
2025 WAIRC 00883 

SHIRE OF MUNDARING MIDVALE EARLY CHILDHOOD AND PARENTING 
CENTRE INDUSTRIAL AGREEMENT 2025 

WESTERN AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION 
 
PARTIES SHIRE OF MUNDARING, UNITED WORKERS UNION (WA) 

APPLICANT 
-v- 

(NOT APPLICABLE) 
RESPONDENT 

CORAM SENIOR COMMISSIONER R COSENTINO 
DATE TUESDAY, 28 OCTOBER 2025 
FILE NO/S AG 70 OF 2025 
CITATION NO. 2025 WAIRC 00883 
 

Result Agreement registered 

Representation (on the papers) 
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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 in accordance with section 80BB(2) of the Act, a new State instrument, being a 
version of the Local Government Industry Award 2020 as at 1 January 2023 applies to the Shire of 
Mundaring and its employees to whom the Local Government Industry Award 2020 applied, as at 
1 January 2023 (New State Instrument); 
 
AND WHEREAS it is the parties’ intention that the Proposed Agreement replace the New State 
Instrument only to the extent of those employees to whom the Proposed Agreement applies; 
 
AND WHEREAS pursuant to the Senior Commissioner’s direction, the area and scope provisions 
of the Proposed Agreement were published in the Commission’s website on 3 October 2025; 
 
AND WHEREAS 14 days have elapsed since the notice was published and no objections to the 
registration of the Proposed Agreement have been received; 
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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; 
 
NOW THEREFORE, the Commission, pursuant to the powers conferred under the Act, hereby 
orders – 
 

THAT the agreement made between the parties filed in the Registry of the Commission on 
26 September 2025,as amended, entitled Shire of Mundaring Midvale Early Childhood and 
Parenting Centre Industrial Agreement 2025 attached hereto be registered as an industrial 
agreement with effect from the date of this order and that this Agreement shall be in 
substitution for the New State Instrument in respect of those employees to whom the Shire 
of Mundaring Midvale Early Childhood and Parenting Centre Industrial Agreement 2025 
applies. 

 
 
 
 
 
 
 

SENIOR COMMISSIONER R COSENTINO 

jbaniqued
LS Block
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PART 1: APPLICATION AND OPERATION OF THIS AGREEMENT 

1. Title  

1.1. This agreement is called the Shire of Mundaring Midvale Early Childhood and 

Parenting Centre Industrial Agreement 2025 (Agreement). 

1.2. This Agreement is made, and is to be registered, in substitution of all new State 

instruments including the new State instrument that has the same terms as the Local 

Government Industry Award 2020 (LGIA-NSI), but only in so far as it relates to the 

Employees as defined in this Agreement. 

1.3. For clarity, employees of the Employer covered by the LGIA-NSI prior to registration 

of this Agreement that are not Employees as defined in this Agreement will continue 

to be covered by the LGIA-NSI. 

2. Parties and scope of the Agreement 

2.1. The parties to this Agreement are: 

(a) the Shire of Mundaring (the Employer), 7000 Great Eastern Hwy, 

Mundaring WA 6073; and 

(b) the United Workers Union (WA) (the Union), Level 2, 54 Cheriton Street, 

Perth, WA 6000. 

2.2. The Agreement extends to and binds early childhood educators and teachers 

providing early childhood education services at the Employer’s Midvale Early 

Childhood and Parenting Centre, who are covered by the classifications contained in 

this Agreement (the Employees).  The Agreement does not apply to any other 

employee of the Employer, including:  

(a) the Chief Executive Officer; 

(b) members of the executive leadership team or Managers, including those 

based as the Midvale Early Childhood and Parenting Centre; 

(c) any employee covered by the Shire of Mundaring Administrative Employees 

Enterprise Agreement 2023 or the Shire of Mundaring Municipal Employees 

Enterprise Agreement 2023; 

(d) any other employees that remain covered by the LGIA-NSI. 
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2.3. It is estimated that upon registration approximately 27 Employees will be bound by 

the Agreement. 

2.4. The Agreement applies in the State of Western Australia. 

3. Operation of this Agreement 

3.1. The Agreement will come into effect when it is registered by the Western Australian 

Industrial Relations Commission.  

3.2. The nominal expiry date of this Agreement will be two years from the date of 

registration.  

3.3. This Agreement is a standalone document and excludes the Child Care (Out of 

School Care – Playleaders) Award, the Child Care (Subsidised Centres) Award, the 

Children’s Services (Private) Award 2006, the Local Government Officers’ (Western 

Australia) Award 2021 and any other award made under the Industrial Relations Act 

1979 (WA) (IR Act) (collectively the State Awards) that otherwise extend to and bind 

the Employees and Employer to whom this Agreement applies. 

3.4. To the extent that a State 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 a State Award), any such State Award entitlement will be 

inconsistent with this Agreement and this Agreement shall prevail, and the State 

Award will not apply.  

3.5. This Agreement is to be read and interpreted in conjunction with the Minimum 

Conditions of Employment Act 1993 (WA) (MCE Act). Where there is an 

inconsistency between this Agreement and the MCE Act, and the MCE Act provides 

a greater benefit to Employees, the MCE Act provision will apply to the extent of the 

inconsistency. 

4. Purpose and object of this Agreement 

4.1. Early Childhood Education and Care Worker Retention Payments  

(a) The Commonwealth Government has made available funding for Early 

Childhood Education and Care Worker Retention Payments (ECEC-WRP) 

by way of an ECEC-WRP grant GO7215 (Grant) for the period of 2 

December 2024 to 30 November 2026. 

(b) The purpose of the Grant is to support a wage increase for early childhood 

education and care workers employed in eligible childcare centres.  
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(c) The Employer has applied for the Grant in respect of the Employees. The 

purpose of this Agreement is to comply with the terms of the Grant and 

facilitate Employees receiving the ECEC-WRP. 

(d) To receive the ECEC-WRP (inclusive of backpay) an enforceable workplace 

instrument that provides the following must be in place: 

(i) A guarantee minimum wage that is at least 10% higher than the 

relevant Federal Award between 2 December 2024 to 30 November 

2025. 

(ii) A guarantee minimum wage that is at least 15% higher than the 

relevant Federal Award between 1 December 2025 to 30 November 

2026.  

5. Definitions  

In this Agreement, unless the contrary intention appears:  

5.1. CS Award is a reference to the Children’s Services Award 2010. 

5.2. Early Childcare Educators means early childhood educators providing early 

childhood education services at the Employer’s Midvale Early Childhood and 

Parenting Centre. 

5.3. Early Childcare Teachers means university qualified teachers providing early 

childhood education services at the Employer’s Midvale Early Childhood and 

Parenting Centre. 

5.4. ES (Teachers) Award is a reference to the Educational Services (Teachers) Award 

2020.  

5.5. Federal Award means either the CS Award or the ES (Teachers) Award, together or 

separately.   

5.6. IR Act means Industrial Relations Act 1979 (WA). 

5.7. MCE Act means Minimum Conditions of Employment Act 1993 (WA). 

5.8. Minimum Hourly Rate means the minimum hourly rate of pay specified in clause 15, 

for the Employee’s classification. 
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6. Requests for flexible working arrangements 

Employees are entitled to flexible working arrangement requests in accordance with 

Part 4A of the MCE Act. 

PART 2: TYPES OF EMPLOYMENT AND CLASSIFICATIONS 

7. Types of employment: 

7.1. Employees will be employed in one of the following categories: 

(a) full-time; 

(b) part-time; or 

(c) casual.  

7.2. At the time of engagement, the Employer will inform each Employee of the terms of 

their engagement and in particular whether they are to be full-time, part-time or 

casual.  

8. Full-time Employees 

A full-time Employee is engaged to work an average of 37.5 ordinary hours per week, 

plus reasonable additional hours. 

