

A.5 Level 5 

Level 5 covers technical, administrative and trades Employees undertaking duties and 
responsibilities in excess of Level 4 (a comparator for Level 4 can be found in the City 
of Vincent Industrial Agreement 2024). 

A.5.1 Authority and accountability: The exercise of discretion within standard practices 
and processes and may involve the exercise of high precision occupational skills using 
various specialised techniques, systems, equipment, methods or processes. Positions 
provide local decisions, direction, leadership and on-the-job training to supervised 
Employees or groups of Employees. 

A.5.2 Judgment and problem solving: Skills to solve problems which require assessment 
of a range of options having elements of complexity in reaching decisions and making 
recommendations. For supervisors, the work processes often requires the 
quantification of the amount of resources needed to meet those objectives. Assistance 
may be readily available from other staff in the work area in solving problems. 

A.5.3 Specialist knowledge and skills: Specialist knowledge in a number of advanced skill 
areas relating to the more complex elements of post-trades or specialist disciplines 
either through formal training programs or on-the-job training. 

A.5.4 Management skills: May require skills in co-ordinating a team of Employees, to 
motivate and monitor performance against work outcomes. Positions may lead large 
groups of Employees at the 'work place’. 

A.5.5  Interpersonal skills: Persuasive communication skills are required to participate in 
specialised discussions to resolve issues, including explaining policy to the public 
and/or others and reconciling different points of view. 

A.5.6 Qualifications and experience: Positions require thorough working knowledge and 
experience of all work procedures for the application of technical, trades or 
administrative skills, based upon suitable certificate or post-certificate level 
qualifications which may include post-trade certificate and/or other post-secondary 
qualification below diploma or degree; or extensive knowledge and skill gained through 
on-the-job training in accordance with the requirements of the work in this level. 

A.6 Level 6 

Level 6 covers administrative, technical or trades Employees undertaking duties and 
responsibilities in excess of Level 5. 
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A.6.1 Authority and accountability: May be responsible for providing a 
specialised/technical service and for completing work with elements of complexity. May 
make internal and external recommendations which represent the City to the public 
and/or other organisations. Employees are accountable for the quality, effectiveness, 
cost and timeliness of the programs, projects or work plans under their control and for 
safety and security of the assets being managed. 

A.6.2 Judgment and problem solving: Judgment and problem solving skills are required 
where there is a lack of definition requiring analysis of a number of options. Typical 
judgments may require variation of work priorities and approaches; some creativity and 
originality may be required. Guidance and counsel may be available within the time 
available to make a choice. 

A.6.3 Specialist knowledge and skills: Employees have advanced knowledge and skills in 
a number of areas where analysis of complex options is involved. 

A.6.4 Management skills: May provide higher level supervision of groups of operational, 
administrative, trades or technical Employees. Employees supervised may be in a 
number of different work areas, requiring motivation, monitoring, managing and co-
ordination to achieve specific outputs. Positions may require an understanding and 
implementation of relevant employment policies and practices. 

A.6.5 Interpersonal skills: Skills to communicate with Employees in lower levels and the 
public. Employees in this level are expected to write detailed and non-standard reports 
and correspondences in their field of expertise. 

A.6.6 Qualifications and experience: Positions require working knowledge and experience 
of all work procedures for the application of technical, trades or administrative skills in 
the most complex areas of the job and suitable qualifications, which may include a 
diploma or advanced diploma; or appropriate in-house training or equivalent. 

A.7 Level 7 

Level 7 covers specialist technical Employees undertaking duties in excess of Level 6 
and is the entry level for graduate professional Employees. 

A.7.1 Authority and accountability: Provides professional and/or specialist technical 
services to complete assignments or projects in consultation with other Employees. 
May work with a team of Employees requiring the review and approval of more complex 
elements of the work. 

A.7.2 Judgment and problem solving: Problems require assessment of a range of options 
having elements of complexity in reaching decisions and making recommendations. 
Precedent is available from the City's internal sources, and assistance is usually 
available from other professional and/or specialist technical Employees in the work 
area. 

A.7.3 Specialist knowledge and skills: Positions require considerable knowledge and a 
level of skill in a specific area to resolve issues having elements of complexity which 
may not be clearly defined. 

