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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; 
 
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 
8 January 2026 attached hereto be registered as an industrial agreement with effect 
seven days from the date of this order which is in substitution for the Shire of Yilgarn 
Enterprise Agreement 2021 which by operation of s 41(8) of the Act is hereby cancelled. 

 



2026 WAIRC 00059 

 
 
 
 
 
 
 

SENIOR COMMISSIONER R COSENTINO 

jbaniqued
LS Block



1 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Shire of Yilgarn Industrial Agreement 2025 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Shire of 

Yilgarn 
Visit the Southern Cross Skies 



2 
 

CONTENTS 
1. TITLE ........................................................................................................................................................ 3 

2. APPLICATION............................................................................................................................................ 3 

3. PERIOD OF OPERATION ........................................................................................................................... 3 

4. VARIATION TO THIS AGREEMENT ............................................................................................................ 3 

5. RELATIONSHIP TO OTHER AWARDS AND INDUSTRIAL INSTRUMENTS .................................................... 3 

6. DEFINITIONS ............................................................................................................................................ 4 

7. TYPES OF EMPLOYMENT .......................................................................................................................... 5 

8. HOURS OF WORK ..................................................................................................................................... 6 

9. ROSTERED DAYS OFF ................................................................................................................................ 7 

10. PROBATIONARY PERIOD ...................................................................................................................... 7 

11. TRAINING ............................................................................................................................................ 8 

12. WAGES ................................................................................................................................................. 9 

13. SUPERANNUATION ............................................................................................................................ 10 

14. ALLOWANCES .................................................................................................................................... 11 

15. MEAL BREAKS AND REST PERIODS .................................................................................................... 13 

16. WORKING AFTER HOURS .................................................................................................................. 13 

17. LOGICAL TASK COMPLETION ............................................................................................................. 14 

18. OUTSIDE WORKERS DRIVER’S LICENSES............................................................................................ 14 

19. PUBLIC HOLIDAYS .............................................................................................................................. 15 

20. ANNUAL LEAVE .................................................................................................................................. 15 

21. PERSONAL/CARER’S LEAVE................................................................................................................ 16 

22. COMPASSIONATE LEAVE .................................................................................................................... 16 

23. SPECIAL LEAVE ................................................................................................................................... 16 

24. UNION TRAINING LEAVE ................................................................................................................... 17 

25. PAID FAMILY AND DOMESTIC VIOLENCE LEAVE ................................................................................ 17 

26. FACILIATIVE PROVISIONS AND INDIVIDUAL FLEXIBILITY ARRANGEMENTS ....................................... 18 

27. TERMINATION AND SEVERANCE ....................................................................................................... 19 

28. REDUNDANCY.................................................................................................................................... 20 

29. CONSULTATION .................................................................................................................................. 20 

30. DISPUTE RESOLUTION ....................................................................................................................... 21 

31. DELEGATE’S RIGHTS ........................................................................................................................... 22 

32. SIGNATORIES TO THE AGREEMENT ................................................................................................... 23 

33. APPENDIX A: DEFINITION OF ADVERSE WORKING CONDITIONS ...................................................... 24 

 

 



3 
 

1. TITLE 
 

This Agreement shall be known as the Shire of Yilgarn Industrial Agreement 2025 (“Agreement”). 
 

2. APPLICATION 
 
The par�es to the Agreement are: 
 
1. the Shire of Yilgarn (“the Shire”, “the Employer”); and 
 
2. Western Australian Municipal, Administra�ve, Clerical and Services Union of Employees (WASU) 

(“the Union”). 
 
The Agreement applies to all Employees of the Shire: 

 
(a) engaged in one of the classifica�ons in this Agreement; and 
 
(b) employed within the Shire; and 

 
This Agreement does not cover the CEO and Managers and Senior Managers employed on maximum 
term contracts. 
 
It is es�mated that upon registra�on 50 employees will be bound by this Agreement. 

 
3. PERIOD OF OPERATION 

 
1. This Agreement will come into effect on the 7th day a�er the Agreement is approved by the 

Western Australian Industrial Rela�ons Commission. 
 

2. This Agreement will operate for a period of 3 years from the date on which it is approved by the 
Commission unless terminated or replaced before that date.   

 
3. It is agreed that a�er the nominal expiry date of this Agreement, the terms and condi�ons of 

this Agreement will con�nue to apply unless it is terminated or replaced in accordance with the 
Western Australian Industrial Rela�ons Act.   

 
4. The Shire commits to commencing nego�a�ons for a replacement agreement, prior to the 

nominal expiry date.   
 

4. VARIATION TO THIS AGREEMENT 
 
1. The Agreement may be varied in accordance with the Industrial Relations Act 1979 (WA).  

 
5. RELATIONSHIP TO OTHER AWARDS AND INDUSTRIAL INSTRUMENTS  

 
1. This Agreement applies to the exclusion of any modern awards, transi�onal awards, pre-reform 

awards or any like instrument. 
 

2. This agreement shall be read and interpreted in conjunc�on with the Local Government Officers’ 
(Western Australia) Award 2021 (LGO Award), The Municipal Employees’ (Western Australia) 
Award 2021 (ME Award), the Minimum Condi�ons of Employment Act (MCE) and the NES, as 
varied from �me to �me. 
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3. Where there is an inconsistency between this Agreement and the LGO Award and/or the ME 
Award, this Agreement shall prevail to the extent of any inconsistency. 

 
4. Where there is an inconsistency between this Agreement and the NES, and the NES provides a 

greater benefit, the NES provision will apply to the extent of the inconsistency. 
 

5. Where there is an inconsistency between this Agreement and the MCE, and the MCE provides 
a greater benefit, the MCE provision will apply to the extent of the inconsistency.   

 
6.    DEFINITIONS 
 
1. “Agreement” means the Shire of Yilgarn Industrial Agreement 2025. 
 
2. “Award” means the Local Government Officers Award 2021, or its successor and the Municipal 

Employees (Western Australia) Award 2021, or its successor. 
 