9. Part-time Employees  

9.1. The Employer may employ part-time Employees in any classification in this 

Agreement.  

9.2. A part-time Employee: 

(a) works less than an average of 37.5 ordinary hours per week; 

(b) has reasonably predictable hours of work; and 

(c) receives, on a pro rata basis, pay and conditions equivalent to those of full-

time Employees who do the same kind of work. 

9.3. At the time of engagement, the Employer and the part-time Employee will agree in 

writing on a regular pattern of work, specifying at least the hours worked each day, 

which days of the week the Employee will work and where practicable the actual 

starting and finishing times each day. 
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9.4. Any agreed variation to the hours of work will be recorded in writing. 

9.5. The Employer is required to roster a part-time Employee for a minimum of one hour 

on any shift. 

9.6. A part-time Employee must be paid the Minimum Hourly Rate for the relevant 

classification in clause 15 for each ordinary hour worked.  

9.7. Agreed additional hours 

A part-time Employee may agree to work up to an average of 37.5 ordinary hours per 

week at the Minimum Hourly Rate provided the agreement is entered into without 

duress, in writing and stipulates that hours are to be paid at the Minimum Hourly Rate. 

9.8. Additional hours by direction 

Subject to clause 9.7, where a part-time Employee is directed to work hours in excess 

of the hours agreed under clause 9.3 or as varied under clause 9.4, such hours will 

be overtime and paid for at the overtime rates prescribed in clause 20.  

10. Casual Employees  

10.1. A casual Employee is an Employee who is engaged and paid as such but does not 

include a part-time or full-time Employee. 

10.2. Casual loading  

Casual Employees will be paid, in addition to the Minimum Hourly Rate and rates 

payable for shift and weekend work on the same basis as a weekly Employee, an 

additional loading of 25% of the Minimum Hourly Rate for the classification in which 

they are employed as compensation instead of paid leave under this Agreement. 

10.3. Penalties and overtime  

(a) Penalties, including public holiday penalties and overtime, for casual 

Employees will be calculated on the Minimum Hourly Rate for the 

classification in which they are employed exclusive of the casual loading. 

(b) Casual loading will not be paid for overtime hours worked. 

(c) Casual loading will not be paid where the casual Employee is paid public 

holiday rates.  
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10.4. A casual Employee must be engaged and paid for at least 2 consecutive hours of 

work on each occasion they are required to attend work.   

11. Classifications  

11.1. Employees that are Early Childcare Educators will be classified according to the 

structure set out in Schedule 1.  

11.2. Employees that are Early Childcare Teachers will be classified according to the 

criteria set out below:  

Classification Criteria 

Level 1 
Graduate teacher and all other teachers (as defined) including those 

holding provisional or conditional accreditation /registration 

Level 2 Teacher with proficient accreditation/registration or equivalent 

Level 3 
Teacher with proficient accreditation/registration or equivalent after 3 years’ 

satisfactory teaching service at Level 2 

Level 4 
Teacher with proficient accreditation/registration or equivalent after 3 years’ 

satisfactory teaching service at Level 3 

Level 5 
Teacher with Highly Accomplished / Lead Teacher accreditation / 

registration or equivalent 

 

PART 3: HOURS OF WORK  

12. Hours of work 

12.1. The ordinary hours of work for a full-time Employee are an average of 37.5 hours per 

week (not including unpaid meal breaks) over a four-week cycle.  

12.2. The ordinary hours can be worked Monday to Friday.  

12.3. Ordinary hours worked before 6:00am or after 7:00pm will be paid 120% of the 

Minimum Hourly Rate.  

12.4. An Employee may work up to a maximum of 10 ordinary hours on any day (excluding 

unpaid meal breaks) or, by agreement between the Employer and Employee, up to a 

maximum of 12 ordinary hours on any day.  

13. Rostering arrangements 

13.1. Rostering  
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(a) A roster for full-time and part-time Employees showing normal starting and 

finishing times and the surname and initials of each Employee will be 

prepared by the Employer and will be made available to Employee/s at their 

request. 

(b) A roster can be altered by mutual consent at any time and may be altered 

by the Employer on 7 days’ notice. 

(c) Where practicable, 2 weeks’ notice of rostered day or days off should be 

given provided that the days off may be changed by mutual consent or 

through illness or other cause over which the Employer has no control. 

13.2. Flexible working arrangements  

The Employer and an Employee may agree to flexible working arrangements which 

include flexitime, banked hours, make-up time, accrued and rostered days off, and/or 

seasonal working arrangements. 

14. Meal breaks  

14.1. An Employee will not be required to work more than 5 hours without receiving an 

unpaid meal break of at least 30 minutes. 

14.2. 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. 

14.3. Employees required to perform working during meal breaks 

(a) The Employer may require an Employee to remain at their place of work 

during the meal break if a replacement Employee is not reasonably 

available.  

(b) Where the Employee in clause 14.3(a) is required to perform work during 

their meal break the Employee will have their meal break extended so that 

they receive an unpaid meal break of at least 30 minutes in total. 

PART 4: WAGES AND ALLOWANCES  

15. Minimum rates 

15.1. Early Childcare Educators 
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(a) Subject to clauses 15.1(b),15.1(c) and 15.1(d), the Employer must pay adult 
Employees engaged as Early Childhood Educators the following Minimum 
Hourly Rate for ordinary hours worked:  

Level Progression Minimum Hourly Rate 
Children’s Service 
Employees  

    

1.1 On commencement $25.10 

2.1 On commencement $25.71 

2.2 After 1 year* $26.56 

3A.1 On commencement $27.68 

3A.2 After 1 year* $28.12 

3.1 On commencement $28.12 

3.2 After 1 year* $29.09 

3.3 After 2 years* $30.00 

3.4 (Diploma)   $31.66 

4A.1 On commencement $30.00 

4A.2  After 1 year* $30.42 

4A.3 After 2 years* $30.83 

4A.4 After 3 years* $31.27 

4A.5 After 3 years* $31.68 

4.1 On commencement $33.12 

4.2 After 1 year* $33.63 

4.3 After 2 years* $34.13 

5A.1 On commencement $34.63 

5A.2 After 1 year* $35.14 

5A.3 After 2 years* $35.63 

5.1 On commencement $34.63 

5.2 After 1 year* $35.14 

5.3 After 2 years* $35.63 

5.4   $35.76 

*Reference to a year or years of service is to service in the industry 

The Minimum Hourly Rate in the table above is the same as the Minimum Hourly 
Rate in the CS Award as at date of registration of this Agreement.  

(b) If the Employer qualifies for the Grant and receives the ECEC-WRP,1 then 
the Employer will pay adult Employees engaged as Early Childhood 
Educators the following Minimum Hourly Rates for ordinary hours worked: 

Level Progression Minimum Hourly Rate 
Children’s Service 
Employees  

    

1.1 On commencement $27.45 

 
1 If the Employer does not qualify for the Grant or does not receive the ECEC-WRP, the rates of pay for Early 
Childhood Educators will be as per clause 15.1(a).  
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2.1 On commencement $28.29 

2.2 After 1 year* $29.22 

3A.1 On commencement $30.45 

3A.2 After 1 year* $30.94 

3.1 On commencement $30.94 

3.2 After 1 year* $32.00 

3.3 After 2 years* $33.00 

3.4 (Diploma)   $34.83 

4A.1 On commencement $33.00 

4A.2  After 1 year* $33.47 

4A.3 After 2 years* $33.92 

4A.4 After 3 years* $34.40 

4A.5 After 3 years* $34.85 

4.1 On commencement $36.44 

4.2 After 1 year* $37.00 

4.3 After 2 years* $37.55 

5A.1 On commencement $38.10 

5A.2 After 1 year* $38.66 

5A.3 After 2 years* $39.20 

5.1 On commencement $38.10 

5.2 After 1 year* $38.66 

5.3 After 2 years* $39.20 

5.4   $39.34 

Reference to a year or years of service is to service in the industry 

The Minimum Hourly Rate in the table above is 10% higher than the Minimum 

Hourly Rate in the CS Award as at the date of registration of this Agreement. 

