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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,;
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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
22 April 2024 as amended entitled Shire of Harvey Enterprise Agreement 2023 attached
hereto be registered as an industrial agreement with effect from the date of this order, which
IS in substitution for the Shire of Harvey Enterprise Agreement 2021 which by operation of
s 41(8) of the Act is hereby cancelled.

(Sgd.) R. COSENTINO

SENIOR COMMISSIONER R COSENTINO
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TITLE

This Agreement will be known as the Shire of Harvey Enterprise Agreement 2023.

DEFINITIONS

“Agreement” will mean the Shire of Harvey Enterprise Agreement 2023.

“CEO” will mean Chief Executive Officer.

“Commission” will mean the Western Australian Industrial Relations Commission.

“CPI” will mean the Perth All Groups Consumer Price Index commencing the 1st April and ending
on the 31st March the following year (as published by the Australian Bureau of Statistics).

“Employees” will mean all current and new employees of the Shire of Harvey whose employment
would otherwise be governed by the Municipal Employees (Western Australia) Award 2021 or the
Local Government Officers’ (Western Australia) Award 2021 and who are eligible to be members
of the Union.

“Local Government Officers” will mean all current and new employees of the Shire of Harvey
whose employment would otherwise be governed by the Local Government Officers’ (Western
Australia) Award 2021 and who are eligible to be members of the Union and includes those who
are employed at the Harvey Administration Offices, Australind Administration Offices and the
Libraries at Harvey and Australind, and at the Works Depots at Harvey, Yarloop, Brunswick and
Australind.

“Mature-aged Employee” will mean an employee aged 55 or over.

“Municipal Employees” will mean all current and new employees of the Shire of Harvey whose
employment would otherwise be governed by the Municipal Employees (Western Australia) Award
2021 and who are eligible to be members of the Union.

2.8.1 “Depot Based Employees” will mean all current and new Municipal Employees
employed at Shire Depots for Parks and Engineering Services.

28.2 “Other Municipal Employees” will mean all current and new Municipal Employees
other than those employed at Shire Depots for Parks and Engineering Services.

“Parties” will mean the Shire of Harvey and Western Australian Municipal Administrative Clerical
and Services Union of Employees.

“Salary Sacrifice” will mean a deduction from the gross salary prior to the deduction of income
tax (for new clause 24.6).

“Shire” or “Employer” will mean the Shire of Harvey.

“Union” or “WASU” will mean the Western Australian Municipal, Administrative, Clerical and
Services Union of Employees.

PARTIES BOUND, SCOPE & AREA

The Parties to this Agreement will be:
3.11 the Shire; and
3.1.2 the Union.

This Agreement covers, extends to and binds the Parties and all Employees (except any that are
expressly excluded) that:

3.2.1 Would otherwise have their employment terms and conditions governed by the terms of
the Municipal Employees (Western Australia) Award 2021 or the Local Government
Officers’ (Western Australia) Award 2021; and

3.2.2 Are members of, or are eligible to be members of, the WASU.
Employees excluded from this Agreement are:

3.3.1 Employees employed under the Shire of Harvey Leschenault Leisure Centre Enterprise
Agreement 2021 or its successor(s); and
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3.3.2 The CEO and Senior employees, as defined by the Local Government Act 1995 (WA)
and other senior officers, such as those at the level of director, manager or on a contract
who would be at a level higher than the classifications provided for in the Local
Government Officers’ (Western Australia) Award 2021.

This Agreement covers approximately 141 Employees.

This Agreement operates throughout the State of Western Australia.

DATE AND PERIOD OF OPERATION

This agreement will come into force and effect from the date of registration with the Commission
and will have a nominal expiry date of 30 June 2026.

This Agreement will continue to operate until it is replaced by a new Agreement.

No less than three (3) months prior to the expiry of this Agreement, the parties will commence
discussions regarding a replacement Agreement.

RELATIONSHIP TO AWARDS AND AGREEMENTS

This Agreement will be read and interpreted wholly in conjunction with the Municipal Employees
(Western Australia) Award 2021 and the Local Government Officers’ (Western Australia) Award
2021, provided that where there is any inconsistency between the terms and conditions prescribed
by this Agreement, the terms of this Agreement will prevail to the extent of any such inconsistency.

Where the Agreement is silent on a matter, the relevant Municipal Employees (Western Australia)
Award 2021 or Local Government Officers’ (Western Australia) Award 2021 provisions will apply.

This Agreement supersedes the Shire of Harvey Enterprise Agreement 2021.

OBJECTIVES OF THIS AGREEMENT

The parties to this Agreement are committed to ensuring that the Shire adopts a Best Practice
approach to the management and operation of all facets of its Organisation. This will be achieved
through the development of a "productivity culture” which ensures the pursuit of continuous
improvement, by:

6.1.1 A commitment to identifying common objectives, which would lead to, improved
employer-employee relations and improved productivity, flexibility, efficiency, quality of
employment and delivery of quality service;

6.1.2 The creation of a high performance, high trust Organisation through a genuine
partnership between management, Employees and the Union, Council members and the
community;

6.1.3 The embracing of change and a commitment to continuous improvement by all within the
Shire;

6.1.4 The development of a learning Organisation based upon teamwork, flexibility,
competency, skills and opportunities for personal development; and

6.1.5 The development of an Organisation focused on the customer, driven by achievement of
results.

This Agreement is to act as a catalyst for adoption of ongoing processes of continuous
improvement consistent with Council's corporate direction by:

6.2.1 Developing better structures, better skilled people, better management and better work
practices thereby improving the cost efficiency of the provision of its services;

6.2.2 Improving customer services;

6.2.3 Rewarding Employees for skills, initiative, effort and achievement in a fair and equitable
manner; and
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6.2.4 The provision of employment security for Employees through improved quality of service,
enhanced productivity and the development of new services.

No Employee will be worse off as a result of this Agreement.
The Shire recognises that:

6.4.1 Direct employment is the preferred form of engagement, noting this may not be
practicable or financially achievable in all circumstances; and

6.4.2 Permanent employment is the preferred mode of employment for Employees covered by
this Agreement.

CONTINUOUS IMPROVEMENT
This Agreement will be a catalyst for the ongoing process of continuous improvement within the
Shire operations.
Continued employee involvement is required in the following key result areas:

7.2.1 That all Employees will participate fully in the Shire’s job safety analysis and risk and
hazard identification programme in all areas of the Shire’s operations.

7.2.2 That all relevant Employees will be responsible for the installation, maintenance and
dismantling of traffic management signage in accordance with the traffic management
field guides and generic traffic management procedures.

7.2.3 That the parties are committed to continuous improvement and Employees will assist
management in the development of future goals to be identified through the consultative
process during the life of this Agreement.

DISPUTE SETTLEMENT PROCEDURE

If a question, dispute or difficulty arises and it relates to:
8.1.1 The meaning or effect of a term of this Agreement;

8.1.2 The meaning or effect of a term in the Municipal Employees (Western Australia) Award 2021
or the Local Government Officers’ (Western Australia) Award 2021,

8.1.3 The meaning or effect of a term in the Minimum Conditions of Employment Act 1993 (WA)
or any other relevant legislation; or

8.1.4 Any other industrial matter
— then this procedure will apply.

The objective of this procedure will be to promote the resolution of disputes within the workplace
by measures based on consultation, cooperation and discussion to reduce the level of industrial
confrontation and avoid the potential for interruption to the performance of work and any
consequential losses.

An Employee Representative may be either a Union Representative or some other personal
representative e.g. a work colleague. The appointment of an Employee Representative is an option
available to Employees.

This procedure must be facilitated by the earliest possible opportunity by one person advising the
other person of the matter in dispute.

The following steps will apply:
Step One:
8.5.1 The relevant Employee(s) will discuss the matter with the relevant immediate supervisor.

8.5.2 If the matter cannot be satisfactorily resolved with this discussion, the immediate
supervisor or the relevant Employee(s) will refer the matter to a more senior officer within
three (3) working days, or such other period agreed between them.

8.5.3 The immediate supervisor or the relevant Employee(s) will immediately be advised of
this referral accordingly.
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Step Two:

8.5.4 The more senior officer will respond to the matter within three (3) working days of it being
referred to them.

8.5.5 If the more senior officer is unable to resolve the matter satisfactorily, then they will refer
the matter to the CEO.

8.5.6 The immediate supervisor and the relevant Employee(s) will immediately be advised of
the referral to the CEO.

Step Three:
8.5.7 The CEO will respond to the matter within one (1) calendar week of it being referred.

If a dispute is unable to be resolved at the workplace level, and all agreed steps for resolving it
have been taken, a party to the dispute may refer the matter to the WAIRC for resolution by
mediation and/or arbitration.

The Employer will ensure that all practices applied during the operation of the procedure are in
accordance with safe working practices and consistent with established custom and practices of
the workplace.

During the entire period of the dispute, from the time when the matter first arises to the time of its
resolution, the status quo that existed prior to the dispute will remain in place.