3.         “Adverse working condi�ons” refer to Appendix A 
 
4. “Base Rate of Pay” means the rate of pay payable to the Employee for ordinary hours of work 

excluding all penal�es, over�me rates and allowances. 
 
5. “Employees” means the employees to whom the Industrial Agreement applies. 
 
6. “Employer/Council/Shire/Shire of Yilgarn” means the Shire of Yilgarn. 
 
7. “Immediate Family” means: 
 

(a) a spouse or former spouse, de facto partner or former de facto partner, child, parent, 
grandparent, grandchild, or sibling of the employee: or 

 
(b) a child, parent, grandparent, grandchild, or sibling of an employee’s spouse or de facto 

partner of the employee. 
 
It includes step-rela�ons (e.g. stepparents and stepchildren) as well as adop�ve rela�ons. 

 
8. “NES” means the Na�onal Employment Standards contained within the Fair Work Act 2009 

(Cth). 
 
9. “Outside Workers” means Employees engaged in the Parks and Gardens, Road 

Construc�on, Maintenance crews, Building Maintenance, Mechanical Works and Garbage 
and Sullage workers. 

 
10. “Over�me” means work performed by an employee beyond their ordinary hours of 

employment, as defined by the industrial agreement or employment contract.  Over�me is 
paid as per the Local Government Officers (WA) Award / Municipal Employees (WA) Award. 

 
11. “Union” means the Western Australian Municipal, Administra�ve, Clerical and Services Union 

of Employees (WASU). 
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7. TYPES OF EMPLOYMENT 
 

1. Full-Time Employee 
 

(a) A “full-�me employee” shall mean an employee who is engaged to work a minimum of 38 
hours per week over a four (4) week period. 
 

2. Part-Time Employee 
 

(a) A “part-�me employee” shall mean an employee who works regularly from week to week 
for less than the 38 standard ordinary hours in any week. 
 

(b) Part-�me Employees shall be en�tled to a pro-rata calcula�on of all en�tlements of full-�me 
Employees, based on the propor�on of hours worked each week when compared with the 
38-hour week. 

 
(c) At the �me of engagement, the employer and the part-�me employee will agree in wri�ng 

to the average number of weekly ordinary hours the part-�me employee will work. Any 
agreed varia�on to these hours of work will be recorded in wri�ng. In rela�on to addi�onal 
hours above the agreed average number of weekly ordinary hours, a part-�me employee 
may agree to work up to an average of 38 ordinary hours per week at the minimum 
applicable ordinary hour rate, provided the agreement is entered into without duress, in 
wri�ng and s�pulates that such addi�onal hours are to be paid at the minimum hourly rate. 
Outside such an agreement, addi�onal hours that a part-�me employee is directed to  work 
(outside of the agreed average number of weekly ordinary hours), will be paid the 
equivalent over�me rates. 

 
3. Casual Employees 

 
(a) A casual employee is an employee who is engaged and paid as such but does not include a 

part-�me or full-�me employee. 
 

(b) Casual employees will be paid, in addi�on to the hourly ordinary �me rate and rates payable 
for shi� and weekend work, an addi�onal loading of 25% of the hourly ordinary �me rate 
for the classifica�on in which they are employed as compensa�on instead of paid leave. 

 
(c) Penal�es and over�me will be in addi�on to the casual loading and will be calculated on the 

hourly ordinary �me rate for the classifica�on in which they are employed exclusive of the 
casual loading. 

 
(d) A casual employee, who has worked for the Shire for at least 6 months, may choose to follow 

the provisions of the Employee Choice Pathway outlined in the NES.   
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8. HOURS OF WORK 
 

1. Days on Which Ordinary Hours Can Be Worked: 
 

(a) Except as otherwise provided, days on which an employee's ordinary hours can be worked 
are Monday to Friday. 
 

(b) Days on which ordinary hours for employees in the following roles or work areas can be 
worked are Monday to Sunday: 

 
i. aerodromes/airports; 

ii. caretakers/hall keepers/caravan park employees; 
iii. catering/hospitality; 
iv. cleaners; 
v. community services; 

vi. customer service centres; 
vii. garbage, sanitary and sullage services; 

viii. local law enforcement and community safety services; 
ix. library: 
x. recrea�on centres/golf courses; and 

xi. tourism services. 
 

(c) Except as otherwise provided, an employee who works ordinary hours on a Saturday or 
Sunday in a role/work area as prescribed in clause 8.1.(b) will be en�tled to weekend 
penalty rates at the penalty rate iden�fied within the Award at the date of approval of this 
Agreement. 
 

2. Span of Ordinary Hours 
 

(a) The span of ordinary hours of work on a day on which ordinary hours can be worked will be 
between 6.00 am and 6.00 pm, except for employees engaged in the following roles/work 
areas: 
 

i. childcare services - the span of hours will be 6.00 am to 7.00 pm; 
ii. libraries - the span of hours will be 8.00 am to 9.00 pm; and 

iii. aerodromes, airports, caretakers, catering, cleaners, community services, garbage, 
sanitary and sullage services, hall keepers, hospitality, local law enforcement and 
community safety services, parking sta�on atendants, recrea�on centres and 
tourism services - the span of hours will be 5.00am to 10.00 pm. 

 
(b) An employee may work ordinary hours outside of the span provided in this clause, provided 

the employee is paid a weekday penalty at the penalty rate iden�fied within the Award at 
the date of approval of this Agreement. 
 