(c) If between the date of registration of this Agreement and 1 December 2025 

the minimum hourly rate in the CS Award changes, the rates of pay in clause 

15.1(b) will also increase such that the Minimum Hourly Rate in the table is 

10% higher than the minimum hourly rate in the CS Award. 

(d) From 1 December 2025 to 30 November 2026, the rates of pay in clause 

15.1(b) will increase such that the Minimum Hourly Rate in the table is 15% 

higher than the minimum hourly rate in the CS Award. 

(e) There will be no further increases to the Minimum Hourly Rate beyond 30 

November 2026.  

(f) If the Employer qualifies for the Grant and receives the ECEC-WRP with 

back payment to the Employer to cover the period from 2 December 2024: 

(i) The Employer will review the Early Childhood Educators 

Employees’ rate of pay from 2 December 2024 to assess whether 
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for each ordinary hour of work they were paid at least 10% more 

than the minimum hourly rate in the CS Award.   

(ii) If an Early Childhood Educators Employee was paid less than 10% 

more than the minimum hourly rate in the CS Award, then the 

Employer will backpay the Employee, unless such back payment 

has already been received by the Employee.   

15.2. Early Childcare Teachers 

(a) Subject to clauses 15.2(b), 15.2(c) and 15.2(d), the Employer must pay adult 

Employees engaged as Early Childhood Teachers the following Minimum 

Hourly Rates for ordinary hours: 

Level Criteria 
Minimum Hourly 
Rate 

1 

Graduate teacher and all other 
teachers (as defined) including those 
holding provisional or conditional 
accreditation/registration 

$38.03 

2 
Teacher with proficient 
accreditation/registration or equivalent 

$41.57 

3 

Teacher with proficient 
accreditation/registration or equivalent 
after 3 years’ satisfactory teaching 
service at Level 2 

$45.25 

4 

Teacher with proficient 
accreditation/registration or equivalent 
after 3 years’ satisfactory teaching 
service at Level 3 

$48.94 

5 
Teacher with Highly 
Accomplished/Lead Teacher 
accreditation /registration or equivalent 

$52.62 

*The Minimum Hourly Rate in the table above is the same as the minimum hourly 

rate in the ES (Teachers) Award2 as at the date of registration of this Agreement. 

(b) If the Employer qualifies for the Grant and receives the ECEC-WRP,3 then 

Employer will pay adult Employees engaged as Early Childhood Teachers 

the following Minimum Hourly Rates for ordinary hours worked: 

Level Criteria Minimum Hourly Rate 

1 

Graduate teacher and all other 
teachers (as defined) including those 
holding provisional or conditional 
accreditation/registration 

$41.84 

 
2 Minimum weekly rate for long day care centre (full-time employee) divided by 38.  
3 If the Employer does not obtain the Grant, the rates of pay for Early Childhood Educators will be as per 
clause15.2(a). 
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2 
Teacher with proficient 
accreditation/registration or 
equivalent 

$45.73 

3 

Teacher with proficient 
accreditation/registration or 
equivalent after 3 years’ satisfactory 
teaching service at Level 2 

$49.78 

4 

Teacher with proficient 
accreditation/registration or 
equivalent after 3 years’ satisfactory 
teaching service at Level 3 

$53.84 

5 

Teacher with Highly 
Accomplished/Lead Teacher 
accreditation /registration or 
equivalent 

$57.89 

*The Minimum Hourly Rate in the table above is 10% higher than the minimum 

hourly rate in the ES (Teachers) Award as at the date of registration of this 

Agreement. 

(c) If between the date of registration and 1 December 2025 the minimum hourly 

rate in the ES (Teachers) Award change the rates of pay in clause 15.2(b) 

will also increase such that the Minimum Hourly Rate in the table is 10% 

higher than the minimum hourly rate in the ES (Teachers) Award.  

(d) From 1 December 2025 to 30 November 2026, the rates of pay in clause 

15.2(b) will increase such that the Minimum Hourly Rate in the table is 15% 

higher than the minimum hourly rate in the ES (Teachers) Award. 

(e) There will be no further increases to the Minimum Hourly Rate beyond 30 

November 2026.  

(f) If the Employer qualifies for the Grant and receives the ECEC-WRP with 

back payment to the Employer to cover the period from 2 December 2024: 

(i) The Employer will review the Early Childhood Teachers Employees’ 

rate of pay from 2 December 2024 to assess whether for each 

ordinary hour of work they were paid at least 10% more than the 

minimum hourly rate in the ES (Teachers) Award.    

(ii) If an Early Childhood Teachers Employee was paid less than 10% 

more than the minimum hourly rate in the ES (Teachers) Award, 

then the Employer will backpay the Employee, unless such back 

payment has already been received by the Employee.  

15.3. If the Employer ceases to receive the ECEC-WRP for any reason (including, but not 

limited to, cancellation or withdrawal of the Grant), Employees will be entitled to the 

Minimum Hourly Rates set out in clause 15.1(a) or clause 15.2(a). 
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15.4. Junior Rates 

Junior Employees will be paid a percentage of the applicable minimum rate in clauses 

15.1 or 15.2 for their classification as follows: 

Age % of Minimum Hourly Rate 

Under 17 years 55 

17 years 65 

18 years 75 

19 years 85 

20 years 95 

15.5. Higher duties 

(a) An Employee directed or appointed to relieve in a higher level position where 

the Employee is required to perform the substantive functions for more than 

one day will be paid the Minimum Hourly Rate applicable to that higher level 

pursuant to clauses 15.1 or 15.2. 

(b) Subject to clauses 15.5(b)(i). and 15.5(b)(ii), higher duties will not be paid 

when the relieving Employee is absent on leave or on a public holiday. 

(i) Where an Employee performs higher duties and is in receipt of a 

higher Minimum Hourly Rate for 3 continuous months or more 

immediately prior to starting a period of paid annual leave or paid 

personal/carer's leave, the leave will be paid at the higher Minimum 

Hourly Rate. 

(ii) The amount of annual leave or personal/carer's leave that is paid at 

the higher Minimum Hourly Rate will be proportional to the amount 

of annual leave or personal/carer's leave accrued whilst performing 

the higher duties work. 

15.6. Supported wage system 

For Employees who because of the effects of a disability are eligible for a supported 

wage, see Schedule 2 – Supported Wage System.  

15.7. National training wage  

Trainees may be engaged by the Employer in accordance with the MCE Act and the 

State Wage General Order.  
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16. Payment of wages 

16.1. At the Employer’s discretion, Employees will be paid weekly, fortnightly or as 

otherwise agreed by the Employer and Employee. Payment will be made by 

electronic funds transfer into the Employee’s nominated account or other agreed 

method. 

16.2. Payment on termination of employment 

The Employer must pay an Employee no later than 7 days after the day on which the 

Employee’s employment terminates: 

(a) the Employee’s wages under this Agreement for any complete or incomplete 

pay period up to the end of the day of termination; and 

(b) all other amounts that are due to the Employee under this Agreement and 

the MCE Act. 

17. Annualised wage arrangements 

17.1. Annualised wage 

(a) The Employer and a full-time Employee may enter into a written agreement 

for the Employee to be paid an annualised wage in satisfaction, subject to 

clause 17.1(c), of any or all of the following provisions: 

(i) clause 15 – Minimum Rates; 

(ii) clause 18  – Allowances; 

(iii) clause 20 – Overtime; 

(iv) clause 12.3 – Penalty rates; and 

(v) clause  22.1  –  Annual leave loading. 