HOURS OF WORK

Local Government Officers
9.1.1 Ordinary hours of work

9.1.1.1 The spread of ordinary hours of work for Employees will be between 6.00am
and 6.00pm on days between Monday and Friday (inclusive), up to a maximum
of ten (10) hours per day. This is excluding required unpaid meal breaks.

9.1.1.2 The ordinary hours of work will not exceed ten (10) hours on any day, excluding
unpaid meal breaks. The maximum ordinary hours of work on any day may be
extended to twelve (12) hours by agreement between the Employee and the
Employer.

9.1.1.3 The spread of ordinary hours of work for Library Officers will be between
6.00am to 6.00pm on days between Monday to Friday (inclusive) and between
6.00am to 12.00pm on Saturday, up to a maximum of ten (10) hours per day.
This is excluding required unpaid meal breaks.

9.1.1.4 All Employees will receive an additional 15% loading for all hours worked
outside of their designated spread of ordinary hours of work.
9.1.2 Seven Day a Week Positions

9.1.2.1 The spread of ordinary hours of work for the following positions will be up to 10
hours on any day between Monday to Sunday (inclusive) — excluding required
unpaid meal breaks that do not exceed the duration of one hour:

9.1.2.1 Community Services Employees;

9.1.2.1 Economic Development and Tourism Employees;

9.1.2.1 Marketing and Communications Employees;

9.121 Rangers;

9.1.21 Employees with an approved Flexible Working Arrangement as

provided for in this Agreement.

9.1.2.2 The Seven Day a Week Positions listed above will receive an additional 30%
loading for all ordinary hours worked beyond the ten (10) hours. This is
excluding required unpaid meal breaks.
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ROSTERED DAYS OFF

Municipal Employees — Depot Based Employees

10.1.1  Full-time Employees will work 8.5 ordinary hours per day between Monday to Friday
(inclusive). This is excluding required unpaid meal breaks. The tenth day of each fortnight
is to be an unpaid Rostered Day Off (RDO).

10.1.2  The Supervisor will request expressions of interest from Employees when the Shire’s
works program is such that any RDO may not be able to be taken on its due date.

10.1.3 Employees may accept these opportunities to work instead of taking their RDO on its
due date when available.

10.1.4 Employees will have the choice of being able to accumulate up to five (5) RDOs, which
will be taken off at a mutually agreed time between the Employee and the relevant
Manager / Supervisor and be paid as ‘Time for Time’ at ordinary rates of pay.

10.1.5 Employees agree to clear the maximum number of permitted accumulated RDOs by
mutually agreeing with the Manager / Supervisor about when the RDOs will be taken.

10.1.6 If an accumulated RDO is not cleared within twelve (12) months of the date it was
originally due to be taken, the Employee will be instructed to take the RDO on a specified
day by their Manager / Supervisor.

10.1.7 The effect of accumulation is that the average 76.5 ordinary hours of work per fortnight
is achieved over an extended period beyond the normal fortnightly cycle.

Local Government Officers

10.2.1  Full-time Local Government Officers are entitled to access a ‘19 Day-Month Work
Arrangement’.

10.2.2 RDOs must be taken as and when they fall due or are forfeited, unless the Employee
obtains prior written approval from their immediate supervisor to delay the taking of an
RDO. Provided further that the delayed RDO is taken prior to the subsequent RDO falling
due.

10.2.3 RDOs may be taken prior to or immediately following a Public Holiday.

MAKE UP TIME

An Employee may elect, with the consent of the Shire, to work ‘make up time’ in situations where
the Employee takes time off during ordinary hours, and works those hours at a later opportunity,
during the spread of ordinary hours provided in the Municipal Employees (Western Australia)
Award 2021 or the Local Government Officers’ (Western Australia) Award 2021.

CASUAL EMPLOYEES

Minimum Hours

In addition to the relevant provisions of the Municipal Employees (Western Australia) Award 2021
or the Local Government Officers’ (Western Australia) Award 2021, a casual employee must be
engaged and paid for at least two (2) consecutive hours of work on each occasion that they are
required to work.

Right to Request Casual Conversion

12.2.1 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 under the provisions of this Agreement or the relevant provisions of the
Municipal Employees (Western Australia) Award 2021 or the Local Government Officers’
(Western Australia) Award 2021.

12.2.2 A Regular Casual Employee who has worked equivalent full-time hours over the
preceding 12 months may request to have their employment converted to full-time
employment.
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A Regular Casual Employee who has worked less than equivalent full-time hours over
the preceding 12 months may request to have their employment converted to part-time
employment consistent with the pattern of hours previously worked.

Requests for conversion from casual employment to full-time or part-time employment
must be provided in writing to the Shire.

Where a Regular Casual Employee seeks to convert to full-time or part-time employment,
the Shire may accept or refuse the request, but the request may only be refused on
reasonable grounds and after there has been consultation with the Employee.

Reasonable grounds for refusal include that:

12.2.6.1 it would require a significant adjustment to the 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 relevant provisions of the Municipal Employees (Western
Australia) Award 2021 or the Local Government Officers’ (Western Australia)
Award 2021 - that is, the Casual Employee is not truly a Regular Casual
Employee as defined in Clause 12.2.1;

12.2.6.2 it is known or reasonably foreseeable that the Employee’s position will cease
to exist within the next 12 months;

12.2.6.3 it is known or reasonably foreseeable that the hours of work which the
Employee is required to perform will be significantly reduced in the next 12
months;

12.2.6.4 itis 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

12.2.6.5 acceptance of the request would contravene a merit selection employment
requirement contained in State or Territory legislation applicable to local
governments.

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

Where the Shire refuses a request to convert from casual to full-time or part-time, the
Shire must provide the Employee with its reasons for refusal in writing within 21 days of
the request being made.

If the Shire accepts a Regular Casual Employee’s request to convert from casual
employment to full-time or part-time employment, the Shire and Employee must discuss
and record in writing:

12.2.9.1 the form of employment to which the Employee will convert — that is, full-
time or part-time employment; and

12.2.9.2 if it is agreed that the Employee will become a part-time employee, the
agreed regular pattern of work, specifying the hours worked each day, on
which days of the week, and where practicable the actual starting and
finishing times each day.

The conversion will take effect within twenty-one (21) days following the Shire’s
acceptance, unless otherwise agreed in writing.

Once an Employee has converted from casual employment to full-time or part-time
employment, the Employee may only revert back to casual employment with the written
agreement of the Shire.

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.

Nothing in this Clause obliges a Regular Casual Employee to convert to full-time or part-
time employment, nor permits the Shire to require a Regular Casual Employee to so
convert.

Nothing in this Clause requires the Shire to increase the hours of an Employee seeking
conversion from casual employment to full-time or part-time employment.
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12.2.15 The Shire must provide a casual employee, whether a Regular Casual Employee or naot,
with a copy of the provisions of this Clause within the first 12 months of the Employee’s
employment (Casual Conversion Notice Requirement).

12.2.16 An Employee’s right to request to convert from casual employment to full-time or part-
time employment is not affected if the Shire fails to comply with the Casual Conversion
Notice Requirement.

WORK LOCATION
An Employee may be required to work at any place of business operated or accessed by the Shire
for business purposes.

Whilst an Employee may initially be employed to work at one location, they may be directed on a
temporary or permanent basis to work at any other location within the Shire’s boundaries.

An Employee may be attached to more than one starting point within the Shire’s boundaries;
multiple starting points may form part of the nature of the work being performed.

Employees required to be attached to more than one starting point include those Employees
undertaking functions as follows:

13.4.1 Outdoor works;
13.4.2  Cleaning;

13.4.3 Work at libraries; and
13.4.4  Administration.

An Employee may be transferred to a different normal starting point within the Shire’s boundaries
at any time by giving reasonable notice.

Where the Employee is required to work at a place away from their normal starting point without
reasonable notice, the Shire will pay all reasonable travelling expenses as per the relevant
provisions of the Municipal Employees (Western Australia) Award 2021 or the Local Government
Officers’ (Western Australia) Award 2021.

CLASSIFICATION STRUCTURE REVIEW

Municipal Employees

14.1.1 This Agreement combines the Descriptors from Levels 4 and 4A together into the new
Levels 4, 4A1 and 4A2 in the new wage scale.

PERFORMANCE & SALARY REVIEWS

The anniversary date for annual performance reviews and annual salary reviews for all Employees
will be 1 July in each year of service.

Progress of Increments within Levels

Progression from an increment to a higher increment within the Employee’s Level, as prescribed
in this Agreement, will be granted from 1 July in each year, subject to the following:

15.2.1  The production of a productivity target schedule at the commencement of each review
period to be jointly agreed between the supervisor and the Employee.

15.2.2  Achievement by the Employee of a satisfactory performance review for the period of
review, based on the achievement of the productivity targets agreed to at the beginning
of the period under review.

15.2.3 Where an Employee has not completed a full year of service for the period of review, the
CEO'’s decision will be final in determining whether a pro rata payment has been earned
by the affected Employee.

Progress from a Level to a Higher Level
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Progression from the Employee’s Level, as prescribed in this Agreement, to a higher Level will be
upon the application by an Employee, subject to the following:

15.3.1 The CEO is to decide on whether to approve or reject the level change request made by
the Employee.

15.3.2 If the level change is rejected, the Employee may lodge an appeal against the CEO’s
decision within seven days of receiving written notice of the decision.