3. Reasonable Addi�onal Hours 
 

(a) All staff may be required to work reasonable addi�onal hours in accordance with their 
posi�on requirements, and at the discre�on of the Chief Execu�ve Officer. Reasonable 
addi�onal hours will be paid at the appropriate over�me rates. Over�me will be paid in the 
pay cycle worked and will not be accruable. All addi�onal hours are to be pre-approved by 
the employee’s direct supervisor/manager. Over�me will not be payable for hours worked 
by employees who have not received pre-approval to work applicable addi�onal hours. 
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4.        Outside Workers 9 Day Fortnight Provisions 

 
a) Outside Workers are to work under 9-day fortnight provisions as follows: 

 
i. 76 ordinary hours will be worked over 9 days, with a minimum of 8.44 ordinary hours 

worked each working day; 
ii. Penalty rates will not apply to the addi�onal 0.84 ordinary hours worked per day;  

iii. Outside workers are required to work a minimum of 9.5 hours per day;  
iv. The 10th day of each fortnight will be deemed an “accrued day off” (ADO); 
v. Accrued leave provisions will be calculated on 76 hours per fortnight; 

vi. Approved accrued paid leave will be calculated at 8.44 hours per day taken; 
vii. The specific day of each fortnight the ADO is to be taken by each employee is to be 

scheduled by Management in consulta�on with the employee to ensure opera�onal 
con�nuity; 

viii. Changes to scheduled ADO to be managed via consulta�on process; 
ix. To ensure con�nuity of opera�ons, the ADO must be taken when due and may not be 

accumulated, except in excep�onal circumstances as approved by the CEO; 
x. Where an ADO falls on a Public Holiday, the ADO will be moved to a business day 

immediately prior to or a�er the Public Holiday, as determined by Management; and 
xi. Where an employee is required by Management to work on an ADO, the ADO may be 

taken on another approved day. 
 

9. ROSTERED DAYS OFF 
 

1. All full-�me employees, excluding outside employees on 9-day fortnight provisions as per Clause 
8.4, may work a rostered work cycle of an addi�onal 0.4 hours per ordinarily rostered workday, to 
be eligible to work 19 days over each 4-week period (i.e. accruing one Rostered Day Off each 4-week 
period). Where an employee is recalled to work prior to the commencement of a scheduled 
Rostered Day Off, this employee shall be paid over�me for the dura�on of hours worked on the basis 
of �me and one half for the first two hours and double �me therea�er. 
 

2. Unless otherwise approved by the CEO or relevant Manager, Rostered Days Off are to be taken 
within the normal four-week cycle that the Rostered Day Off becomes due. 
 

3. In the event of termina�on of an employee's contract of employment, for whatsoever reason, the 
employee shall be paid out any accumulated �me under this arrangement at the ordinary rate of 
pay at the �me of termina�on of his or her employment contract. 

 
 

10. PROBATIONARY PERIOD 
 

1. Unless otherwise agreed in wri�ng at the commencement of employment, the first three (3) months 
of the employee's employment with the Shire of Yilgarn are proba�onary and may be extended to 
6 months. This proba�onary period allows the employee to evaluate the posi�on and enables the 
employee's manager to assess the employee's suitability and competency for the posi�on. The Shire 
or employee may terminate by providing 1 weeks' no�ce or payment in lieu, during the proba�onary 
period. 
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11. TRAINING 
 
1. Training  

 
(a) At least annually, through the performance review process, employees shall review their 

development requirements.  
 
(b) In addi�on to any costs associated with standard fees for prescribed courses the Shire may 

pay for textbooks incurred in connec�on with the undertaking of training. If it is a 
requirement that an employee holds a specific licence, registra�on or permit then the 
employee must ensure these are always maintained and valid. 

 
(c) The Shire will reimburse employees for any costs related to the requirement to hold specific 

licences, registra�ons and permits. 
 
(d) The Council shall reimburse reasonable travel costs including accommoda�on and meals 

incurred by an employee undertaking training in accordance with this clause, which exceed 
those normally incurred in travelling to and from work. 

 
2. In House Training 

 
(a) The Shire recognises the need for the mul�-skilling ability of its en�re workforce.  
 
(b) In-house training undertaken by team members will be undertaken in �mes of need to suit 

individual requirements and generally speaking in non-peak periods where the organisa�on 
would incur a significant disrup�on.  

 
(c) A record of all training undertaken will be kept on the personnel file. 
 
(d) On occasion, a team member may move to a posi�on that requires addi�onal training to 

ensure the team member has the correct capability for the role.  Where this is the case, 
once the team member has acquired the new skill or competency and has been appointed 
to the role in an ac�ng or permanent capacity, they will be paid in accordance with the Level 
of the role.   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



9 
 

 
 

12. WAGES 
 

1. Base Rates of Pay will increase as follows:   
 

        1 July 2025: 4% Levels 1 - 6 and 2.5% Levels 7-11 
 
        1 July 2026: 2.5% or Local Government Officer (WA) Award 2021 % annual rate increase,      

whichever is greater 
 
        1 July 2027: 2.5% or Local Government Officer (WA) Award 2021 % annual rate increase,       

whichever is greater. 
 
 Rates of Pay a�er 1 July 2025 rate increase: 
 

Level  Rate  
Level 1 $26.29 
Level 2 $27.96 
Level 3 $30.34 
Level 4 $31.37 
Level 5  $33.51 
Level 5.1  $33.95 
Level 5.2  $34.32 
Level 5.3  $34.92 
Level 5.4  $35.14 
Level 6  $35.36 
Level 6.1  $36.09 
Level 6.2  $36.64 
Level 6.3  $38.43 
Level 7  $39.07 
Level 7.1  $39.75 
Level 7.2  $40.43 
Level 7.3  $41.12 
Level 8 $41.79 
Level 8.1 $42.66 
Level 8.2 $43.55 
Level 8.3 $44.42 
Level 9 $45.29 
Level 9.1 $46.00 
Level 9.2 $46.71 
Level 9.3 $47.41 
Level 10 $48.11 
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2. Incremental Progression 
 
(a) Employees classified between levels 5 and 9 will be eligible for incremental progression. 
 
(b) At the conclusion of each twelve (12) month’s con�nuous service following appointment to 

their classifica�on or entry into a classifica�on level, Employees may be eligible for 
incremental progression if: 

 
i. The Employee has given sa�sfactory service over the preceding twelve months of 

con�nuous service, as outlined in the performance review; and 
ii. The Employee has acquired and is required by the employer to u�lise new and/or 

enhanced skills within the Classifica�on Level (contained within clause 32) for their 
posi�on or other skills where agreed at the performance review, and this has been 
confirmed in wri�ng by the relevant Manager. 

iii. In cases where the review is delayed the anniversary date shall not be changed and the 
increase, if any, will be paid retrospec�vely to the anniversary date. 

iv. Movement to a higher level or classifica�on shall only occur by way of promo�on or 
reclassifica�on. 
 