(b) Where a written agreement for an annualised wage agreement is entered 

into, the agreement must specify: 

(i) the annualised wage that is payable; 

(ii) which of the provisions of this Agreement will be satisfied by 

payment of the annualised wage; 
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(iii) the method by which the annualised wage has been calculated, 

including specification of each separate component of the 

annualised wage and any overtime or penalty assumptions used in 

the calculation; and 

(iv) the outer limit number of ordinary hours which would attract the 

payment of a penalty rate under the Agreement and the outer limit 

number of overtime hours which the Employee may be required to 

work in a pay period or roster cycle without being entitled to an 

amount in excess of the annualised wage in accordance with clause 

17.1(c). 

(c) If in a pay period or roster cycle an Employee works any hours in excess of 

either of the outer limit amounts specified in the agreement pursuant to 

clause 17.1(b)(iv), such hours will not be covered by the annualised wage 

and must separately be paid for in accordance with the applicable provisions 

of this Agreement. 

(d) The Employer must give the Employee a copy of the agreement and keep 

the agreement as a time and wages record. 

(e) The agreement may be terminated: 

(i) by the Employer or the Employee giving 12 months’ notice of 

termination, in writing, to the other party and the agreement ceasing 

to operate at the end of the notice period; or  

(ii) at any time, by written agreement between the Employer and the 

individual Employee. 

17.2. Annualised wage not to disadvantage Employees 

(a) The annualised wage must be no less than the amount the Employee would 

have received under this Agreement for the work performed over the year 

for which the wage is paid (or if the employment ceases or the agreement 

terminates earlier, over such lesser period as has been worked). 

(b) The Employer must each 12 months from the commencement of the 

annualised wage arrangement or, within any 12 month period upon the 

termination of employment of the Employee or termination of the agreement, 

calculate the amount of remuneration that would have been payable to the 

Employee under the provisions of this award over the relevant period and 

compare it to the amount of the annualised wage actually paid to the 

Employee. Where the latter amount is less than the former amount, the 

Employer shall pay the Employee the amount of the shortfall within 14 days. 
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(c) The Employer must keep a record of the starting and finishing times of work, 

and any unpaid breaks taken, of each Employee subject to an annualised 

wage arrangement agreement for the purpose of undertaking the 

comparison required by clause 17.2(b). This record must be signed by the 

Employee, or acknowledged as correct in writing (including by electronic 

means) by the Employee, each pay period or roster cycle. 

17.3. Base rate of pay for Employees on annualised wage arrangements  

The base rate of pay of an Employee receiving an annualised wage under this clause 

comprises the portion of the annualised wage equivalent to the relevant rate of pay in 

clause 15 and excludes any incentive-based payments, bonuses, loadings, monetary 

allowances, overtime and penalties. 

18. Allowances 

18.1. Meal allowance in relation to overtime 

(a) A meal allowance of $16.91 will be paid to an Employee who is required to 

work more than 2 hours’ overtime in a minimum of 10 hours on duty. 

(b) An additional meal allowance of $16.91 will be paid where the Employer 

requires the Employee to continue working for a further 4 hours of 

continuous overtime work. 

(c) A meal allowance is not payable: 

(i) where the Employee has been notified at least 24 hours in advance 

of the requirement to work overtime; or 

(ii) where the Employee is only required to work less than the time 

prescribed in clauses 18.1(a) and 18.1(b); or 

(iii) where a meal is provided by the Employer. 

18.2. Vehicle allowance 

(i) An Employee required by the Employer to use their own vehicle in 

or in connection with the performance of their duties will be paid an 

allowance for each kilometre of authorised travel as follows: 

motor vehicle: $0.91 per kilometre; and 

motorcycle: $0.31 per kilometre. 
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(ii) An Employer may require an Employee to record full details of all 

such official travel requirements in a log book. 

18.3. Transfers, travelling and working away from normal starting point 

(a) Normal starting point 

(i) All Employees upon engagement will be given a normal starting 

point which will be, subject to clause 18.3(a)(iv), the starting point 

of their daily work activities. 

(ii) Unless otherwise provided, each Employee will be attached to one 

normal starting point only. 

(iii) An Employee may be attached to more than one normal starting 

point where multiple starting points form part of the nature of the 

work being performed. 

(iv) An Employee may be transferred to a different normal starting point 

within the Employer’s local government area at any time by the 

giving of reasonable notice provided that the relocation is 

reasonable in the circumstances and does not unreasonably 

disadvantage the Employee. 

(b) Excess travelling time and fares 

(i) Where an Employer requires an Employee, other than a casual, to 

start work at a place away from the Employee’s normal starting 

point, the Employer will pay the Employee: 

• excess travelling time—at the Employee’s Minimum 

Hourly Rate for all time reasonably spent reaching and/or 

returning from the job which is in excess of the time 

normally spent in travelling between the Employee’s 

usual residence and their normal starting point; and 

• excess fares—any fares reasonably incurred by the 

Employee that are in excess of the fares normally 

incurred in travelling between the Employee’s usual 

residence and the Employee’s normal starting point. The 

excess fares allowance will not be paid where the 

Employee is provided with a vehicle by the Employer or 

is paid the vehicle allowance as provided in clause 18.2 

or has an arrangement with the Employer for a regular 
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vehicle allowance in excess of the allowance provided in 

clause 18.2. 

18.4. Reimbursement of expenses  

(a) All reasonable expenses incurred by the Employee at the direction of the 

Employer, including out-of-pocket expenses, course fees and materials, 

telephones, accommodation, travelling expenses and the cost of special 

protective clothing, incurred in connection with the Employee’s duties will be 

paid by the employer and, where practicable will be included in the next pay 

period. 

(b) The method and mode of travelling or the vehicle to be supplied or to be 

used will be arranged mutually between the Employer and the Employee. 

Travelling arrangements will be agreed between the Employer and the 

Employee in advance. 

(c) The Employer will reimburse an Employee, other than a tradesperson or 

apprentice, for the cost of any tools, instruments or special equipment 

purchased and supplied by the Employee at the direction of the Employer. 

However, reimbursement need not be made if the Employer supplies the 

tools, instruments or equipment. 

(d) The Employer may require the Employee to present proof of payment prior 

to the reimbursement. 

19. Superannuation 

19.1. Superannuation Guarantee: Superannuation contributions will be paid as required 

under the Superannuation Guarantee (Administration) Act 1992 (Cth), as varied from 

time to time. 

19.2. On commencing employment, the Employer will notify the Employee of their right to 

nominate a complying superannuation fund. Employees are permitted to nominate a 

complying superannuation fund. 

19.3. So far as the relevant legislation allows: 

(a) 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. 

(b) The Employer will not unreasonably refuse to agree to a change of 

complying superannuation fund requested by the Employee. 
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(c) If a default fund is to be used the default fund will be AWARE Super. 

 

PART 5: Overtime  

20. Overtime  

20.1. Definition of overtime 

Unless otherwise provided, overtime means all work performed at the direction of the 

Employer: 

(a) in excess of the Employee’s ordinary weekly hours as specified in clause 

12.1; 

(b) on days other than ordinary working days as specified in clause 12.2; or 

(c) in excess of the maximum ordinary hours on any day provided by clause 

12.4. 

20.2. Payment for overtime 

(a) Except as otherwise provided, overtime will be paid at 150% of the Minimum 

Hourly Rate for the first 2 hours and 200% of the Minimum Hourly Rate after 

that. 

(b) Overtime worked from 12 noon on a Saturday and all day Sunday will be 

paid 200% of the Minimum Hourly Rate. 

(c) The casual loading prescribed by clause 10.2 will not be paid for overtime. 

(d) In calculating overtime, each day’s work stands alone. 