15.3.3  Where the Employee has lodged such an appeal, the CEO will undertake a review of the
decision by assessing the process, the original submission for the change, and any
additional information provided by the Employee in their appeal request.

15.3.4 The CEO will meet with the Employee to discuss the final determination on the level
change request within 30 days from when the appeal was lodged.

15.3.5 Arequest that has been approved will commence on the first pay period commencing on
or after 1 July that follows the approval.

The grounds for which an Employee may request to progress to a higher level are, having regard
to the classification definitions in this Agreement, as follows:

15.4.1 A significant and identifiable change in the nature and work value of the Employee’s
duties;

15.4.2 A significant increase in the Employee’s responsibilities;

15.4.3 A significant change in the skills, knowledge and experience required to undertake the
Employee’s duties;

15.4.4 A significant increase in the Employee’s workload.

WAGES AND ALLOWANCES
The attached Schedule 1 sets out the rates of pay to become effective for Municipal Employees
during the term of this Agreement in accordance with the provisions of this Clause.

The attached Schedule 2 sets out the rates of pay to become effective for Local Government
Officers during the term of this Agreement in accordance with the provisions of this Clause.

Salary Increase — Municipal Employees

16.3.1 From the beginning of the first pay period commencing on or after 1 July 2023, an
increase of 10%.

16.3.2  From the beginning of the first pay period commencing on or after 1 July 2024, an
increase of 4%.

16.3.3  From the beginning of the first pay period commencing on or after 1 July 2025, an
increase of 3% or CPI (as determined for the 12 months at the end of 30 March 2025)
whichever is greater.

Salary Increases — Local Government Officers’

16.4.1  From the beginning of the first pay period commencing on or after 1 July 2023, an
increase of 7%.

16.4.2  From the beginning of the first pay period commencing on or after 1 July 2024, an
increase of 4%.

16.4.3 From the beginning of the first pay period commencing on or after 1st July 2025, an
increase of 3% or CPI (as determined for the 12 months at the end of 30 March 2025)
whichever is greater.

Allowances — Municipal Employees

Industry Allowance

16.5.1  The Industry Allowance prescribed by Clause 19.5 — Industry Allowance of the Municipal
Employees (Western Australia) Award 2021 will be increased annually by the same
percentage increase applied to wages as specified in Clause 16.3.

10
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16.5.2

16.5.3

The Industry Allowance will be paid when Employees are on annual leave, long service
leave, workers’ compensation and during public holidays.

This allowance will be paid to all Employees who would otherwise have their terms and
conditions of employment governed by the Municipal Employees (Western Australia)
Award 2021.

Cemetery Duties Allowance

Employees engaged in Cemetery Duties will each be entitled to additional compensation
in the form of a Cemetery Duties Allowance payable at the following rates:

16.5.2.1 $30.00 per grave excavated:

16.5.2.2 $60.00 per excavated existing grave; and

16.5.2.3 $30.00 per each occurrence of placement of cremated ashes.

The Cemetery Duties Allowance will not be increased for the term of this Agreement.

Dead Animal Removal Allowance

An Employee removing and/or burying any dead animal(s) specified below will be paid
an additional amount in respect to any day on which such duty was carried out.

Such additional amounts will be in accordance with the following scale and will apply for
each dead animal that is removed or buried:

16.5.3.1 Large - Sheep, pigs, kangaroos and other animals of similar size: $10.00
16.5.3.2 Small - Dogs, cats, rabbits and other animals or similar size: $5.00

Where more than one dead animal is removed and/or buried in any day, the Employee
will receive $10.00 per dead animal that is removed and/or buried.

The Dead Animal Removal Allowance will not be increased for the term of this
Agreement.

On Call Allowance — Local Government Officers and Municipal Employees

16.6.1

16.6.2

16.6.3

16.6.4

An Employee directed by the Shire to be on call and be available for duty outside of the
Employee’s ordinary working hours must be able to be contacted and immediately
respond to a request to attend work.

The purpose of the On Call Allowance is to recognise and appropriately compensate
nominated Employees who are required to remain accessible and available to deal with
emergencies or unforeseen events, in order to maintain the effective operation of the
Shire.

There must be a prior written agreement such as an On Call Allowance Form must be in
place between the employee and the relevant manager to give adequate notice of the on
call period. The agreement must specify the length of time in which the employee is to
remain on call.

Where the Employee has agreed to be on call, the Employee will be paid an On Call
Allowance from the end of their ordinary hours working shift until the commencement of
their ordinary hours working shift or for a 24-hour rostered period as follows:

Day on call Daily On Call Rate

Monday to Sunday $50.00

16.6.5

16.6.6

The On Call Allowance is not subject to calculation for superannuation purposes i.e. it is
not Ordinary Time Earnings as the entitlement is separate from the salary or wages the
Employee would receive if actually called in.

The On Call Allowance will be increased annually by the same percentage increase
applied to wages specified in Clause 16.3.

Work Health and Safety Allowance

Health and Safety Representatives (HSR) that are elected in accordance with the Work Health and
Safety Act 2020 (WA) will receive an allowance of $520 per annum.
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This will be paid fortnightly on a pro rata basis upon the commencement of office as a HSR for
carrying out the function of the role.

The Work Health and Safety Allowance will not be increased for the term of this Agreement.

17. SERVICE PAYMENT
17.1 All permanent full-time and permanent part-time Employees will receive Service Payment amounts
in recognition of their continuing service with the Shire as per the conditions set out in the table
below:
Year(s) of Service Service Pay per Week
1-5years $20.00
6 — 10 years $30.00
Greater than 10 years $40.00
17.1.1  Service Pay is to be paid only to permanent full-time and permanent part-time Employees
with continuous service to Council.
17.1.2  Service Pay is to be paid on:
17.1.2.1 All periods of Annual Leave; and
17.1.2.2 All periods of Sick Leave, up to a maximum of 10 days per year.
17.1.3  Service Pay will not be paid to Employees whilst on Long Service Leave.
17.1.4  Service Pay for permanent part-time Employees will be calculated on a pro-rata basis
based on the hours that they ordinarily work.
17.1.5 Periods when an Employee is in receipt of Workers’ Compensation payments do not
count towards calculating the years of service for the purposes of Service Payment.
17.1.6  Periods of leave without pay do not count towards calculating the years of service for the
purposes of Service Payment.
17.1.7 The Anniversary date for all Service Pay entitlements will be 1 July in each year.
18. RIGHT TO REQUEST FLEXIBLE WORKING ARRANGEMENTS
Reguests
18.1 The Shire aims, whenever practicable, to provide Flexible Working Arrangements which balance
the Shire’s service requirements with an Employee’s personal needs.
18.2 An Employee has a right to request a Flexible Working Arrangement. The request must be for the
purpose of changing their working arrangements based on the Employee’s eligible circumstances.
Note: Examples of changes in working arrangements include changes in hours of work, changes
in patterns of work and changes in work location.
18.3 The following are the eligible circumstances that an Employee has a right to request a Flexible

Working Arrangement for:

18.3.1
18.3.2

18.3.3
18.3.4
18.3.5
18.3.6

The Employee is pregnant;

The Employee is the parent, or has responsibility for the care, of a child who is of school
age or younger;

The Employee is a carer within the meaning of the Carer Recognition Act 2010 (Cth);
The Employee has a disability;
The Employee is 55 or older;

The Employee is experiencing family and domestic violence;
12




18.4

18.5

18.3.7 The Employee provides care or support to a member of their immediate family or
household who requires care or support because the member is experiencing family and
domestic violence.

To avoid doubt, and without limiting Clause 18.3, an Employee who is a parent, or has
responsibility for the care, of a child; and is returning to work after taking leave in relation to the
birth or adoption of the child may request to work part-time to assist the Employee to care for the
child.

The request must be in writing and set out details of the changes sought and of the reasons for
the changes.

Responding to Requests

18.6

18.7

If an Employee makes a request for a Flexible Working Arrangement, the Shire must give the
Employee a written response to the request within 45 calendar days.

The written response must:
18.7.1  State that the Shire grants the request; or

18.7.2 If, following discussion between the Shire and the Employee, the Shire and the Employee
agree to changes to the Employee’s working arrangements that differ from those set out
in the request — set out the agreed changes; or

18.7.3 State that the Shire refuses the request along with the details required with such a
refusal.

18.8 The Shire may refuse the request only if:

18.8.1 The Shire has discussed the request with the Employee and genuinely tried to reach an
agreement with the employee about making changes to the Employee’s working
arrangements to accommodate their circumstances; and

18.8.2  The Shire and the Employee have not reached such an agreement; and
18.8.3 The Shire has had regard to the consequences of the refusal for the Employee; and

18.8.4 The refusal is on reasonable business grounds.

Shire Must Explain Grounds for Refusal

18.9

If the Shire refuses the request, the written response must:

18.9.1 Include details of the reasons for the refusal; and

18.9.2  Set out the Shire’s particular business grounds for refusing the request; and
18.9.3  Either:

a) setout the changes (other than the requested changes) in the Employee’s working
arrangements that would accommodate, to any extent, the Employee’s
circumstances and that the Shire would be willing to make; or

b) state that there are no such changes; and

18.9.4 Remind the Employee that they may dispute this decision, noting the Dispute Settlement
Procedure as well as other relevant terms within Clause 18 of this Agreement.