A.7.4 Management skills: Technical and administrative Employees at this level may 
manage minor projects involving Employees in lower levels and other resources. 
Graduate professional Employees at this level are not expected to perform such 
management functions. 
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A.7.5 Interpersonal skills: Persuasive skills are required to participate in technical 
discussions to resolve problems, explain policy and reconcile viewpoints. Employees 
may write reports in the field of their expertise and/or prepare external correspondence. 

A.7.6 Qualifications and experience: Skills and knowledge needed are beyond those 
normally acquired through the completion of secondary education alone and normally 
acquired through completion of a degree with little or no relevant work experience, or 
a diploma with considerable work experience. 

A.8 Level 8 

Level 8 covers professionals/specialists positions that provide both advisory and 
project management responsibilities in excess of Level 7. The positions in Level 8 
generally have a major impact upon the day-to-day operations of a function, 
department or work area of the City. 

A.8.1 Authority and accountability: Provides a specialist service in the completion of work 
and/or projects which have elements of complexity (composed of many parts that may 
be more conceptual than definite). 

A.8.2 Judgment and problem solving: Positions require the interpretation of information 
and development of suitable procedures to achieve satisfactory outcomes. The nature 
of the work is usually specialised with methods, procedures and processes developed 
from theory or precedent. Decision making requires analysis of data to reach decisions 
and/or determine progress. 

A.8.3 Specialist knowledge and skills: Positions require the application of extensive 
knowledge and a high level of skill in a specific area to resolve issues having elements 
of complexity. 

A.8.4 Management skills: Technical Employees at this level may manage more complex 
projects involving people and other resources. Professional Employees at this level 
may manage minor projects involving Employees in lower levels and other resources. 

A.8.5 Interpersonal skills: Interpersonal skills in leading and motivating Employees in 
different teams/locations may be required, as well as persuasive skills to resolve 
problems or provide specialised advice. 

A.8.6 Qualifications and experience: Employees at this level supplement base level 
professional qualifications with additional skills training. Considerable practical 
experience or skills training is required to effectively control key elements of the job. 
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APPENDIX 3 – SALARIES 

Table 1 – City of Vincent Permanent and Fixed Term (Ranger) Employees 

Description Base Hourly Rate Annual Gross (Full Time 
38 Hours Per Week) 

L5A - LGI  $36.31 $71,748 

L5B - LGI  $36.91 $72,934 

L5C - LGI  $37.50 $74,100 

L5D - LGI  $38.29 $75,665 

   

L6A - LGI  $39.28 $77,617 

L6B - LGI  $39.78 $78,605 

L6C - LGI  $40.38 $79,790 

L6D - LGI  $41.16 $81,332 

   

L7A - LGI  $42.05 $83,090 

L7B - LGI  $42.66 $84,296 

L7C - LGI  $43.25 $85,462 

L7D - LGI  $44.06 $87,062 

   

L8A - LGI  $45.04 $88,999 

L8B - LGI  $45.64 $90,184 

L8C - LGI  $46.22 $91,330 

L8D - LGI  $47.02 $92,911 

 

Table 2 – City of Vincent Casual Ranger Employees not including Casual Event Parking 
Rangers (inclusive of 25% casual loading) 

Casual Rates 

Description Hourly Rate 

L5A - LGI  $45.38 

L5B - LGI  $46.16 

L5C - LGI  $46.88 

L5D - LGI  $47.86 

  

L6A - LGI  $49.10 

L6B - LGI  $49.73 
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Description Hourly Rate 

L6C - LGI  $50.47 

L6D - LGI  $51.45 

  

L7A - LGI  $52.57 

L7B - LGI  $53.32 

L7C - LGI  $54.06 

L7D - LGI  $55.07 

  

L8A - LGI  $56.30 

L8B - LGI  $57.05 

L8C - LGI  $57.78 

L8D - LGI  $58.77 

Table 3 – Casual Event Parking Ranger Employees – Negotiated Rates (inclusive of 25% 
casual loading) 

Position Negotiated Rate Per Hour Negotiated Rate – Public 
Holidays 

Casual Event Parking 
Ranger 

$39.66 $56.59 
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