20.3. Time off instead of payment for overtime 

(a) An Employee and the Employer may agree in writing to the Employee taking 

time off instead of being paid for a particular amount of overtime that has 

been worked by the Employee. 

(b) Any amount of overtime that has been worked by an Employee in a particular 

pay period and that is to be taken as time off instead of the Employee being 

paid for it must be the subject of a separate agreement under clause 20.3. 

(c) An agreement must state each of the following: 
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(i) the number of overtime hours to which it applies and when those 

hours were worked; 

(ii) that the Employer and Employee agree that the Employee may take 

time off instead of being paid for the overtime; 

(iii) that, if the Employee requests at any time, the Employer must pay 

the Employee, for overtime covered by the agreement but not taken 

as time off, at the overtime rate applicable to the overtime when 

worked; 

(iv) that any payment mentioned in clause 20.3(c)(iii) must be made in 

the next pay period following the request. 

(d) The period of time off that an Employee is entitled to take is the same as the 

number of overtime hours worked. 

(e) Time off must be taken: 

(i) within the period of 6 months after the overtime is worked; and 

(ii) at a time or times within that period of 6 months agreed by the 

Employee and the Employer. 

(f) If the Employee requests at any time, to be paid for overtime covered by an 

agreement under clause 20.3 but not taken as time off, the Employer must 

pay the Employee for the overtime, in the next pay period following the 

request, at the overtime rate applicable to the overtime when worked. 

(g) If time off for overtime that has been worked is not taken within the period of 

6 months mentioned in clause 20.3(e), the Employer must pay the Employee 

for the overtime, in the next pay period following those 6 months, at the 

overtime rate applicable to the overtime when worked. 

(h) An Employer must not exert undue influence or undue pressure on an 

Employee in relation to a decision by the Employee to make, or not make, 

an agreement to take time off instead of payment for overtime. 

(i) An Employee may, under Part 4A of the MCE Act, request to take time off, 

at a time or times specified in the request or to be subsequently agreed by 

the Employer and the Employee, instead of being paid for overtime worked 

by the Employee. If the Employer agrees to the request then clause 20.3 will 

apply, including the requirement for separate written agreements under 

clause 20.3(b) for overtime that has been worked. 



Page 23 of 44 

 

(j) If, on the termination of the Employee’s employment, time off for overtime 

worked by the Employee to which clause 20.3 applies has not been taken, 

the Employer must pay the Employee for the overtime at the overtime rate 

applicable to the overtime when worked. 

20.4. Rest period after overtime 

(a) Length of the rest period 

When overtime work is necessary it will be arranged wherever reasonably 

practicable for Employees to have at least 10 consecutive hours off duty 

between the work on successive days. 

(b) Where the Employee does not get a 10 hour rest 

(i) The following conditions apply to an Employee (other than a casual 

Employee) who works so much overtime that the Employee 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: 

• the Employee must be released from duty after that 

overtime is finished until the Employee has had 10 

consecutive hours off duty, and 

• there will be no loss of pay for ordinary hours of work 

which occur during this absence. 

(ii) The following conditions apply to an Employee who, on the 

instructions of the Employer, resumes or continues work without 

having had 10 consecutive hours off duty in accordance with 

clause 20.4(b)(i): 

• the Employee must be paid at 200% of the Minimum 

Hourly Rate until the Employee is released from duty; 

• the Employee is then entitled to be absent for 

10 consecutive hours; and 

• there will be no loss of pay for ordinary hours of work time 

which occur during this absence. 

(c) On-call, call-back and remote response 
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Clauses 20.4(a) and 20.4(b) will not apply where an Employee works for less 

than 3 hours on-call, call-back or remote response on any one day in 

accordance with clauses 20.5 or 20.6. 

20.5. Call-back 

(a) For the purposes of this award, an Employee will be deemed to be on a call-

back if the Employee is recalled to work overtime after leaving the 

Employer’s premises or worksite and without receiving prior notice of the 

requirement to work overtime before finishing work. 

(b) Employees will not be deemed to be on-call-back where the Employee works 

overtime that is continuous with the Employee’s ordinary hours. 

(c) Any Employee who is called back to work will be paid for a minimum of 3 

hours’ work at the appropriate overtime rate for each time the Employee is 

recalled. 

(d) Any subsequent call-backs occurring within 3 hours of a call-back will not 

attract any additional payment. 

(e) An Employee working on a call-back will be paid the appropriate overtime 

rate from the time the Employee departs for work. 

(f) Except in the case of unforeseen circumstances arising, the Employee will 

not be required to work the full 3 hours if the job that the Employee was 

recalled to perform is completed within a shorter period. 

(g) Clause 20.5 will not apply in cases where the call-back is continuous subject 

to a reasonable meal break with the commencement of ordinary hours. 

20.6. On-call 

(a) An Employee directed by the Employer to be available for duty outside of 

the Employee’s ordinary working hours will be on-call. An Employee on-call 

must be able to be contacted and immediately respond to a request to attend 

work. 

(b) An Employee who is on-call may be paid an on-call allowance as follows: 

(i) Monday to Friday, inclusive - $24.76 per day; 

(ii) Saturday - $37.14 per day; or 
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(iii) Sunday or public holiday - $49.52 per day.  

(c) Call out 

(i) An Employee who is on-call and in receipt of an on-call allowance 

will be paid at the appropriate overtime rate in clause 20 for time 

required to attend work. 

(ii) Actual time worked will be deemed to apply from the time the 

Employee leaves home. 

(d) Remote response 

(i) An Employee who is in receipt of an on-call allowance and available 

to immediately: 

• respond to phone calls or messages; 

• provide advice (‘phone fixes’); 

• arrange call out/rosters of other employees; and 

• remotely monitor and/or address issues by remote 

telephone and/or computer access, 

will be paid the applicable overtime rate in clause 20 for the time 

actually taken in dealing with each particular matter. 

(ii) An Employee remotely responding will be required to maintain and 

provide to the Employer 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 15 minutes 

PART 6: LEAVE AND PUBLIC HOLIDAYS 

21. Personal leave, annual leave and bereavement leave 

21.1. Personal leave, annual leave and bereavement leave are provided for under the MCE 

Act. The table below summarises those statutory entitlements.  

21.2. Employees accessing paid leave will be paid for their ordinary hours of work at their 

Minimum Hourly Rate. 
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Leave type Entitlement Employees that are 

entitled 

Paid personal leave 2 weeks (up to 75 hours) 

per year of service 

Full-time Employees 

Part-time Employees on 

pro rata basis 

Unpaid personal leave 

(for caring purposes)  

Up to 2 days per 

permissible occasion 

All Employees (cannot be 

taken if paid personal 

leave available) 

Paid annual leave 4 weeks (up to 150 

hours) per year 

Full-time Employees 

Part-time Employees on 

pro rata basis 

Paid bereavement leave Up to 2 days on death of 

member of Employee’s 

family or household 

All Employees 

22. Additional provisions relating to annual leave 

22.1. Annual leave loading 

(a) The Employee will be paid an annual leave loading of 17.5% calculated on 

the Employee’s Minimum Hourly Rate in addition to annual leave provided. 

(b) Annual leave will, at the discretion of the Employer, be paid in any of the 

following ways: 

(i) on the anniversary date of employment; 

(ii) on the same date each year as determined by the Employer; or 

(iii) when taking annual leave. 

(c) The maximum amount of annual leave loading that the Employer may be 

required to pay in any year of service will not exceed 70% of the highest 
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Minimum Hourly Rate under this Agreement multiple by 37.5 (pro rata for a 

part-time Employee). 

22.2. Excessive leave 

(a) An excessive leave balance is having more than 8 weeks of accrued and 

untaken annual leave.  

(b) Employees should take annual leave throughout the year and are to ensure 

that they do not have an excessive leave balance. 

22.3. Cashing out of annual leave 

(a) Paid annual leave must not be cashed out except in accordance with an 

agreement under this clause. 