3. Trainees and Appren�ces 

(a) Trainees and Apprentices will be paid in accordance with the Award, plus 1%. 
 
 
 
 
 
 
 
 
 
 
 
 

13. SUPERANNUATION 
 

1. Superannua�on contribu�ons will be paid as required under the Superannuation Guarantee 
(Administration) Act 1992 (Cth), as varied from �me to �me. 
 

2. On commencing employment, the Employer will no�fy the Employee of their right to nominate a 
complying superannua�on fund. Employees are permited to nominate a complying super fund so 
far as the relevant legisla�on allows. 
 

3.  The Employer and Employee will be bound by the Employee’s nomina�on of a complying 
superannua�on fund unless the Employee requests (in wri�ng) and the Employer agrees to change 
the superannua�on fund.  The Employer will not unreasonably refuse to agree to a change of 
complying superannua�on fund requested by the Employee.  
 
 

 
 

Age  % of Minimum Weekly Rate 
Under 17 years 55 
17 years 65 
18 years 75 
19 years 85 
20 years 95 
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14. ALLOWANCES 
 
1. Service Pay Allowance 

 
(a) Full-�me and part-�me employees are en�tled to a service pay allowance, based on 

con�nuous service, in accordance with the below table: 
 

 
 

 
 
 
 
 

(b) This allowance will be pro-rated for permanent part-�me employees in accordance with the 
ordinary hours of work. 

 
2. Housing Allowance 

 
(a) The Housing Allowance will be provided to all full-�me and part-�me employees not 

receiving subsidised rent or residing in Shire provided accommoda�on, at the rate of $60.00 
per week. For part-�me employees, the Housing Allowance will be pro-rated, based on their 
ordinary hours of work. 
 

(b) The Housing Allowance is not paid for any period of unpaid leave. 
 

(c) The Housing Allowance does not apply where the employee's spouse/partner receives a 
similar subsidy or en�tlement from his/her place of employment, and they have claimed 
the allowance for a couple. 

 
(d) The Housing Allowance can only be claimed once for each property. 

 
(e) If an employee has a spouse who is also a Shire employee covered under this Agreement, 

they shall not both be en�tled to the Housing Allowance. 
 

(f) Juniors, trainees, and appren�ces are not en�tled to the Housing Allowance. 
 

3. Clothing Allowance 
 

(a) Full-�me and part-�me employees (with the excep�on of those who are provided with PPE 
or a uniform) will receive up to the value of $400.00 each year for appropriate office 
clothing, ordered through the Shire through a provider of the Shire's choosing. 
 

(b) The amount will not roll over from year to year if unused. 
 

(c) Part �me employees will receive a pro-rata clothing allowance. The allowance will be 
determined based on contracted ordinary hours or an average of hours over 12 months, 
subject to management discre�on. 

 
(d) All employees must present for work in the appropriate clothing, PPE or uniform and it must 

be clean and presentable. 

Years of Service  Service Pay Allowance 
Less than 2 years Nil 
2 to 4 years $20 per week 
4 to 7 years $30 per week 
7 years and over $40 per week 
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4. Adverse Working Condi�ons 

 
(a) Full-�me Outside Workers will be paid an addi�onal fortnightly allowance of $40 as 

compensa�on for all �me worked by direc�on under any of the adverse working condi�ons 
as defined in this Agreement.   
 

(b) Part-�me and Casual Outside Workers will receive the allowance pro-rata based on hours 
worked.  
 

(c) Adverse working condi�ons allowances are not payable during periods of leave.  
 

5.   Higher Du�es 
 

(a) Where a team member is requested to perform in an “act up” capacity, and the team 
member accepts that request, they shall be paid at the higher du�es level of the posi�on 
that they are ac�ng up in for the dura�on of the request.   
 

(b) Where an employee acts up in a posi�on with a nego�ated salary, the employee will receive 
the equivalent salary of the higher posi�on and accepts that unless specified, the hourly 
rate is inclusive of penalty rates and the employee is paid 7.6 hours per full day worked in 
the higher du�es role. 

 
(c) The employee may elect not to accept the higher rate. 

 
(d) The request, acceptance and rate will be documented via email for record keeping purposes.   

 
6. Meal Allowance in Rela�on to Over�me 
 

(a) A meal allowance of $19.43 will be paid to any team member who is required to work more 
than 2 hours’ over�me in a minimum of 10 hours on duty. 
 

(b) An addi�onal meal allowance of $19.43 will be paid where the Shire requires the team 
member to con�nue working for a further 4 hours of con�nuous over�me work. 

 
(c) A meal allowance is not payable: 

 
i. where the team member has been notified at least 24 hours in advance of the 

requirement to work overtime; or 
ii. where the team member is only required to work less than 10 hours; or 

iii. where a meal is provided by the Shire. 
 
7. First Aid Allowance 
 

(a) Designated First Aid Representatives (who are appointed and hold valid first aid 
qualifications) will be paid an allowance of $9.14 per week.   

 
(b) Designated First Aid Representatives will be expected to perform first aid if a situation 

requiring it arises.   
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8. Disposal of Dead Animals Allowance 
 

(a) A team member who is required to remove, destroy or bury any dead animal(s) will be paid 
the following: 

i. $1.57 for dogs, cats or animals of similar size 
ii. $3.67 for sheep and animals of similar size 

iii. $5.58 for horses, cattle, pigs or other animals of similar size 
 

(b) For the avoidance of doubt, where more than one class of animal is required to be 
disposed of, the payment will be paid at the rate of the largest animal requiring disposal.   

  
(c) Note that this allowance is not applicable to the position of Ranger or any other position 

employed within the Ranger’s department.   
 