Resolving Disputes

18.10

18.11

18.12

18.13

Without limiting the Dispute Settlement Procedure terms of this Agreement, an Employee may
proceed with a dispute about Flexible Working Arrangements if the Shire has refused the
Employee’s request. If 45 calendar days have passed since the Employee made the request and
the Shire has not given the Employee a written response to the request as required by Clause
18.6, the Shire will be taken to have refused the Employee’s request.

In the first instance, the Employee and the Shire must attempt to resolve the dispute at the
workplace level by discussions between the parties.

If discussions at the workplace level do not resolve the dispute, the Employee or the Shire may
refer the dispute to the Commission.

Without limiting the powers of the Commission, and noting that the Commission may deal with the
dispute as it considers appropriate — the Commission will preferably:
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18.13.1 Initially deal with the dispute by conciliation, mediation, making a recommendation or
expressing an opinion; and

18.13.2 If this does not resolve the dispute, then deal with the dispute by arbitration.

Arbitration by the Commission

18.14

Without limiting the powers of the Commission, and noting that the Commission may deal with the
dispute as it considers appropriate — the Commission may make any of the following orders:

18.14.1 If the Shire refused the Employee’s request:

18.14.1.1  An order that it would be appropriate for the grounds on which the Shire
refused the request to be taken to have been reasonable business grounds;
or

18.14.1.2  An order that it would be appropriate for the grounds on which the Shire
refused the request to be taken not to have reasonable business grounds.

18.14.2 If the Commission is satisfied that the Shire has not responded adequately to the
Employee’s request under Clause 18.6 — an order that the Shire take such further steps
as the Commission considers appropriate, having regard all relevant matters.

18.14.3 An order that the Shire grant the Employee’s request.

18.14.4 An order that the Shire make specified changes in the Employee’s working arrangements
to accommodate, to any extent, the Employee’s circumstances.

When a Flexible Working Arrangement is Made

18.15

18.16

18.17

19.

19.1

When agreement is reached (following the relevant steps required by Clause 18 about the Flexible
Working Arrangement) the Shire will ensure that the terms of the Flexible Working Arrangement:

18.15.1 Are in writing; and
18.15.2 Include the full name of the Shire and the Employee; and

18.15.3 Clearly stipulate the changes in working arrangements that address the Employee’s
circumstances; and

18.15.4 Are not contrary to:

18.15.4.1  The Industrial Relations Act 1979 (WA);

18.15.4.2  The Minimum Conditions of Employment Act 1993 (WA);

18.15.4.3 The Work Health and Safety Act 2020 (WA);

18.15.4.4  Any other legislation or other statutory / general legal requirements; and
18.15.5 States the day on which the changes to working arrangements commence; and

18.15.6 If applicable, states the day on which the changes to working arrangements will cease
and the Employee’s ordinary working arrangements will then resume; and

18.15.7 States that the Employee or Employer may end the Flexible Working Arrangement by
giving no more than 28 calendar days’ notice to the Shire, or if both the Shire and
Employee agree then at any time; and

The Flexible Working Arrangement will be made once the written terms provided for above are
appropriately signed and dated by the Shire and the Employee.

The Shire must give the Employee a copy of the Flexible Working Arrangement within 14 calendar
days after it is made.

TAKING OF ANNUAL LEAVE FOR LOCAL GOVERNMENT OFFICERS

The parties agree that annual leave must be taken within 12 months of the date upon which the
leave is accrued, provided that the following will apply:

19.1.1  Annual leave, when taken, is to be paid at the lesser of the rate applicable at the time the
leave is taken or at the rate applicable six (6) months after the leave accrued.

19.1.2  Periods of annual leave which exceed six (6) weeks can be taken by agreement between
the Employee and their Director or the CEO.
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20.

20.1

20.2

20.3

20.4

20.5

20.6

20.7

20.8

21.

211

21.2

22.

22.1

22.2

22.3

PURCHASED LEAVE -50/52 WAGE ARRANGEMENT

An Employee may purchase up to two (2) weeks of additional paid leave, subject to the approval of
the Shire. This will be known as a “50/52 Wage Arrangement”.

The Shire will assess each application for a 50/52 Wage Arrangement on its merits and give
consideration to the personal circumstances of the Employee seeking approval and the operational
requirements of the Shire.

Access to this entitlement will be subject to the amount of leave entitlements the Employee has at
the time of approval.

The Employee’s purchase of the additional leave will mean that they take a reduced wage spread
over 52 weeks, and receive the following amounts of purchased leave:

Number of Weeks’ Number of Weeks of
Worth of Wages Purchased Leave
Spread Over 52 weeks
50 weeks 2 weeks
51 weeks 1 week

The purchased leave will not be able to accumulate beyond the specified 52 weeks; it must be taken
on the dates specified in the request and approval. The Employee is entitled to payment in lieu of
the purchased leave if it is not taken. In the event that the Employee is unable to take the purchased
leave, their wage will be adjusted on the last pay period in January to account for the fact that time
worked during the year was not included in the Employee’s wages previously.

Where an Employee is in receipt of Higher Duties Allowance provided by the relevant provisions of
the Municipal Employees (Western Australia) Award 2021 or the Local Government Officers’
(Western Australia) Award 2021 and proceeds on any period of purchased leave, the Employee will
not be entitled to receive payment of the Higher Duties Allowance for any period of purchased leave.

In the event that a part-time Employee’s ordinary working hours are varied during the year, the wage
paid for such leave taken will be adjusted on the last pay in January to take into account any
variations to the Employee’s ordinary working hours during the previous year.

Subject to approval of the CEO, leave granted pursuant to this Clause may be taken by the
Employee as leave without pay with their wages across the 50 or 51 weeks adjusted accordingly.

CASHING OUT OF ANNUAL LEAVE

An employee may, by agreement between the employee and the CEO, elect to cash out (be paid
the equivalent amount of money in lieu of taking the paid annual leave) an amount of accrued annual
leave. Any cashing out agreement must be in writing and ensure that the employee is left with at
least 50% of the whole amount of annual leave the employee would accrue across a year of service.

Annual leave that is cashed out will be paid at the rate applicable to the employee at the time the
leave is cashed out. Where an employee cashes out a period of annual leave, the employee’s
entitlement to paid annual leave will be reduced by the period of annual leave that is cashed out by
the employee pursuant to this clause.

SICK LEAVE

Sick Leave is leave taken by an Employee, other than a casual Employee, without loss of pay
because of their personal illness or injury.

Sick Leave Proof of lliness

22.2.1 Employees will not be required to produce a medical certificate with respect to absences
of two days or less.

22.2.2 If an Employee takes a total of 10 days of leave due to personal illness or injury in any
year of service, the Shire may request that the next and any subsequent absences in
that year due to personal illness or injury be accompanied by a medical certificate or
evidence that would satisfy a reasonable person of the need to take the leave.

Sick Leave Incentive; Municipal Employees — Depot Based Employees
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23.

23.1

23.2

23.3

23.4

23.5

22.3.1 The objective of this provision is to reduce sick leave taken within the organisation.

22.3.2 At the completion of the first anniversary of the Sick Leave Incentive, an incentive
payment equal to 20% of the Employee’s remaining accrued sick leave entitlements will
be paid to the Employee.

For Example:

Year 1

Accrued Leave: 9 days (as the Employee works 1 FTE)
Leave Taken: 5 days

Balance Remaining: 4 days

20% Incentive Payment i.e. 20% of 4 days = 0.8 days’ pay

22.3.3  On the anniversary of the second year, the employee will have accrued another years’
worth of sick leave entitlements, which is cumulative. The incentive payment at the end
of the 2nd year will be based on the balance remaining from the accrued sick leave from
the second year only and the payment will be ongoing for the life of this Agreement.

For Example:

Year 2

Balance Carried Forward: 4 days

Accrued Leave: 9 days (as the Employee works 1 FTE)
Leave Taken: 2 days

Total Remaining: 7 days

20% Incentive Payment i.e. 20% of 7 days = 1.4 days’ pay

22.3.4 The amount of sick leave accrued is 2.94 hours for each completed fortnight of service.
[Note: 76.5 hours divided by 26 fortnights’ equals 2.94 hours per completed fortnight of
service]

22.3.5 Any sick leave not taken will be carried forward to the next year. Payment of an incentive
payment does not affect the amount of sick leave available to Employees.

22.3.6  The Anniversary date for Sick Leave Incentive will be 15 January in each year.

CHRISTMAS CLOSURE LEAVE

Employees, other than casual Employees, will be entitled to three days of paid leave, known as
Christmas Closure Leave, each year. It is to be taken during the Christmas Closure Period
spanning the three normal workdays that occur between the Christmas Day and New Year’'s Day
and will consist of:

23.1.1 Two Local Government Days per year that will be paid in lieu of the day after New Year’s
Day and Easter Tuesday as part of Christmas Closure Leave;

23.1.2  An additional Christmas Closure Day of paid leave that will be provided by the Shire.

Part-time Employees will be entitled to take up to three (3) days paid leave on a pro rata basis for
the hours normally worked on a Christmas Closure Leave day.