(b) Each cashing out of a particular amount of paid annual leave must be the 

subject of a separate agreement under this clause. 

(c) An Employer and an Employee may agree in writing to the cashing out of a 

particular amount of accrued paid annual leave by the Employee. 

(d) An agreement under this clause must state: 

(i) the amount of leave to be cashed out and the payment to be made 

to the Employee for it; and 

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

(e) An agreement under this clause must be signed by the Employer and 

Employee and, if the Employee is under 18 years of age, by the Employee’s 

parent or guardian. 

(f) The payment must not be less than the amount that would have been 

payable had the Employee taken the leave at the time the payment is made. 

(g) An agreement must not result in the Employee’s remaining accrued 

entitlement to paid annual leave being less than 4 weeks. 

(h) The maximum amount of accrued paid annual leave that may be cashed out 

in any period of 12 months is 2 weeks. 

(i) The Employer must keep a copy of any agreement. 
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23. Family and domestic violence leave  

23.1. An Employee may access: 

(a) up to 10 days paid family and domestic violence leave in accordance with 

the NES; and 

(b) up to 5 days unpaid family and domestic violence leave in accordance with 

the MCE Act.  

24. Parental leave 

Parental leave is provided for the NES.  

25. Long service leave 

25.1. Eligible Employees are entitled to long service leave in accordance with the Local 

Government (Long Service Leave) Regulations 2024 (WA).  

25.2. The Local Government (Long Service Leave) Regulations 2024 provide Employees 

with 13 weeks of long service leave after completion of 10 years of reckonable 

service.  

26. Other leave 

26.1. Emergency management entitlement 

(a) An Employee who is absent from their employment because they are 

carrying out an emergency management response is entitled to be paid as 

per the Emergency Management Act 2005 (WA).  

(b) For clarity, an Employee should seek approval from the Employer before 

attending to an emergency management response. 

26.2. Jury service 

(a) An Employee is entitled to jury service leave in accordance with, and subject 

to the terms and conditions set out in, the Juries Act 1957 (WA) for the days 

and hours they are summonsed to attend court as a juror. 

(b) The Employee should request this leave as soon as practicable. The 

Employer may request a copy of the Attendance Record from the Employee 

as evidence of the entitlement. 
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27. Public holidays 

27.1. Public holiday entitlements are provided for in the MCE Act.  

27.2. Where an Employee is required to work on a public holiday they will be paid 250% of 

the Minimum Hourly Rate for the actual hours worked. 

27.3. Observed public holidays  

(a) Where an Employee is required to work on the observed public holiday they 

will be paid 250% of the Minimum Hourly Rate for the actual hours worked. 

(b) An Employee who works on an observed and actual public holiday will be 

paid the penalty rate for working on the observed public holiday, but not both. 

27.4. Substitution of public holiday by agreement 

The Employer and an Employee may agree to substitute a public holiday as provided 

by the MCE Act with an alternative day. 

27.5. Public holiday occurring on a rostered day off 

(a) When a public holiday occurs on a day on which an Employee is rostered 

off while employed on a 7 day a week rotating roster system, the Employee 

will be paid a day’s pay at ordinary rates in addition to the ordinary week’s 

pay. 

(b) Instead of making the additional payment in clause 27.5(a), the Employer 

may grant a day’s leave for each such public holiday which may be taken at 

a time that is mutually agreed to between the Employer and the Employee. 

(c) If a public holiday is a part-day public holiday, then clause 27.5 applies on a 

pro-rata basis for the number of ordinary hours on the part-day public 

holiday. 

27.6. Public holiday occurring on an accrued rostered day off 

If an accrued rostered day off falls on a public holiday as prescribed in the MCE Act, 

the next working day or part-day will be substituted. Another day or part-day may be 

substituted by written agreement.  

PART 7: CONSULTATION AND DISPUTE RESOLUTION 



Page 30 of 44 

 

28. Consultation about major workplace change 

28.1. See Part 5 of the MCE Act and the Termination, Change and Redundancy General 

Order.  

29. Consultation about changes to rosters or hours of work 

29.1. Clause 29 applies if the Employer proposes to change the regular roster or ordinary 

hours of work of an Employee, other than an Employee whose working hours are 

irregular, sporadic or unpredictable. 

29.2. The Employer must consult with any Employees affected by the proposed change 

and their representatives (if any). 

29.3. For the purpose of the consultation, the Employer must: 

(a) provide to the Employees and representatives mentioned in clause 29.2 

information about the proposed change (for example, information about the 

nature of the change and when it is to begin); and 

(b) invite the Employees to give their views about the impact of the proposed 

change on them (including any impact on their family or caring 

responsibilities) and also invite their representative (if any) to give their views 

about that impact. 

29.4. The Employer must consider any views given under clause 29.3. 

29.5. Clause 29 is to be read in conjunction with any other provisions of this award 

concerning the scheduling of work or the giving of notice. 

30. Dispute resolution 

30.1. This clause sets out the procedures to be followed if a dispute arises about a matter 

under this Agreement.   

30.2. The parties to the dispute must first try to resolve the dispute at the workplace through 

discussion between the Employee or Employees concerned and the relevant 

supervisor. 

30.3. If the dispute is not resolved through discussion as mentioned in clause 30.2, the 

parties to the dispute must then try to resolve it in a timely manner at the workplace 

through discussion between the Employee or Employees concerned and more senior 

levels of management, as appropriate. 
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30.4. If the dispute is unable to be resolved at the workplace and all appropriate steps have 

been taken under clauses 30.2 and 30.3, a party to the dispute may refer it to the 

Western Australian Industrial Relations Commission. 

30.5. The parties may agree on the process to be followed by the Western Australian 

Industrial Relations Commission in dealing with the dispute, including mediation, 

conciliation and consent arbitration. 

30.6. If the dispute remains unresolved, the Western Australian Industrial Relations 

Commission may use any method of dispute resolution that it is permitted by the IR 

Act to use and that it considers appropriate for resolving the dispute. 

30.7. A party to the dispute may appoint a person, organisation or association to support 

and/or represent them in any discussion or process under this clause. 

30.8. While procedures are being followed under this clause in relation to a dispute: 

(a) work must continue in accordance with this Agreement award and the IR Act; 

and 

(b) an Employee must not unreasonably fail to comply with any direction given 

by the Employer about performing work, whether at the same or another 

workplace, that is safe and appropriate for the Employee to perform. 

30.9. Clause 30.8 is subject to any applicable work health and safety legislation. 

30.10. Dispute Resolution Training Leave 

(a) An eligible Employee shall be entitled to a maximum of 5 days paid leave to 

attend courses which are specifically directed towards effective resolution of 

disputes regarding industrial matters under this award and /or industrial 

issues which arise at the workplace. 

(b) Eligible Employees are only entitled to leave in accordance with this clause 

for accredited courses. 

(c) Such leave will be available to an individual eligible Employee once only 

during their employment. The Employer and eligible Employee may reach 

an agreement on any requests for refresher training. 

(d) For the purpose of this clause an accredited course means a Dispute 

Resolution Training Course conducted by or on behalf of a registered 

training organisation whose scope of registration includes industrial relations 

training. 
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(e) Nothing in clause this will prevent the Employer and the eligible Employee 

from reaching agreement that such training can be provided by a union or 

other accredited training provider(s). 

(f) An eligible Employee is defined as a full-time or part-time Employee: 

(i) who is a union delegate, who has been duly appointed by a union 

and the Employer has been formally notified of that appointment; 

and 

(ii) who has completed 12 months continuous service with the current 

Employer. 

(g) An eligible Employee must comply with the following notice requirements: 

(i) provide the Employer with at least 5 weeks prior notice in writing of 

their request to attend a dispute resolution training course; 

(ii) outline details of the type, content, venue and duration of the course 

to be attended in the written notice provided in accordance with 

clause 30.10(g)(i). 