9. Grave Allowance 
 

(a) The Shire outsources the work of digging and reopening of grave sites.  In the rare event 
that a Shire employee is required to either dig or re-open a grave site, they will be paid a 
Grave Allowance of $1.36 per hour.   

 
15. MEAL BREAKS AND REST PERIODS 

 
1. A 30-minute unpaid meal break for Outside Workers and an unpaid one-hour break for 

administra�on staff will be taken between the hours of 11.00 am and 2.00 pm as dictated by 
opera�onal requirements. A 15-minute rest period can be taken any �me between the start �me 
and the lunch break in accordance with opera�onal requirements. Other �mes may be nego�ated 
between the employer and employee to suit the work at hand and the needs of the individual 
employee. 
 

16. WORKING AFTER HOURS 
 

1. On Call Allowance 
 

(a) Employees rostered to be “On Call” will be paid $50.00 as an “On Call Allowance” per day 
and agree to be available to take phone calls or atend call outs.   

 
(b) An employee on call must be able to be contacted and immediately respond to a request to 

atend work.   
 
(c) Employees agree to abide by all Shire policies and procedures when “On Call”. 
 
(d) If an employee is in receipt of a call out as per clause 16.2, they will not be en�tled to the 

on-call allowance. 
 

2. Call Outs 
 

(a) Call outs include a managerial request to return to work to undertake any du�es outside of 
an employee’s ordinary work hours, regardless if the employee is required to leave their 
home or not to perform the work. 
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(b) Employees who are called out must present themselves for work in a fit state so that in 
carrying out normal work ac�vi�es they do not expose themselves, co-workers or the public 
to unnecessary risks to safety and health. 

 
(c) A minimum call out will be paid as 3 hours at double �me rates, regardless if the work 

required is less than 3 hours in total. 
 
(d) Mul�ple call outs during that period will not result in addi�onal payment for each call out. 
 
(e) An employee working on a call out will be paid from the �me that such employee departs 

from home or logs on to their computer. 

 
17. LOGICAL TASK COMPLETION 

 
1. From time-to-time Council is faced with additional cost of returning to a job for a minimal amount 

of time because of knock off arrangements.  Where employees believe that the project can be 
completed with an additional hour or so of work may, after approval from the Executive, complete 
the work.  On occasions that this does not suit all the members, transport may be arranged for 
employees to return to the depot providing that occupational health and safety requirements are 
not diminished. 
 

 
18. OUTSIDE WORKERS DRIVER’S LICENSES 

 
1. Where a valid driver's license is required for Outside Workers for the operation of Council plant and 

fleet, the Shire will pay for the employee's license. The license will be paid on an annual basis (not 
for 5 years). Casuals and part time employees have no entitlement under this clause. 
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19. PUBLIC HOLIDAYS 
 

1. Where an employee's day off coincides with a public holiday they shall be entitled to an extra day’s 
pay at their ordinary rate of pay notwithstanding more than 38 hours will have been "worked". 
 

2. Public holidays will be in accordance with the Public and Bank Holidays Act 1972 (WA), as below: 
iv. New Year’s Day 
v. Australia Day 

vi. Labour Day 
vii. Good Friday 

viii. Easter Sunday 
ix. Easter Monday 
x. ANZAC Day 

xi. Western Australia Day 
xii. King’s Birthday 

xiii. Christmas Day 
xiv. Boxing Day 

 
3. The Shire may require an Employee to perform work on a public holiday where the requirement is 

reasonable.  
 

4. Employees who are required to work on a public holiday will be paid double-time and a half for all 
hours worked on the public holiday.     

 
5. An employee is not entitled to payment if they do not have ordinary hours of work on the public 

holiday. 
 

20. ANNUAL LEAVE 
 

1. Employees (other than Casual Employee) will accrue annual leave in accordance with the MCE 
Act. 
 

2. This clause supplements or deals with maters incidental to the MCE provisions. 
 

3. Annual leave accrues progressively and accumulates from year to year. 
 

4. Where prac�cable, Annual Leave should be taken on a rostered basis so that coverage for annual 
leave is available from the relief crews/staff wherever possible. 
 

5. Employees will be paid an annual leave loading of 17.5% calculated on the Employee’s Base Rate of 
pay in addi�on to payment for annual leave.  

 
6. Cash Out of Accrued Annual Leave 

 
(a) If the employee applies to Cash Out accrued annual leave rather than taking �me off 

work for annual leave, such applica�ons must meet the following criteria: 
 

i. the employee must retain a balance of at least four weeks of annual leave 
ii. there must be a separate agreement in wri�ng on each occasion 

iii. each writen request will be considered by the relevant Manager on an individual 
basis 

iv. the employee must be paid at least the full amount that would have been payable 
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had the employee taken the leave the employee has cashed out 
v. The maximum amount of accrued paid annual leave that may be cashed out in any 

period of twelve months is two weeks. 
 

21. PERSONAL/CARER’S LEAVE 
 
1. Employees will accrue personal leave in accordance with the MCE Act. 
 
2. Paid personal/carer's leave is available to the Employee when they are absent due to personal illness 

or injury (sick leave); or for the purposes of caring for an immediate family or household member 
who is sick and requires the Employee's care and support (carer's leave); or for an unexpected 
emergency affec�ng the member. 

 
3. Personal/carer's leave shall accrue at the rate of 76 hours per annum, pro rata accrual for part �me 

employees. 
 

4. The en�tlement to carer's leave is subject to the person taking the leave being either a member of 
the Employee’s immediate family or a member of the Employee's household. 
 

5. The Employee must, if required by the Employer, establish by produc�on of a medical cer�ficate or 
statutory declara�on the need for personal/carer's leave. If an employee takes two consecu�ve 
workdays (and or more) of personal/carer's leave they are required to provide evidence of the need 
for the leave. 

 
22. COMPASSIONATE LEAVE 
 
1. Employees will be en�tled to paid compassionate leave of up to three (3) days to be taken in 

accordance with MCE Act and this Agreement. 
 