Christmas Closure Leave days must be used in lieu of rostered days off or annual leave during the
Christmas Closure Period.

With the approval of the CEO or other authorised Officer, an Employee may be required to be
rostered for work during the Christmas Closure Period due to operational requirements. Employees
will be advised in writing of such requirement at least 28 days prior to the commencement of the
Christmas Closure Period and will be entitled to take the equivalent time off in lieu for the time
worked, up to a maximum of three (3) days.

Where an Employee is required to be rostered for work during the Christmas Closure Period, the
Employee may take time off in lieu in single or multiple days or if agreed, negotiate an alternative
arrangement for the clearance of the hours of Christmas Closure Leave accrued.
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23.6

23.7

23.8

24.

24.1

24.2

25.

25.1

26.

26.1

26.2

26.3

26.4

26.5

26.6

26.7

With approval from the CEO, an Employee may negotiate an alternative clearance arrangement
with the Shire Christmas Closure Leave, where it is agreed to be mutually beneficial for the days
to be cleared at a time other than during the Christmas Closure Period.

Where an Employee has accrued time off in lieu of Christmas Closure Leave in accordance with
sub-clauses 23.4, 23.5 and 23.6, the time off in lieu must be used by 31 May each year, or the
Employee will be paid a cash equivalent for any remaining balance of accrued Christmas Closure
Leave hours, in the last pay period of the financial year.

An Employee who is recalled to work whilst on Christmas Closure Leave will be paid:

23.8.1 for a minimum of three hours work at the overtime rate of time and a half for the first two
hours and double time thereafter, for each time the employee is so recalled; and

23.8.2  provided that the Employee will not be required to work the period for which the employee
is entitled to be paid pursuant to this sub-clause, if the work the employee is recalled to
perform is completed in a shorter period; and

23.8.3 provided that where an Employee is recalled more than once within the period of three
hours from the start of the initial recall to duty, the Employee will not be entitled to any
further payment for time worked within that period of three hours. The Employee will be
paid double time for the time worked beyond the initial period of three hours.

LEAVE WITHOUT PAY

The Shire at its discretion, may grant an employee on request extended leave of absence without
pay. Periods of Leave Without Pay of five days or more require the approval of the CEO.

Any period of leave without pay in excess of five working days will not be included as part of the
employee’s period of continuous service for Leave accrual purposes, but will not break the
employee’s continuity of service.

LEAVE ACCRUAL WHILE ON WORKERS COMPENSATION

Any time while on workers’ compensation up to a maximum of three months in a calendar year will
count towards entitlements to annual leave and personal leave.

EDUCATION AND STUDY ASSISTANCE

The Shire provides training and development opportunities for Employees to request study
assistance and/or study leave. Upon receipt of an appropriate application the employer may grant
an employee absence from duty without the loss of pay.

Employees must be able to demonstrate that the proposed study holds benefit for the Shire.
Approved courses will be such that they will improve employee’s qualifications and be appropriate
to their current classification or advancement.

Eligible Employees are entitled to two weeks paid study leave (pro-rata) per annum for approved
courses. Leave may be taken for a maximum of one week per semester. Employees will be granted
paid leave in addition to their paid study leave to travel and sit for examinations relevant to their
course of study. Prior notice is necessary to allow for any work arrangement to be considered.

On approval of a successful application the Shire will provide financial assistance to Employees of
up to 50% of the cost of their course fees per semester and course publication on successful
completion of studying an approved course to be capped at a maximum of $3,000 per annum.

Employees will be granted paid leave in addition to their paid study leave to travel to and sit for
examinations relevant to their course of study.

The successful completion of any approved course will not entitle an employee to a higher
classification or salary level.

Employees apply for education and study assistance as per the Organisational Directive which
may vary from time to time.
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27. TRADE UNION TRAINING LEAVE

27.1 In order to assist the resolution of disputes that may arise during the life of this Agreement, Union
Delegates will be allowed leave with pay for up to five (5) days per annum including travel (time
spent traveling is included in the five (5) days) to attend trade union training courses conducted by
the Union, subject to the following conditions:

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

27.1.2 That the employer is able to make adequate staffing arrangements during the period of
such leave.

27.1.3 To maintain Shire operational requirements no more than three delegates covered by
this Agreement will be on leave pursuant to this clause at the same time.

27.1.4 Leave taken pursuantto this clause will be counted as continuous service for all purposes
of the Award and for the purposes of long service leave entitlements.

27.1.5 The Union Delegate taking such leave will be paid all ordinary time earnings which
normally become due and payable during the period of leave.

27.2 Leave granted pursuant to this clause will be subject to the contents of the course being consistent
with the objectives and interests of the employer, who will not unreasonably withhold their approval
of leave pursuant to this clause.

28. FAMILY & DOMESTIC VIOLENCE LEAVE
28.1. Family and domestic violence means violent, threatening or other abusive behaviour by certain
individuals known to an employee that both:
- seeks to coerce or control the employee
- causes them harm or fear.
28.2. To access paid family and domestic violence leave, the individual could be:
- an employee’s close relative
- a member of an employee's household, or

- a current or former intimate partner of an employee.

To access paid family and domestic violence leave, the individual needs to be a close relative.
28.3. A close relative is:
- an employee’s:
- spouse or former spouse
- de facto partner or former de facto partner
- child
- parent
- grandparent
- grandchild
- sibling

- an employee's current or former spouse or de facto partner's child, parent,
grandparent, grandchild or sibling, or

- a person related to the employee according to Aboriginal or Torres Strait Islander
kinship rules.

28.4. All Employees can access ten 10 days’ pro-rata per year of paid family and domestic violence
leave and access to an additional five (5) days pro-rata per year. This includes full-time, part-time
and casual Employees.
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28.5.

28.6.

28.7.

29.

29.1

29.2

30.

30.1

31.

31.1

Employees must experience family and domestic violence to be eligible to take paid family and
domestic leave.

An employee’s paid entitlement is available in full immediately and resets on their work
anniversary. It doesn’t accumulate from year to year.

Paid family and domestic leave is a standalone leave entitlement. This means Employees get this
separately from other types of leave, such as annual leave or paid sick leave and carer’s leave.

PAID PARENTAL LEAVE

Primary Care Giver

29.1.1 Eighteen (18) weeks of paid parental leave topping up the Employee’s Commonwealth
Government paid parental leave entitlement will be available to full-time and part-time
Employees eligible for parental leave in accordance with the Minimum Conditions of
Employment Act 1993; and who access and receive the Commonwealth Government’s
legislated parental leave contribution.

29.1.2  For the employer paid parental leave period provided by this Agreement, the employer
will pay the total difference between the Commonwealth Government’s legislated
parental leave contribution and the employee’s current salary. Paid parental leave will be
paid on a fortnightly basis at the ordinary rate over eighteen (18) weeks.

29.1.3 Eligible part-time Employees are entitled to the provision of the employer’s paid parental
leave scheme on a pro-rate basis, the payment of the leave will be determined on the
basis of the average weekly hours the employee worked in the preceding 12 months
before the commencement of the leave.

29.1.4 In accordance with this clause, employee entitlements will accrue during the period of
paid parental leave only.

Non-Primary Care Giver

29.2.1 The employer will provide full-time and part-time Employees paid non-primary care givers
leave of four (4) weeks at the employee’s current salary level. The additional four (4)
week’s paid leave provided by the employer is to be taken in a single continuous period
or otherwise mutually agreed.

29.2.2  Eligible part-time Employees are entitled to the provision of the employer’s paid parental
leave scheme on a pro-rate basis, the payment of the leave will be determined on the
basis of the average weekly hours the employee worked in the preceding 12 months
before the commencement of the leave.

29.2.3 In accordance with this clause, employee entitlements will accrue during the period of
paid parental leave only.

29.2.4  Other leave entitlements may be accessed once the paid non-primary care giver’s leave
entittement have been utilised by agreement between the employee and employer.

CULTURAL LEAVE

The Shire recognises all cultures within the workforce.

The Shire will allow Employees to take annual leave or request a change in work arrangements,
such as a change to hours, patterns or location of work to attend a recognised cultural National
Day of Celebration relating to their culture.

Cultural leave will be mutually agreed in advance between employee and respective line manager.

PAID EMERGENCY SERVICES LEAVE

Full-time and permanent part-time Employees who are formally registered members of a
recognised volunteer emergency services listed in clause 31.1.1, will be entitled to up to five days
pro —rata paid leave per year at the ordinary rate of pay to attend emergency incidents.
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31.2

31.3

31.4

31.5
31.6

32.

32.1

32.2

32.3

32.4

31.1.1 Recognised volunteer emergency services will mean:
a) Bushfire Service (BFS) brigade;
b) Volunteer Fire and Rescue Service (VFRS) brigade;
c) State Emergency Service (SES) Unit;
d) Volunteer Fire and Emergency Services (VFES) Unit; or

e) Volunteer Marine Rescue Service (VMR) group.