(h) The Employer will consider a request for leave in accordance with this clause 

having regard to: 

(i) the operational requirements of the Employer; and 

(ii) the capacity of the Employer to make adequate staffing 

arrangements among current Employees during the proposed 

period of leave. 

(i) An Employer must not unreasonably refuse to agree to a request by the 

Employee to take dispute resolution training leave. 

(j) An Employer will not be liable for any additional expenses associated with 

an Employee's attendance at a course other than the payment of the 

Minimum Hourly Rate for such absence. 

(k) An eligible Employee will be required to provide the Employer with proof of 

attendance at, and satisfactory completion of, the course to qualify for 

payment of leave. 

(l) Leave granted pursuant to this clause counts as service for all purposes of 

this Agreement award. 
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PART 8: TERMINATION OF EMPLOYMENT AND REDUNDANCY 

31. Termination of employment 

NOTE: The National Employment Standards (NES) sets out requirements for notice of termination by 

an employer. See sections 117 and 123 of the Fair Work Act 2009 (Cth).  

31.1. Notice of termination by an Employee 

(a) This clause applies to all Employees except those identified in 

sections 123(1) and 123(3) of the Fair Work Act 2009 (Cth). 

(b) An Employee must give the Employer notice of termination in accordance 

with Table 1—Period of notice of at least the period specified in column 2 

according to the period of continuous service of the Employee specified in 

column 1. 

 
Table 1—Period of notice 

Column 1 

Employee’s period of continuous service with the 

Employer at the end of the day the notice is given 

Column 2 

Period of notice 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2 weeks 

More than 3 years but not more than 5 years 3 weeks 

More than 5 years 4 weeks 

NOTE: The notice of termination required to be given by an employee is the 

same as that required of an employer except that the employee does not 

have to give additional notice based on the age of the employee. 

(c) In clause 31.1(b) continuous service has the same meaning as in 

section 117 of the FW Act. 

(d) If an Employee who is at least 18 years old does not give the period of notice 

required under clause 31.1(b), then the Employer may deduct from wages 

due to the Employee under this Agreement an amount that is no more than 

one week’s wages for the Employee. 
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(e) If the Employer has agreed to a shorter period of notice than that required 

under clause 31.1(b), then no deduction can be made under clause 31.1. 

(f) Any deduction made under this clause must not be unreasonable in the 

circumstances. 

32. Redundancy / severance 

See Termination, Change and Redundancy General Order.  

33. Job search entitlement 

See Termination, Change and Redundancy General Order.   

https://www.wairc.wa.gov.au/assets/General-Orders/APPL-784-2004-2005017152.pdf
https://www.wairc.wa.gov.au/assets/General-Orders/APPL-784-2004-2005017152.pdf
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Typewriter
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Grace Peacock
Typewriter
26 September 2025
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Schedule 1 – Childcare educators classification structure  

S1.1. Level 1 
 

1.1. This is an Employee who has no formal qualifications but is able to perform 
work within the scope of this level. The Employee will work under direct 
supervision in a team environment and will receive guidance and direction at all 
times. The Employee will receive structured and regular on-the-job training to 
perform the duties expected at this level. Normally an Employee at this level will 
not be left alone with a group of children. 
 

1.2. Indicative duties 

(a) Learning and implementing the policies, procedures and routines of the 

service. 

(b) Learning how to establish relationships and interact with children. 

(c) Learning the basic skills required to work in this environment with children. 

(d) Giving each child individual attention and comfort as required. 

(e) Basic duties including food preparation, cleaning and gardening. 

1.3. Progression 

A Level 1 Employee will progress to the next level after a period of one year or earlier 

if the Shire considers the Employee capable of performing the work at the next level 

or if the Employee actually performs work at the next level. 

S1.2. Level 2 
 

2.1. This is an Employee who has completed 12 months in Level 1, or a relevant AQF 
Certificate II, or in the opinion of the Shire has sufficient knowledge and 
experience to perform the work within the scope of this level. An Employee at 
this level has limited knowledge and experience in children’s services and is 
expected to take limited responsibility for their own work 
 

2.2. Indicative duties 

(a) Assist in the implementation of the children’s program under supervision. 

(b) Assist in the implementation of daily care routines. 
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(c) Develop awareness of and assist in maintenance of the health and safety of 

the children in care. 

(d) Give each child individual attention and comfort as required. 

(e) Understand and work according to the centre or service’s policies and 

procedures. 

(f) Demonstrate knowledge of hygienic handling of food and equipment. 

S1.3. Level 3A 

Such an Employee would be an ‘E’ Worker as previously classified under the Child 

Care (Long Day Care) WA Award 2005 as Level 2. 

S1.4. Level 3 
 

4.1. This is an Employee who has completed Australian Qualifications Framework 
(AQF) Certificate III in Children’s Services or an equivalent qualification or, 
alternatively, this Employee will possess, in the opinion of the Shire, sufficient 
knowledge or experience to perform the duties at this level. An Employee 
appointed at this level will also undertake the same duties and perform the 
same tasks as a Level 2. 
 

4.2. Indicative duties 

(a) Assist in the preparation, implementation and evaluation of developmentally 

appropriate programs for individual children or groups. 

(b) Record observations of individual children or groups for program planning 

purposes for qualified staff. 

(c) Under direction, work with individual children with particular needs. 

(d) Assist in the direction of untrained staff. 

(e) Undertake and implement the requirements of quality assurance. 

(f) Work in accordance with food safety regulations. 

4.3. Progression 

Subject to this award, an Employee at this level is entitled to progression to Level 3.3. 

An Employee at this level who has completed an AQF Diploma in Children’s Services 

or equivalent, and who demonstrates the application of skills and knowledge acquired 
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beyond the competencies required for AQF Certificate III in the ongoing performance 

of their work, must be paid no less than the rate prescribed for Level 3.4. Such an 

Employee would also include an ‘E’ Worker as previously classified under the Child 

Care (Long Day Care) WA Award 2005 as a Level 3. 

S1.5. Level 4A 

This is an Employee who has not obtained the qualifications required for a Level 4 

Employee who performs the same duties as a Level 4 Employee. 

S1.6. Level 4 
 

6.1. This is an Employee who has completed a Diploma in Children’s Services or 
equivalent (e.g. Certificate IV in Out of School Hours Care) as recognised by 
licensing authorities and is appointed as the person in charge of a group of 
children in the age range from birth to 12 years or an Employee who is appointed 
as an Authorised Supervisor (as defined in the Children and Young Persons 
(Care and Protection) Act 1998 (NSW)). 
 

6.2. An Employee at this level will also take on the same duties and perform the 
same tasks as a Level 3. 
 

6.3. Indicative duties 

(a) Responsible, in consultation with the Assistant Director/Director for the 

preparation, implementation and evaluation of a developmentally 

appropriate program for individual children or groups. 

(b) Responsible to the Assistant Director/Director for the supervision of students 

on placement. 

(c) Responsible for ensuring a safe environment is maintained for both staff and 

children. 

(d) Responsible for ensuring that records are maintained accurately for each 

child in their care. 

(e) Develop, implement and evaluate daily care routines. 

(f) Ensure that the centre or service’s policies and procedures are adhered to. 

(g) Liaise with families. 

 

S1.7. Level 5A 
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This is an Employee who has not obtained the qualification required for a Level 5 

Employee who performs the same duties as a Level 5 Employee. 

S1.8. Level 5 
 

8.1. This is an Employee who has completed an AQF Level V Diploma in Children’s 
Services or equivalent and is appointed as: 

(a) a Senior Childcare Educator; 

(b) a Children’s Services Co-ordinator; 

(c) a Family Day Care Co-ordinator; 

(d) a Family Day Care Trainee Supervisor; or 

(e) a School Age Care Co-ordinator. 