2. The three days paid will be unpaid for casual employees. 

 
3. Compassionate leave can be taken on any occasions which a member of the Employee’s 

immediate family or household dies or suffers a life-threatening illness or injury. 
 
4. The Employee must, if required by the Employer, establish by produc�on of a medical/death 

cer�ficate or statutory declara�on or evidence that would sa�sfy a reasonable person the need 
for compassionate leave. 

 
23. SPECIAL LEAVE 

 
1. For all employees to be able to atend ceremonies rela�ng to cultural significance, the Chief 

Execu�ve Officer may authorise such periods of absence without pay, provided that there is an 
appropriate reason for taking such leave and sufficient no�ce is given to organise appropriate 
work coverage.   
 

2. Periods of leave without pay in excess of one month shall not be counted as service for the 
purposes of calcula�ng personal/carer's leave, annual leave, long service leave and other 
service-based calcula�ons. 
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24. UNION TRAINING LEAVE 
 

1. Elected Union Delegates can access up to five days of paid leave per annum to atend training 
courses conducted by the Union, subject to the following condi�ons: 

 
(a) No less than four weeks’ no�ce is to be given to the employer of the date of commencement 

of the training course, including an agenda with the �mes at which the course is conducted; 
 

(b) That the employer can make adequate staffing arrangements during the period of such 
leave; and 
 

(c) Leave granted pursuant to this clause shall be subject to the contents of the course being 
consistent with the objec�ves and interests of the employer, who shall not unreasonably 
withhold their approval of leave pursuant to this clause. 

 
25. PAID FAMILY AND DOMESTIC VIOLENCE LEAVE 

 
1. All employees can access ten days of paid family and domes�c violence leave each year. This includes 

full-�me, part-�me and casual employees. 
 

2. Employees must be experiencing family and domes�c violence to be eligible to take paid family and 
domes�c violence leave. 
 

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

4. If an employee takes family and domes�c violence leave, they have to let their manager know as 
soon as possible. This can happen a�er the leave has started. 
 

5. Employees also need to tell their manager how long they expect the leave to last. 
 

6. Family and domes�c violence means violent, threatening or other abusive behaviour by certain 
individuals known to an employee that both seeks to coerce or control the employee and causes 
them harm or fear. 
 

7. To access paid family and domes�c violence leave, the individual known to the employee could be 
an employee’s close rela�ve, a member of an employee's household, or a current or former in�mate 
partner of an employee. 
 

8. A close rela�ve is: 
 

(a) an employee’s: 
 

i. spouse or former spouse 
ii. de facto partner or former de facto partner 

iii. child 
iv. parent 
v. grandparent 

vi. grandchild 
vii. sibling 

 

https://www.fairwork.gov.au/taxonomy/term/526
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(b) an employee's current or former spouse or de facto partner's child, parent, grandparent, 
grandchild or sibling, or 
 

(c) a person related to the employee according to Aboriginal or Torres Strait Islander kinship 
rules. 

 
9. Where an employee takes leave to deal with family and domes�c violence, they may be required to 

produce evidence that shows the employee took the leave to deal with family and domes�c 
violence. If the employee doesn't provide the requested evidence, they may not get paid the leave. 
 

10. The evidence must convince a reasonable person that the employee took the leave to deal with the 
impact of family and domes�c violence and it’s not prac�cal for them to do so outside of their work 
hours. 
 

11. Types of evidence can include a statutory declara�on, documents issued by the police service, 
documents issued by a court, or family violence support service documents. 
 

12. Support Services: 1800RESPECT is the na�onal domes�c, family and sexual violence counselling, 
informa�on and support service. If you or someone you know is experiencing, or at risk of 
experiencing, domes�c, family or sexual violence, call 1800RESPECT on 1800 737 732 or 
visit 1800RESPECT.org.au. This service can also provide confiden�al informa�on about what it 
means to be experiencing domes�c, family or sexual violence. 

 
26. FACILIATIVE PROVISIONS AND INDIVIDUAL FLEXIBILITY ARRANGEMENTS 

 
1. The Shire and an employee covered by this industrial agreement may agree to make an individual 

flexibility arrangement to vary the effect of terms of the agreement   if the provision falls under the 
Facilita�ve Provisions clause in the relevant Award and the arrangement meets the genuine needs 
of the employer and employee in rela�on to 1 or more of the maters men�oned in the relevant 
Award and the arrangement is genuinely agreed to by the employer and employee. 
 

2. The employer must ensure that the individual flexibility arrangement: 
 

(a) is in wri�ng; and 
 

(b) includes the name of the employer and employee; and 
 

(c) is signed by the employer and employee and if the employee is under 18 years of age, signed 
by a parent or guardian of the employee; and 

 
(d) both par�es receive a signed copy; and 

 
(e) includes details of: 

 
i. the terms of the industrial agreement that will be varied by the arrangement; and 

ii. how the arrangement will vary the effect of the terms; and 
iii. how the employee will be beter off overall in rela�on to the terms and condi�ons of his 

or her employment as a result of the arrangement; and 
iv. states the day on which the arrangement commences 
v. and is kept with the employee’s payroll records. 

 

tel:1800%20737%20732
https://1800respect.org.au/
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3. The employer or employee may terminate the individual flexibility arrangement: 
 

(a) by giving no more than 28 days writen no�ce to the other party to the arrangement; or 
 

(b) if the employer and employee agree in wri�ng at any �me. 
 

27. TERMINATION AND SEVERANCE 
 

1. The period of no�ce to be given by the Shire of Yilgarn to a full-�me or part-�me employee to 
terminate the contract of service shall be: 

 
 
 
 
 
 
 

 
2. In addi�on, employees over 45 years of age with more than two years of con�nuous service will be 

given an addi�onal one weeks' no�ce if terminated by the Shire. 
 

3. In calcula�ng any payment in lieu of no�ce, the period of no�ce in clause 27.1 shall not apply in the 
following cases: 
 

(a) Dismissal for serious misconduct that jus�fies instant dismissal; 
 
(b) Casual employees; 
 
(c) Employee/s engaged for a specific period of �me or for a specific task or tasks; 
 
(d) Employee/s (other than an appren�ce) to whom a training arrangement applies and whose 

employment is for a specified period of �me or is, for any reason, limited to the dura�on of 
the training arrangement. 