An employee must inform their Line Manager or higher Officer about the time off needed to attend

to emergency duties for a recognised volunteer emergency service.

If requested by the Shire, the employee must provide evidence that would satisfy a reasonable
person that they attended an emergency incident, as soon as possible after the request for evidence
is made.

Employees are entitled to the full five days pro —rata from the day they start work. They don’t have
to build it up over time.

The five days renews each 12 months but doesn’t accumulate from year to year if it isn’t used.

The Shire may extend the emergency service leave provisions to an employee who volunteers for
an emergency service not listed in clause 31.1.1 above, at the discretion of the CEO.

ON THE JOB TRAINING

Training is the key to a flexible, multi-skilled workforce capable of meeting the technology
challenges of the future. Proper training will also ensure the Shire leads the way in Local
Government by encouraging all Employees subject to this Agreement to make full use of
technological change. The Shire will provide an annual training budget sufficient to ensure that
access to training is available to all staff.

The parties recognise that access to training is a fundamental element of the process of achieving
a customer service culture. The Shire is committed to providing all Employees with a range of
competency based training opportunities for the purpose of increasing productivity and flexibility
as well as enhancing career opportunities. To broaden the training and career progression
opportunities for all Employees to develop and apply where possible, and considered by council to
be economically justified, nationally accredited competency based training plans for respective
work areas to complement job redesign.

The focus of training with the Shire will be:

32.3.1 All Employees will receive a level of training, which allows them to be well equipped to
carry out the duties of their position and be capable of using all the equipment that is
provided to them in a safe and efficient manner.

32.3.2 That employee can best maximise the potential of any equipment that is provided to them
so that the Shire can benefit from the efficiencies that any new equipment will prove.

32.3.3 That the employee keeps up to date with the contemporary trends and developments
applying in their work area so that they are able to apply that knowledge on behalf of the
Shire.

32.3.4  Where the employee is not rostered on the day of training, time in lieu will apply.
Specialised Training for Municipal Employees
32.4.1 Maintenance and Concrete Area

32.4.2 Provision of specialist skills for Municipal Employees doing road sweeping, road
maintenance, sign maintenance, drainage maintenance, defects inspections and skid
steer and tip truck work. Municipal Employees are encouraged by their supervisors to
obtain additional and updated skills in their area to provide sufficient flexibility within the
work crews.

32.4.3 Core Crews

32.4.4 Provision of specialist skills for Municipal Employees doing road and drainage
construction works. Municipal Employees are encouraged by their supervisors to attain
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33.

33.1

33.2

33.3

33.4

33.5

34.

34.1

35.

35.1

skills in both areas to improve flexibility where crews can complete jobs that have both
roadworks and drainage works.

32.4.5 Plant and Labour Pool

32.4.6  Skills are developed in this area that can be transferred to the maintenance and
construction crews. General skills that are common across both the above areas are also
developed. These include plant operating, truck driving and traffic control. Municipal
Employees are encouraged by their supervisor to attain additional and updated skills in
these areas. Those that show attributes in skill related to the maintenance and core
construction crews are flagged with the respective supervisors as having equivalent skills
and capable of filling core positions. The provision of multi-skilling in this area is beneficial
for the success of the plant and labour pool and its ability to provide a service to the
construction and maintenance areas.

32.4.7 Leading Hands

32.4.8 Leading Hands are key players in the success of engineering operations and their level
of skills across these areas and the development of specialist skill are seen as a career
path for Municipal Employees to progress up to a supervisor’s level.

32.4.9 ltis acknowledged that leading hands are “hands-on” and may be expected to encourage
multi-skilling and provide on-site training as appropriate.

MULTI-SKILLING

Multi-skilling is an opportunity for Municipal Employees to become more marketable both within
the Shire and in the larger workforce by learning skills of another position enhancing those that
have already been acquired. Some positions may also require an employee to acquire appropriate
qualifications.

The aim of multi-skilling is to create flexibility among staff so, as the operation of the Shire will not
be affected when Municipal Employees are away from the workplace, with consideration to
resources, practicability and mutual benefit for council and Municipal Employees.

Municipal Employees, who seek to work in an alternative area or develop new skills, should discuss
opportunities and develop a clear set of training objectives with their supervisor or raise their
interest at the time of their performance review.

The movement of Municipal Employees will depend upon the time of the year and the work and
resources being available, an induction will be conducted for the employee prior to joining the new
crew and will concentrate on the use of equipment and all safety awareness procedures.

Benefits of multi-skilling include:

33.5.1 \Variation of work;

33.5.2 Increased motivation;

33.5.3 Improved skills;

33.5.4 Job advancement opportunities and being more marketable;
33.5.5 Increased productivity / improved quality of the product; and

33.5.6  Respect for our own and other skills.

PURCHASE OF NEW EQUIPMENT

The Shire agrees to consult with the Employees most likely to be involved in the operation and
maintenance of new plant and equipment prior to any decision being made to purchase new plant
and equipment.

INDUCTION HEALTH AND SAFETY

Each new employee is to receive an induction within seven (7) days of commencement of
employment. This induction is to include (but not be limited to):
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36.

36.1

36.2

37.

37.1

38.

38.1

38.2
38.3

39.

39.1

39.2

39.3

39.4

39.5

39.6

35.1.1 Work Health and Safety procedures and practices
35.1.2  Council facilities

35.1.3  Any other relevant information for the position
35.1.4 Union Delegates

35.1.5 A copy of the current Enterprise Agreement

WORK HEALTH AND SAFETY

The Shire has a high commitment to Work Health and Safety and will continue to develop
procedures relating to identifying hazards. This will be coordinated through the work health and
safety committee.

The Shire will provide Work Health and Safety representatives paid leave to attend WHS courses.

INOCULATION

The Shire will arrange free of charge to Municipal Employees who wish to receive inoculations of
Hepatitis, Tetanus and Flu injections on a regular basis.

EMPLOYEE WELLNESS

The Shire values a healthy, active workforce and acknowledges the many flow on benefits of
having a healthy workforce. As part of the Shire’s commitment to encourage healthy lifestyles,
eligible Employees can access free membership to selected Shire facilities.

38.1.1  All full-time, permanent part-time and contract Employees will receive free membership
and entry to the Leschenault Leisure Centre, the Harvey Recreation and Cultural Centre
and the Dr Peter Topham Memorial Swimming Pool.

38.1.2 Clause 38.1.1 does not include Créche facilities, team sports or sundry programs which
would otherwise fall outside the bounds of a Centre Membership.

Clause 38.1.1 applies to Employees only and is not inclusive of family or friends.

The effect of Clause 38.1.1 will commence upon the expiration of any current membership an
employee has purchased for the use of facilities listed in Clause 38.1.1 and any existing
memberships will not be refunded.

SUPERANNUATION AND SALARY SACRIFICE

The employer will notify the employee upon commencement of employment that they have a
choice of their superannuation fund as prescribed by statutory regulation.

An employee upon nominating a superannuation fund will provide the Shire administration with a
superannuation account number to enable the transfer of the applicable funds electronically.

Where an employee fails to nominate a superannuation fund, the Shire will make payments into
its default superannuation fund, being a fund offering a MySuper product and authorised by the
Australian Prudential Regulation Authority, provided that the ATO first confirms no relevant stapled
fund exits for that employee. If the ATO provides details of a stapled fund, the Shire will make
contributions to it.

The parties will be bound by the nomination of the employee and will not unreasonably refuse an
employee’s request to change complying funds.

Superannuation Guarantee - the employer's SG contribution for an employee is to be calculated
using the employee's gross Ordinary Time Earnings (OTE).

Superannuation — Matching Voluntary Contribution:

A full-time or permanent part-time employee may choose to contribute additional superannuation
payments that will be matched by the Shire.
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40.

40.1

40.2

40.3

40.4

40.5

41.

41.1

41.2

41.3

42.

42.1

39.6.1 The Shire will match an employee’s voluntary contributions made to the employee’s
nominated superannuation account provided that the employee contributes a minimum
amount of 5% or 6% of their own salary.

39.6.2 The employee’s voluntary contributions may be salary sacrificed.

39.6.3 The Shire will match Employee contributions to a maximum of 6% as shown in the table

below:
Employee Contribution Shire Contribution Total Combined Contribution
(% of gross salary) (in addition to SGC) (in addition to SGC)
5% 5% 10%
6% 6% 12%

INTRODUCTION OF CHANGE

Where the employer has made a definite decision to introduce major changes in production,
program, organisation, structure or technology that are likely to have significant effects on
Employees, the Employer will notify the Employees who may be affected by the proposed changes.

Significant effects” include termination of employment; major changes in composition, operation or
size of the employer's workforce or in the skill required; the elimination of diminution of job
opportunities, promotion opportunities or job tenure; the alteration of hours of work; the need for
retraining or transfer of Employees to other work or locations; and the restructuring of jobs.

The employer will discuss with Employees affected and the union (inter alia) the introduction of the
changes and the effects the changes are likely to have on Employees and measures to avert or
mitigate the adverse effects of such changes on Employees. The employer will give prompt
consideration to matters raised by the Employees and/or the union or unions in relation to any
proposed changes.