8.2. An Assistant Director will also take on the same duties and perform the same 
tasks as a Level 4. 
 

8.3. Indicative duties 

(a) Co-ordinate and direct the activities of Employees engaged in the 

implementation and evaluation of developmentally appropriate programs. 

(b) Contribute, through the Director, to the development of the centre or 

service’s policies. 

(c) Co-ordinate centre or service operations including Occupational Health and 

Safety, program planning, staff training. 

(d) Responsible for the day-to-day management of the centre or service in the 

temporary absence of the Director and for management and compliance with 

licensing and all statutory and quality assurance issues. 

(e) Generally supervise all Employees within the service. 

8.4. A Children’s Service Co-ordinator undertakes additional responsibilities 
including: 

(a) co-ordinating the activities of more than one group; 

(b) supervising staff, trainees and students on placement; and 
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(c) assisting in administrative functions. 

8.5. A Family Day Care Co-ordinator undertakes the following indicative duties: 

(a) arranges, administers and monitors a number of Family Day Care 

placements; 

(b) responsible for the direction, supervision and training of a number of family 

based childcare workers; 

(c) implements licensing regulations and accreditation requirements for family 

day care; 

(d) assists in recruiting and approving the registration of family based childcare 

workers in accordance with the scheme’s policies and licensing regulations; 

(e) documents, interprets and uses information about children; 

(f) assists family based childcare workers to develop care routines for children; 

(g) communicates effectively with family based childcare workers, children, 

parents and families; 

(h) applies well-developed theoretical knowledge to the care situations with 

respect to cultural diversity, gender issues and scheme philosophy; 

(i) responsible for the quality of their own work and the work of others; and 

(j) ensures that records are maintained and up to date. 

8.6. A Family Day Care Trainee Supervisor undertakes the following indicative 
duties: 

(a) provides support and guidance to family based childcare workers 

undertaking the AQF Certificate III Traineeship; 

(b) undertakes supervision visits for the purpose of on-the-job workplace 

assessment; 

(c) organises training assistance such as additional resources, in-service 

sessions and study groups as required; and 

(d) contributes to the development of the scheme’s policies. 
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8.7. An unqualified Co-ordinator who co-ordinates and manages a stand alone 
out-of-school hours care and/or vacation care centre may undertake the 
following: 

(a) develop and/or oversee programs and ensure they offer a balance of 

flexibility, variety, safety and fun; 

(b) supervise the programs/activities and ensure each staff member is fulfilling 

their relevant duties and responsibilities; 

(c) carry out administrative tasks including fee collection and receipting, 

banking, staff pay, etc; 

(d) administer first aid when appropriate and ensure that injured children receive 

appropriate medical attention; 

(e) work positively with parents and/or committees; and 

(f) understand and work in accordance with the centre or service’s policies. 
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Schedule 2 – Supported wage system 

S2.1. This schedule defines the conditions which will apply to Employees who because of 

the effects of a disability are eligible for a supported wage under the terms of this 

Agreement. 

 

S2.2. In this schedule: 

approved assessor means a person accredited by the management unit established 

by the Commonwealth under the supported wage system to perform assessments of 

an individual’s productive capacity within the supported wage system. 

 

assessment instrument means the tool provided for under the supported wage 

system that records the assessment of the productive capacity of the person to be 

employed under the supported wage system. 

 

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. 

 

relevant minimum wage means the minimum wage prescribed in this Agreement 

for the class of work for which an Employee is engaged. 

 

supported wage system (SWS) means the Commonwealth Government system to 

promote employment for people who cannot work at full Agreement wages because 

of a disability, as documented in the Supported Wage System Handbook. The 

Handbook is available from the following website: www.jobaccess.gov.au. 

 

SWS wage assessment agreement means the document in the form required by 

the Department of Social Services that records the Employee’s productive capacity 

and agreed wage rate. 

S2.3. Eligibility criteria 

(a) Employees covered by this schedule will be those who are unable to perform 

the range of duties to the competence level required within the class of work 

for which the Employee is engaged under this Agreement, because of the 

effects of a disability on their productive capacity and who meet the 

impairment criteria for receipt of a disability support pension. 

(b) This schedule does not apply to any existing Employee who has a claim 

against the Employer which is subject to the provisions of workers 

compensation legislation or any provision of this Agreement relating to the 

rehabilitation of Employees who are injured in the course of their 

employment. 

S2.4. Supported wage rates 

http://www.jobaccess.gov.au/
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(a) Employees to whom this schedule applies will be paid the applicable 

percentage of the relevant minimum wage according to the following 

schedule: 

Assessed capacity 

(clause 1.S2.5) 

% 

Relevant minimum wage 

% 

10 10 

20 20 

30 30 

40 40 

50 50 

60 60 

70 70 

80 80 

90 90 

 

(b) Provided that the minimum amount payable must be not less than the 

minimum amount payable under s 17(2) of the MCE Act, prescribed in the 

State Wage General Order. As at the date of registration of this Agreement 

this is $109 per week. 

(c) Where an Employee’s assessed capacity is 10%, they must receive a high 

degree of assistance and support. 

S2.5. Assessment of capacity 

(a) For the purpose of establishing the percentage of the relevant minimum 

wage, the productive capacity of the Employee will be assessed in 

accordance with the SWS by an approved assessor, having consulted the 

Employer and Employee and, if the Employee so desires, a union which the 

Employee is eligible to join. 

(b) All assessments made under this schedule must be documented in an SWS 

wage assessment agreement, and retained by the Employer as a time and 

wages record in accordance with the IR Act. 

S2.6. Lodgement of SWS wage assessment agreement 

(a) All SWS wage assessment agreements under the conditions of this 

schedule, including the appropriate percentage of the relevant minimum 

wage to be paid to the Employee, must be lodged by the Employer with the 

WAIRC. 

(b) All SWS wage assessment agreements must be agreed and signed by the 

Employee and Employer parties to the assessment. Where a union which 
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has an interest in the Agreement is not a party to the assessment, the 

assessment will be referred by the WAIRC to the union by certified mail and 

the agreement will take effect unless an objection is notified to the WAIRC 

within 10 working days. 

S2.7. Review of assessment 

 

The assessment of the applicable percentage should be subject to annual or more 

frequent review on the basis of a reasonable request for such a review. The 

process of review must be in accordance with the procedures for assessing 

capacity under the SWS. 

 

S2.8. Other terms and conditions of employment 

 

Where an assessment has been made, the applicable percentage will apply to the 

relevant minimum wage only. Employees covered by the provisions of this schedule 

will be entitled to the same terms and conditions of employment as other workers 

covered by this Agreement on a pro rata basis. 

 

S2.9. Workplace adjustment 

 

If the Employer wishes to employ a person under the provisions of this schedule 

must take reasonable steps to make changes in the workplace to enhance the 

Employee’s capacity to do the job. Changes may involve re-design of job duties, 

working time arrangements and work organisation in consultation with other 

workers in the area. 

 

S2.10. Trial period 

(a) In order for an adequate assessment of the Employee’s capacity to be made, 

the Employer may employ a person under the provisions of this schedule for 

a trial period not exceeding 12 weeks, except that in some cases additional 

work adjustment time (not exceeding 4 weeks) may be needed. 

(b) During that trial period the assessment of capacity will be undertaken and 

the percentage of the relevant minimum wage for a continuing employment 

relationship will be determined. 

(c) The minimum amount payable to the Employee during the trial period must 

be no less than $109 per week. 

(d) Work trials should include induction or training as appropriate to the job 

being trialled. 

(e) Where the Employer and Employee wish to establish a continuing 

employment relationship following the completion of the trial period, a further 

contract of employment will be entered into based on the outcome of 

assessment under clause 1.S2.5. 