 
4. The no�ce of termina�on required to be given by an employee shall be the same as that required 

of the Shire, other than there shall be no addi�onal no�ce based on the age of the employee 
concerned. 
 

5. If an employee who is at least 18 years old does not give the period of no�ce required under 
clause 27.1, then the Shire may deduct from wages due to the employee an amount that is no more 
than one week’s wages for the employee. 
 

6. Where the Shire has agreed to a shorter period of no�ce than that required under clause 27.1, then 
no deduc�on can be made under clause 27.5.  
 

7. Any deduc�on made under clause 27.5 must not be unreasonable in the circumstances. 
 

8. Payment in lieu of the prescribed no�ce will be made where any part of the no�ce period is not 
required by the employer to be worked. 

No�ce Period of Con�nuous Service with the Shire  Period of No�ce  
Less 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 
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28. REDUNDANCY 
 

1. Redundancy payment will be in accordance with the employee's period of service and their 
base rate of pay at the �me of termina�on, as outlined in the below table: 
 

 
29. CONSULTATION 

 
1. This term applies if the employer has made a definite decision to introduce a major change to 

produc�on, program, organisa�on, structure, or technology in rela�on to its enterprise that is 
likely to have a significant effect on the employees; or proposes to introduce a change to the 
regular roster or ordinary hours of work of employees. 
 

2. For a major change referred to in clause 29.1, the Shire must no�fy the relevant employees of 
the decision to introduce the major change, and the following clauses will apply.   
 

3. The impacted employees may appoint a representa�ve for the purposes of the procedures in 
this term.  If an impacted employee appoints a representa�ve for the purposes of consulta�on 
and advises the Shire appropriately, the Shire will recognise the representa�ve. 
 

4. As soon as prac�cable a�er making its decision, the Shire will discuss with the relevant 
employees the nature of the change, and the impact the change is likely to have on the 
impacted employees and any measures they are taking to avert or mi�gate the adverse effect 
of the change on the employees. 
 

5. For the purposes of the discussion, the Shire will provide, in wri�ng, to the relevant employees 
all relevant informa�on about the change including the nature of the change proposed; and 
informa�on about the expected effects of the change on the employees; and any other 
maters likely to affect the employees. 
 

6. The Shire is not required to disclose confiden�al or commercially sensi�ve informa�on to the 
relevant employees. 
 

7. The Shire will give prompt and genuine considera�on to maters raised about the major 
change by the relevant employees. 
 

Employee’s Period of Con�nuous Service with the Shire on Termina�on Redundancy Pay  
Less than 1 year 2 weeks 
At least 1 year but less than 2 years 4 weeks 
At least 2 years but less than 3 years 6 weeks 
At least 3 years but less than 4 years 8 weeks 
At least 4 years but less than 5 years 10 weeks 
At least 5 years but less than 6 years 12 weeks 
At least 6 years but less than 7 years 14 weeks 
At least 7 years but less than 8 years 16 weeks 
At least 8 years but less than 9 years 18 weeks 
At least 9 years but less than 10 years 20 weeks 
At least 10 years but less than 11 years 24 weeks 
At least 11 years or more 26 weeks 



21 
 

8. For the purposes of this clause 29, a major change is likely to have a significant effect on 
employees if it results in: 

(a) the termina�on of the employment of employees; or 
 

(b) major change to the composi�on, opera�on, or size of the employer's 
workforce or to the skills required of employees; or 

 
(c) the elimina�on or diminu�on of job opportuni�es (including opportuni�es for 

promo�on or tenure); or 
 

(d) the altera�on of hours of work; or 
 

(e) the need to retrain employees; or 
 

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

(g) the restructuring of jobs. 
 

30. DISPUTE RESOLUTION 
 

1. In the first instance par�es to the dispute must try to resolve the dispute at the workplace 
level, by discussions between the employee or employees and relevant supervisors 
and/or management. 
 

2. An employee may appoint a nominated representa�ve to support them with the mater 
if the dispute is referred to the Senior Management level.  The nominated representa�ve 
may have the opportunity to discuss the mater with a Senior Management level 
representa�ve.   

 
3. The Senior Management level representa�ve shall, as soon as prac�cable, a�er 

considering the mater before it, advise the employee(s) and the nominated 
representa�ve of its decision.  Such advice shall be given within five weeks of the mater 
being referred to the Senior Management level representa�ve.   

 
4. If discussions at the workplace level do not resolve the dispute, a party to the dispute may 

refer the mater to WA Industrial Rela�ons Commission for resolu�on. 
 

5. The Commission will atempt to resolve the dispute via concilia�on in the first instance and 
determina�on by arbitra�on if concilia�on fails to resolve the dispute.   

 
6. While the par�es are trying to resolve the dispute using the procedures in this term, the 

employee must con�nue to perform his or her work as he or she would normally unless he or 
she has a reasonable concern about an imminent risk to his or her health or safety; and the 
employee must comply with a direc�on given by the Shire to perform other available work at 
the same workplace, or at another workplace, unless the work is not safe; or applicable 
occupa�onal health and safety legisla�on would not permit the work to be performed; or the 
work is not appropriate for the employee to perform; or there are other reasonable grounds 
for the employee to refuse to comply with the direc�on. 
 