The discussions are to commence as early as practicable after a definite decision has been made
by the employer to make any changes.

For the purpose of such discussion the employer will provide to the Employees concerned and the
union relevant information about the changes including the nature of the changes proposed, the
expected effects of the changes on Employees provided that the employer will not be required to
disclose confidential information the disclosure of which would be inimical to the employer's
interests.

UNION RIGHT OF ENTRY

A WASU official is entitled to reasonable access to the workplace as agreed and under the terms
laid out in the Act.

Subject to at least 24-hours’ notice being given by the WASU official, permitted to hold a ‘right of
entry’, such WASU officials may enter the Shire premises for the purpose of discussions with
relevant Employees who wish to participate.

Employees may request and the Employer will grant Employees time to meet with their industrial
representatives. Such meetings will not usually be run for more than one (1) hour duration in paid
time.

DELEGATE RIGHTS AND RECOGNITION

Delegate elected by members of the union for the purpose of representing the Employees in
relation to Industrial Relations, Work Health Safety and Welfare, Superannuation, Workplace and
Enterprise Bargaining, will be given sufficient paid time and access to the workforce on all relevant
issues. Paid time away from the normal workstation pursuant to this clause will be subject to
approval from the supervisor who will not unreasonably withhold the approval.
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42.2

43.

43.1

44,

441

44.2

44.3

44.4

445

44.6

45,

45.1

Delegates will be provided the right to:

42.2.1 be treated with respect, fairness and to perform their role as a Workplace Delegate
without any adverse effect upon their employment;

42.2.2 formal recognition by the Shire that endorsed WASU representatives speak on behalf of
WASU members in the workplace;

42.2.3 bargain collectively on behalf of those they represent, including access to reasonable
paid time to prepare and participate in enterprise bargaining negotiations;

42.2.4  consultation, and access to reasonable information about the workplace, the business
and any proposed changes that affects Employees covered by this Agreement;

42.2.5 reasonable time to represent the interests of members to the Shire and Industrial
Tribunals;

42.2.6 reasonable paid time during normal working hours to consult with members and WASU
officers/employees;

42.2.7 address new Employees about the benefits of WASU membership within the first month
of their employment. Delegates will be provided a list of new Employees commencing
employment at the Shire each month, within five (5) workdays of the start of the next
month;

42.2.8 reasonable access to telephone, facsimile, photocopying, internet and e-mail facilities for
the purpose of carrying out their role as a Workplace Delegate and communicating with
their workplace colleagues, WASU officials and the WASU offices;

42.2.9 place WASU information on a designated union notice board in a prominent location
within the workplace.

TOOLBOX MEETING: MUNICIPAL EMPLOYEES.

The parties agree that good communications is important to the workforce and the smooth
operations of the Shire and as such monthly toolbox meetings will be arranged for the workforce
to raise any issues that may affect their working conditions and/or their health and safety.

UNIFORMS - DEPOT BASED EMPLOYEES
The parties recognise that a suitable standard of dress reflects the positive image of the Shire and
is required to meet the appropriate safety standards.

All Employees will wear the Shire Uniform at all times during working hours and personal protective
equipment in accordance with the Shire Policy.

The uniforms will be issued annually and may consist of the following:
44.3.1 Three (3) pairs of long trousers

44.3.2 Three (3) long sleeve Hi-Viz shirts

44.3.3  One (1) jumper

A winter jacket to be provided for each member of the operations crew. The jackets to be replaced
once every three (3) years. The provision of winter jackets is on the request of each employee.

The Shire will also allow all Employees to purchase replacement uniform items through the Shire
over and above that allocated in 44.3 above on a cost recovery basis.

The Shire will increase the total allowance for work boots to the equivalent of a pair of “Blue Steel
Boots” as required and after showing cause that they need the replacement by showing worn out
boots.

PHASED RETIREMENT

Phased retirement options are a useful workforce planning and retention strategy. They enable
managers to retain Mature-aged Employees who have significant talent, skills and experience and
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45.2
45.3

45.4

45.5

46.

46.1

46.2

46.3

who may otherwise decide to leave the workforce sooner rather than later. It also provides
Employees with the capacity to better balance work and other life challenges. Options available to
Employees include reduced work week, job sharing arrangements and project work.

The CEO has discretion over approval for phased retirement options.

The terms of the phased retirement may be specified in a written Phased Retirement Agreement
that is to be signed by the employee and CEO on behalf of the Shire.

Where an application is refused, the CEO will provide feedback to the employee as to the
reasoning.

The Shire must inform Employees considering transitioning to retirement of the impact on their
entitlements including but not limited to annual leave, long service leave and superannuation. Such
discussions about the impacted entitlements must be confirmed in writing before the retirement
transition commences.

REDUNDANCY/SEVERANCE PAYMENTS

Consultation

46.1.1 The Employer is to consult with Employees likely to be affected by any proposed changes
as to the need for and/or reason for the change and no definite decision will be made
until this process has been followed.

46.1.2  Where the employer has made a definite decision that it no longer wishes the job that an
employee has been doing to be done by anyone, and this is not due to the ordinary and
customary turnover of labour and that decision may lead to the termination of
employment, the employer will hold discussions with the employee(s) directly affected
and with their Union.

46.1.3 The discussions will take place as soon as is practicable after the employer has made a
definite decision which will invoke the provisions of clause 46.1.2 hereof, and will cover,
inter alia, 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.

46.1.4  For the purposes of the discussion, the employer will, as soon as practicable, provide in
writing to the employee(s) concerned and their Union, all relevant information about the
proposed terminations including the reasons for the proposed terminations, the number
and categories of employee(s) likely to be affected, and the number of workers normally
employed and the period over which the terminations are likely to be carried out. Provided
that the employer will not be required to disclose confidential information, the disclosure
of which would be inimical to the employer’s interests.

Transfers within the Organisation

46.2.1 Wherever possible and practical, appropriate employee(s) should be offered a transfer
to other positions within the Organisation and also offered the necessary and reasonable
training to effect a successful transition.

46.2.2 Where an employee is transferred to other duties for the purpose of avoiding
retrenchment and those duties attract a lesser rate of pay than the incumbents previous
position, the employer will make up the difference between the two rates of pay for a
period of twelve (12) months (or two [2] years in the case of Employees covered by
Clause 46.5 below). After this time, the lesser rate will apply.

Severance Benefits

46.3.1 Where a position has been made redundant and a transfer has not been possible, an
employee may be retrenched on the following basis:

46.3.1.1 A maximum period of notice possible but in any event no less than four (4)
weeks or payment in lieu of notice to a maximum of four (4) weeks.

46.3.1.2 Three (3) weeks’ pay for every completed year of service, provided that an
employee who has completed 1 years’ service but less than 2 years’ service
will receive 4 weeks’ severance pay;
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46.4

46.5

46.6

46.3.1.3 An additional one (1) weeks’ notice if the Employee is over forty-five (45) years
of age and has completed at least 2 years of continuous service with the
Employer;

46.3.1.4 The maximum payable under 46.3.1.2 and 46.3.1.3 will be fifty-two (52) weeks’
pay provided that the severance payments will not exceed the amount which
the employee would have earned if employment with the employer had
proceeded to the employee's normal retirement date;

46.3.1.5 Where an employee has been employed with the employer for a minimum of 7
years, pro rata long service leave will be provided in accordance with the Local
Government Long Service Leave Regulations;

46.3.1.6 All other pro rata entitlements payable under the appropriate award or
agreement to a terminating employee will be paid;

46.3.1.7 Where the circumstances of a retrenched employee are such that it will be
extremely difficult for the employee to find another job, the employer may
exercise its discretion to provide additional benefits to such employee(s). In this
event, details of the total redundancy package for such an employee will be
published in accordance with section 5.50(2) of the Local Government Act; and

46.3.1.8 The term "weeks’ pay" means the normal weekly salary or wage payable to the
employee including any penalty rates normally paid but excluding overtime or
intermittent payments. The term also includes salary or wages specifically
sacrificed for additional non-award benefits but does not include the value of
any non-award benefit normally provided for the employee's position (such as
a vehicle in the case of a senior position, the normal superannuation
contribution provided to all Employees etc.).

Time Off During Notice Period

46.4.1

46.4.2

During the period of notice of termination, given by the employer, an employee will be
allowed up to one (1) days’ 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 (1) day during the notice
period for the purpose of seeking other employment, the employee will, at the request of
the employer, be required to produce proof of attendance at an interview or they will not
receive payment for the time absent.

46.4.2.1 For this purpose a Statutory Declaration will be sufficient.

Local Government Boundary Changes. Amalgamations and Break-Ups

46.5.1

46.5.2

46.5.3

46.5.4

46.5.5

46.5.6

Where a restructuring of Local Government boundaries (such as a break up of a Local
Government or an amalgamation of Local Governments) results in a surplus of
Employees, the Employer, in accordance with Schedule 2.1 Clause 11(4) of the Local
Government Act, will provide two (2) years guaranteed employment except where the
employer and an employee is able to agree to a mutually acceptable severance package.

