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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 notice of the area and scope provisions was published on 20 December 2024 in 

accordance with s 29A(2) of the Act; 

 

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

Act for registration and that it should be registered; 

 

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

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

consent, hereby orders – 

 

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

13 November 2024 as amended entitled Town of Bassendean (Operations) Agreement 2024 

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

order. 

 

 

 

 

 

 

SENIOR COMMISSIONER R COSENTINO 
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LS Block
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2. AGREEMENT TITLE 

This agreement shall be known as the Town of Bassendean (Operations) 
Agreement 2024  

 

3. AREA, SCOPE AND OPERATION OF THIS AGREEMENT 

This agreement covers:  

• the Town of Bassendean (‘the Town’), 48 Old Perth Road, BASSENDEAN, 
WA, 6054; and  

• all Town of Bassendean employees covered by the scope of the positions 
described by the classifications attached in Clause 29 -Classification of 
this agreement. 

• the Western Australian Municipal, Administrative, Clerical and Services 
Union of Employees (‘WASU’), 102 East Parade, EAST PERTH, WA, 6004 
and 

• the Local Government, Racing and Cemeteries Employees Union (WA) 
(‘LGRCEU), Unit 209/396 Scarborough Beach Road, OSBORNE PARK, 
WA, 6017. 

3.1 This agreement does not apply to the CEO, Directors, administrative staff, or 
employees on negotiated contracts.  

3.2 This agreement will commence operation on the date of its registration by the WA 
Industrial Relations Commission  

3.3 The nominal expiry date of this agreement will be 30 June 2027. However, it will 
continue in operation after its nominal expiry date. 

3.4 This agreement operates to the exclusion of the Municipal Employees' (Western 
Australia) Award 2021, the Local Government Officers' (Western Australia) 
Award 2021 and any other award made under the Industrial Relations Act 1979 
(WA) (Award) that otherwise extends to and binds the Town of Bassendean, the 
employees and Unions to whom this agreement applies. 

3.5 Other than statutory entitlements (for instances those contained in the Minimum 
Conditions of Employment Act 1995) this agreement is intended to set out all of 
the employees’ terms and conditions of employment. 

3.6 To the extent that an Award provides for an entitlement that is different to or not 
otherwise referred to in this agreement (including where this agreement is silent 
on a matter provided for in an Award), any such Award entitlement will be 
inconsistent with this agreement and this agreement shall prevail. 

3.7 The estimated number of employees covered by this agreement is 20. 
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4. DEFINITIONS 
 

Commission means the Western Australian Industrial Relations Commission. 

Employee means any person employed by the Town of Bassendean in 
any of the classifications, callings or occupations specified by 
this agreement. 

Horticulture 
tradesperson 

means an employee who has successfully completed a 
recognised qualification in Gardening, Landscape Gardening, 
Turf Management. 

Town means the Town of Bassendean 

Union means the Western Australian Municipal, Administrative, 
Clerical and Services Union of employees (‘WASU’), 102 East 
Parade, EAST PERTH, WA, 6004; and  
the Local Government, Racing and Cemeteries employees 
Union (WA) (‘LGRCEU’), Unit 209/396 Scarborough Beach 
Road, OSBORNE PARK, WA, 6017. 

 

5. AVAILABILITY OF AGREEMENT 

The Town will make a copy of this agreement available to all employees. 

 
PART 2 - CONSULTATION AND DISPUTE RESOLUTION 

 

6. EMPLOYEE CONSULTATIVE GROUP 

6.1 An employee Consultative Group (ECG) shall be established comprising of 
management and elected workforce representatives covered by this agreement. 

Unless otherwise agreed, the ECG shall consist of one (1) management 
representative and one (1) employee representative from each department. 

The Committee will meet at least once per annum to oversee the successful 
implementation of the terms of this agreement. 

The CEO or the ECG may require the group to meet on other occasions. 

Union and Town representatives may attend the meetings as observers only and 
provide advice, direction and assistance in accordance with proper meeting 
procedure. 

6.2 Amendment by majority agreement 

During the life of the employee, the Town may seek to vary conditions of 
employment in the workplace. This can only be done with the support of the 
majority of employees and the unions.  

Where agreement has been reached with the majority of employees in the 
workplace and the unions an application will be made to amend the employee.  
Once registered with the WAIRC, the revised employee will be binding on all 
parties to the employee. 
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6.3 Majority vote at the initiation of the Town 

A vote of employees in the workplace to determine if there is majority support, 
will be of no effect, unless taken with the agreement of the Town. 

 

7. DISPUTES RESOLUTION PROCEDURE 

The following provisions shall apply to questions or disputes arising from the 
interpretation or impact of this agreement: 

7.1 Dispute Resolution Steps 

Step 1 – Raise the matter with the Supervisor 

When a problem, concern or grievance arises, the employee concerned should 
raise the matter with their immediate supervisor. 

Step 2 – Involve the Business Unit Manager or Director 

If a matter cannot be resolved at Step 1, it shall be referred to the Business Unit 
Manager or the Director who will attempt to resolve the matter with the employee 
concerned and any other affected parties within 5 working days. This timeframe 
may be extended by agreement where progress has been made but the matter 
is not yet finalised. A written acknowledgement of the matter will be provided to 
the employee within three (3) working days. 

Step 3 – Involve Human Resources as a Mediator  

If the matter remains unresolved, the affected employee(s) and the Business Unit 
can agree to refer the matter to Human Resources to assist in resolving the 
dispute. This step may take 5 working days. This timeframe may be extended by 
agreement where progress has been made but the matter is not yet finalised. A 
written acknowledgement of the matter will be provided to the employee within 
three (3) working days. 