7. The par�es to the dispute agree to be bound by a decision made by the Commission in 
accordance with this term. 



22 
 

 
31. DELEGATE’S RIGHTS 

 
1. Accredited representa�ves shall have the rights set out below: 

 
(a) The right to be treated with respect, fairness and to perform their role as a workplace 

delegate without any adverse effect upon their employment; 
 
(b) The right to formal recogni�on by the Shire that endorsed WASU representa�ves may 

represent WASU members in the workplace; 
 
(c) The right to bargain collec�vely on behalf of those they represent, including access to 

reasonable paid �me to prepare and par�cipate in industrial bargaining nego�a�ons; 
 
(d) The right to consulta�on, and access to reasonable informa�on about the workplace, 

the business and any proposed changes; 
 
(e) The right to reasonable paid �me during normal working hours to consult with 

members and WASU officers/employees; 
 

(f) The right to reasonable access to telephone, photocopying, internet and email 
facili�es for the purpose of carrying out their role as a workplace Delegate and 
communica�ng with their workplace colleagues and the WASU offices; 

 
(g) The right to place WASU informa�on on a designated union no�ce board within the 

workplace that is accessible to all members; and  
 

(h) An opportunity to present to new employees covered by this Agreement at a mutually 
convenient �me for a dura�on of up to 30 minutes at the new employee’s induc�on. 
WASU may distribute membership applica�on forms and other relevant WASU 
literature. 
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33. APPENDIX A: DEFINITION OF ADVERSE WORKING CONDITIONS 

 
The adverse working condi�ons allowance compensates for all adverse condi�ons associated with 
working outdoors and/or for moderately obnoxious, offensive or dirty working condi�ons, including: 
 

· Working in confined or cramped spaces; 
· Working in wet places; 
· Working in hot places where temperatures are ar�ficially raised above 45 degrees Celsius; 
· Working at heights above 5 metres from the ground or other stable surface, including on       

temporary structures; 
· Working in dusty, muddy or dirty condi�ons; 
· Cleaning of public toilets and animal shelters; 
· Opera�ng mechanical and pneuma�c equipment; 
· Removing or destroying dead animals; 
· Handling or use of herbicides, insec�cides and/or other poisonous or toxic substances; 
· Working with dirty materials such as asphalt, concrete, epoxy compounds, green or second-

hand �mber, insula�on materials, grease, oil and other dirty building and construc�on 
materials; 

· Collec�on, removal and/or disposal of non-putrescible waste; 
· Collec�on, removal and/or disposal of non-putrescible waste by mechanical means; and 
· Figh�ng fires. 

 
The allowance also compensates for the nature of highly obnoxious, offensive or dirty working 
condi�ons, which typically includes: 
 

· Clearing of sewer chokes; 
· Maintenance, connec�ons to and/or repair of sewerage equipment; 
· Cleaning sep�c tanks, sep�c closets and/or chemical closets by mechanical means; 
· Reopening or exhuma�on of graves; digging graves in wet ground or where there is seepage 

from adjacent graves; 
· Handling infected materials; 
· Collec�on, removal and/or disposal of putrescible waste other than by mechanical means; 
· Working at waste depots, waste collec�on and/or waste transfer sta�ons (other than 

employees engaged in gardening and/or lawn maintenance and employees engaged to work 
in enclosed weighbridges); and 

· Engaged in the collec�on, removal and/or disposal of, sludge from cess pits and/or grease 
traps. 

 
The allowance also compensates for the nature of extremely obnoxious, offensive or dirty work in 
sep�c and sewerage treatment services, which typically includes: 
 

· Working in diges�on tanks at sewerage treatment works; 
· Entering and cleaning aera�on ponds or wet wells at sewer pump sta�ons; 
· Working in live sewers; and 
· Cleaning sep�c tanks, sep�c closets and/or chemical closets by other than mechanical means. 
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Yilgarn Level Municipal Employees Award (2021) (WA) Local Government Officers Award (2021) (WA) 

Level 1 Entry level, routine manual labouring. Works under direct supervision. No 
experience or qualifications required. Training provided. 

Introductory clerical/support role. Close supervision. Routine, basic tasks (filing, simple 
admin). No qualifications. Training and on-the-job learning expected. 

Level 2 Semi-skilled. Operates basic equipment/tools. Limited autonomy. Some relevant 
experience desirable. Still largely routine tasks. 

Routine administrative/clerical duties. Still under supervision, but more responsibility 
than Level 1. Basic communication and numeracy skills. No formal qualifications 
required. Training continues. 

Level 3 
More skilled operational work. May operate plant or specialised equipment. Some 
independence in carrying out duties. Certificate-level training or equivalent 
experience may be needed. 

Works under regular supervision, applies acquired skills/knowledge. May guide lower-
level staff. Handles more complex tasks, minor functions, or small projects. Entry point 
for graduates with 3-year degrees. 

Level 4 Skilled/trade-qualified. May supervise other employees or oversee a small project. 
Exercises judgement and problem-solving within established guidelines. 

Works under general direction. Solves moderately complex problems. Often graduate 
entry for 4-year degrees. May supervise others, contribute to inspections, compliance, or 
specialised technical work. 

Level 5  
Advanced trade/technical skills. Supervises small teams or projects. Greater 
accountability for quality and outcomes. Trade certificate plus significant 
experience often required. 

Works under general direction. Specialist or technical expertise. Manages a function, 
project, or service delivery. Supervises staff or contractors. Provides 
professional/technical advice. Develops work methods. 

Level 5.1      

Level 5.2      

Level 5.3      

Level 5.4      

Level 6  High-level trade or technical expertise. Supervises larger work groups or 
coordinates programs. Plans and organises work. Provides technical guidance. 

Operates under general direction. Supervises a section/department. Prepares or assists 
with budgets. Provides expert advice. Plans and organises staff and projects. Specialist 
knowledge applied across functions. 

Level 6.1      

Level 6.2      

Level 6.3      

Level 7    
Works under limited direction. Manages larger programs or significant sections. 
Develops policies, provides high-level professional/technical advice. Oversees complex 
projects. 

Level 7.1      

Level 7.2      

Level 7.3      
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Level 8   Senior specialist or management level. Develops operational procedures. Leads 
significant staff groups. Provides strategic or expert advice. High level autonomy. 

Level 8.1     

Level 8.2     

Level 8.3     

Level 9   
Senior management. Works under broad direction. Responsible for major 
functions/departments. Strategic planning, policy development, and high-level decision-
making. 

Level 9.1     

Level 9.2     

Level 9.3     

Level 10     