Clauses 46.1 and 46.2 above will apply. If a transfer is arranged, the "no reduction"
provision in Clause 46.2.2 will apply for two (2) years.

Where a transfer is not possible, retrenchment will be offered on the basis of Clause 46.3
above. Additional benefits may be offered in accordance with Clause 46.3.1.7 in an
endeavour to reach a mutually acceptable severance package.

If agreement on a severance package is not possible, the employee will be offered work
for two (2) years, on conditions no less favourable than the existing contract of
employment.

At any time during the two (2) years additional employment, the employer and an
employee may re-open negotiations in an endeavour to reach agreement on a mutually
acceptable severance package.

Where an employee remains in employment for two (2) years pursuant to schedule 2.1
of the Local Government Act and is then made redundant, there will be no entitlement to
the redundancy benefits provided in Clause 46.3. Redundancy benefits in accordance
with the appropriate award will still, however, apply.

Counselling
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46.7

46.8

46.9

46.10

46.6.1 Counselling by a professional counselling service will be available for an employee who
has been or is to be retrenched.

46.6.2 In appropriate circumstances, an outplacement service may also be offered. In this event
no payment in lieu of such service will be made.

Notice to Centrelink/Employment Agencies

46.7.1 Where a decision has been made to terminate Employees in the circumstances outlined
in Clause 46.1 hereof, the employer will notify Centrelink/Employment Agencies thereof
as soon as possible, giving relevant information including the number and categories of
the Employees likely to be affected and the period over which the terminations are
intended to be carried out.

Termination During Notice

46.8.1 An employee who has been given notice of retrenchment in accordance with Clause
46.3, may terminate during the period of notice and will be entitled to the same benefits
and payments as if they had remained until the expiry of the notice. Provided that in such
circumstance, the employee will not be entitled to payments in lieu of notice.

Alternative Work

46.9.1 Should the employer make suitable arrangements for alternative employment and the
employee is not consequently unduly prejudiced, the additional benefits over and above
the appropriate award arising from this clause will not apply.

46.9.2 In addition, the employer may make application to the Commission to have the award
severance pay prescription varied in the case of such an employee according to the
particular circumstances.

Exclusions

46.10.1 Benefits provided under this clause which go beyond the appropriate award will not apply
where employment is terminated for serious misconduct. Serious misconduct will take its
meaning from the Fair Work Regulations 2009 (Cth) and its successors.

46.10.2 This clause does not apply in the case of casual or temporary Employees who were
engaged for a specific time period or for a specific reason or specific task, project or
program.

46.10.3 This clause also does not apply to an employee engaged on a fixed term contract where
the term of the contract expires.

46.10.4 This clause will not apply to Employees with less than one (1) year's continuous service
and the general obligation of the employer should be no more than to give relevant
Employees an indication of the impending redundancy at the first reasonable opportunity,
and to take such steps as may be reasonable to facilitate the obtaining by the Employees
of suitable alternative employment.
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47. SCHEDULE 1 WEEKLY WAGE RATES — MUNICIPAL EMPLOYEES
Depot Based Employees

During the life of this Agreement, the following rates of pay will apply to Employees defined by clause 2.8.1
as Depot Based Employees. Industry Allowance is not included in the rates set out in this Schedule.

Weekly Rate
Level From 1 July 2023 From 1 July 2024 From 1 July 2025
10% 4% 3%

Per Hour | Per Week | PerHour | Per Week | Per Hour | Per Week
1.1 28.7253 1098.74 29.8743 1142.69 30.7708 1176.98
1.2 29.2168 1117.54 30.3857 1162.25 31.2973 1197.12
1.3 29.7085 1136.35 30.8970 1181.81 31.8241 1217.27
2.1 30.2003 1155.16 31.4084 1201.37 32.3509 1237.42
2.2 30.5263 1167.63 31.7475 1214.34 32.7002 1250.78
2.3 30.8523 1180.10 32.0866 1227.31 33.0492 1264.13
3.1 31.1781 1192.56 32.4254 1240.27 33.3982 1277.48
3.2 31.4097 1201.42 32.6662 1249.48 33.6463 1286.97
3.3 31.6432 1210.35 32.9091 1258.77 33.8965 1296.54
4 31.8756 1219.24 33.1506 1268.01 34.1454 1306.06
4A1 32.5857 1246.40 33.8892 1296.26 34.9059 1335.15
4A2 32.8356 1255.96 34.1491 1306.20 35.1736 1345.39
5.1 33.0858 1265.53 34.4095 1316.16 35.4419 1355.65
5.2 33.5708 1284.08 34.9138 1335.45 35.9614 1375.52
5.3 34.0563 1302.65 35.4186 1354.76 36.4814 1395.41
6.1 34.5412 1321.20 35.9229 1374.05 37.0008 1415.28
6.2 35.0265 1339.76 36.4278 1393.36 37.5208 1435.17
6.3 35.5117 1358.32 36.9323 1412.66 38.0403 1455.04
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Other Municipal Employees

During the life of this Agreement, the following rates of pay will apply to Employees defined by clause 2.8.2
as Other Municipal Employees. Industry Allowance is not included in the rates set out in this Schedule.

Weekly Rate
Level From 1 July 2023 From 1 July 2024 From 1 July 2025
10% 4% 3%

Per Hour | Per Week | PerHour | Per Week | Per Hour | Per Week
1.1 28.7253 1091.56 29.8743 1135.23 30.7708 1169.29
1.2 29.2168 1110.23 30.3857 1154.64 31.2973 1189.28
1.3 29.7085 1128.92 30.8970 1174.08 31.8241 1209.31
2.1 30.2003 1147.61 31.4084 1193.52 32.3509 1229.33
2.2 30.5263 1159.99 31.7475 1206.39 32.7002 1242.59
2.3 30.8523 1172.38 32.0866 1219.28 33.0492 1255.86
3.1 31.1781 1184.76 32.4254 1232.16 33.3982 1269.13
3.2 31.4097 1193.56 32.6662 1241.31 33.6463 1278.55
3.3 31.6432 1202.44 32.9091 1250.54 33.8965 1288.06
4 31.8756 1211.27 33.1506 1259.73 34.1454 1297.53
4A1 32.5857 1238.25 33.8892 1287.78 34.9059 1326.42
4A2 32.8356 1247.75 34.1491 1297.66 35.1736 1336.59
5.1 33.0858 1257.26 34.4095 1307.56 35.4419 1346.79
5.2 33.5708 1275.69 34.9138 1326.72 35.9614 1366.53
5.3 34.0563 1294.13 35.4186 1345.90 36.4814 1386.28
6.1 34.5412 1312.56 35.9229 1365.07 37.0008 1406.03
6.2 35.0265 1331.00 36.4278 1384.24 37.5208 1425.77
6.3 35.5117 1349.44 36.9323 1403.42 38.0403 1445.53
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48. SCHEDULE 2 ANNUAL SALARIES - LOCAL GOVERNMENT OFFICERS

During the life of this Agreement, the following rates of pay will apply to Employees defined by clause 2.6 as
Local Government Officers.

Annual Rate from | Annual Rate from | Annual Rate from
LEVEL STEP 1 July 2023 1 July 2024 1 July 2025
7% 4% 3%

1 <16 yrs 39246 40816 42041
17 yrs 41727 43397 44699

18 yrs 45324 47137 48552

19 yrs 48938 50896 52423

20 yrs 52517 54618 56257

Adult 55126 57332 59052

2 1 57346 59640 61430
2 58678 61026 62857

3 60634 63060 64952

4 62615 65120 67074

3 1 64390 66966 68975
2 65094 67698 69729

3 66233 68883 70950

4 67370 70065 72167

4 1 69193 71961 74120
2 70464 73283 75482

3 71551 74414 76647

4 73202 76131 78415

5 1 75221 78230 80577
2 76385 79441 81825

3 77334 80428 82841

4 78891 82047 84509

6 1 80022 83223 85720
2 81930 85208 87765

3 83355 86690 89291

4 85008 88409 91062

7 1 86646 90112 92816
2 88479 92019 94780

3 89991 93591 96399

4 91071 94714 97556

8 1 93012 96733 99635
2 94525 98306 101256

3 96035 99877 102874

4 97548 101450 104494

9 1 100551 104574 107712
2 102217 106306 109496

3 104171 108338 111589

4 106123 110368 113680
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49. SIGNATORIES TO THE AGREEMENT

Signatories to Agreement for the Employer:

Aannie RO/ o

Name of Chiet Executive Officer
For Shire of Harvey

Witnessed by:

Tiao Megdellen

Name of Witness

For the Employees:

JitL Hues©

Assigal
Name of Secretary for the
Western Australian Municipal,
Administrative, Clerical and
Services Union of Employees

Witnessed by

l\\wm Urener .

Name of Witness

Signed

¢ —

Vi
Signature of Chief Executive Officer
For Shire of Harvey

Signed

Lpetelle,

Signature of Witness

IS.\1.2023

Date

Assictont”
Signature of Secretary for the
Western Australian Municipal,
Administrative, Clerical and
Services Union of Employees

Signature of Witness
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