Step 4 – Refer to an External Mediator 

Where the matter is unable to be resolved, the HR Manager or authorised 
representative may refer the matter to an external body for mediation by 
agreement with the employee(s) concerned. 

Step 5 – Involve the CEO 

Matters that cannot be resolved at Steps 1 through 4 shall be brought to the 
attention of the CEO or authorised representative for resolution within 10 working 
days. This timeframe may be extended by agreement where progress has been 
made to resolve the matter but the matter is not yet finalised. A written 
acknowledgement of the matter will be provided to the employee within three (3) 
working days. 

Step 6 – Refer to WAIRC 

If the dispute is unable to be resolved at the workplace, and all agreed steps for 
resolving it have been taken, the dispute may be referred to WAIRC for resolution. 
If arbitration is necessary the WAIRC may exercise the procedural powers in 
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relation to hearings, witnesses, evidence and submissions which are necessary 
to make the arbitration effective. 

7.2 Progress through these steps is subject to the employee responding within a 
timely manner to ensure the designated timeframes for dispute resolution are 
met. 

An employee who has raised a dispute may appoint, at their own cost, an external 
person to represent the employee at any step throughout this process. 

It is a term of this agreement that while the dispute resolution procedure is being 
conducted work shall continue normally unless an employee has a reasonable 
concern about an imminent risk to their health or safety and/or the health and 
safety of others. 

The Town, as soon as practicable after considering the matter, advise the 
employee(s) and the nominated representative of its decision.  

An employee has a right to seek advice from, or be represented by, a union 
delegate, an appropriate union representative or other person. 

Employees may also elect to have an elder from a shared cultural background 
represent them on such occasions. 

 
PART 3 – EMPLOYMENT RELATIONSHIP, DUTIES & RELATED ARRANGEMENTS 

 

8. CONTRACT OF EMPLOYMENT 

8.1 Continuing employment 

Full-time 

A full-time employee shall mean an employee who is engaged to work 38 standard 
ordinary hours per week.  

Part-time 

1) A part-time employee shall mean an employee who works less than an 
average of 38 ordinary hours in any week. 

2) A part time employed will receive payment for salary, annual leave, personal 
leave on a pro rata basis, in proportion to the number of hours usually worked 
each week related to the standard ordinary hours prescribed for the 
classification of work performed. 

3) The Town and an employee may agree to vary the agreed hours of work. 
In the event that the Town seeks to vary the agreed hours of work without 
the consent of the employee, they must be given 4 weeks notice. 
However, the Town and the employee may agree to a lesser period of 
notice.    
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8.2 Non-continuing employment 

Casual employment 

1) A casual employee is paid an hourly rate determined by adding a loading 
of 25% to the ordinary hourly rate of pay for the classification of work 
performed 

2) A casual employee is entitled to overtime and penalty rates, which are 
calculated on their base rate. 

3) A casual employee is not be entitled to the benefits of Annual Leave, 
Personal Leave, Carers Leave, Public Holidays and Parental Leave. 

4) The services of a casual employee may be terminated with one hour's 
notice given on any day, or by payment of one hour's pay in lieu of such 
notice. 

8.3 Notice of Termination 

1) In order to terminate the employment of an employee, other than a casual 
employee, the Town must give the employee the period of notice specified 
in the table below: 

 

Period of continuous service Period of notice 

1 year or less 1 week 

Over 1 year and up to the completion of 3 years 2 weeks 

Over 3 years and up to the completion of 5 years 3 weeks 

Over 5 years of completed service 4 weeks 

2) In addition to the notice provided above, employees over 45 years of age 
are entitled to an additional week's notice. 

3) Payment in lieu of the prescribed notice must be made if the appropriate 
notice period is not required to be worked. 

8.4 Notice of termination by an employee 

The notice of termination required from an employee is the same as that required 
of the Town, except that there is no requirement for the employee to give 
additional notice based on the age of the employee concerned. 

If an employee fails to give notice, the Town has the right to withhold monies due 
to the employee equal to the amount the employee would have received.  

8.5 Continuity of service 

Continuous service shall have the same meaning as regulation 8 of the Local 
Government (Long Service Leave) Regulations 2024. 
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9. APPOINTMENT AND PROBATION 

The Town will apply a probationary period of employment to all appointments. 
The probationary period is for three months, but may be extended for a further 
three months. 

During the probationary period, the Town may terminate the services of an 
employee by giving one week's notice, or one week’s pay in lieu of notice.  

After successfully completing the probationary period, the employee will be 
notified in writing, of their continuing employment. 

 

10. REDUNDANCY 

10.1 The Town accepts that at the time of entering into this agreement it is committed, 
wherever possible, to the provision of a secure place of employment. However, in 
the event that services cannot be provided, it may be necessary to pursue a 
programme of redundancies. 

Before entering into a programme of forced redundancies, the Town will 
endeavour to provide redeployment opportunities within the Town's work force, 
wherever that is possible. Where the employee needs to develop new skills as a 
consequence of redeployment, appropriate training will be provided by the Town. 

Where all reasonable options have been pursued, and the Town decides to 
proceed with a programme of redundancies, employees who are made redundant 
shall be paid in accordance with the following table.  

 

Period of Continuous Service  Payment 

Less than 1 year Nil 

1 year but less than 2 years  4 weeks 

2 years but less than 3 years  6 weeks 

3 years but less than 4 years  7 weeks 

4 years but less than 5 years   8 weeks 

5 years or more 2 weeks per year of service to a max 
of 30 weeks. 

This entitlement does not include any period of notice or other benefit to which 
the person may be entitled through other provisions of this agreement. 

Week's pay means the ordinary time rate of pay for the employee concerned. 
Provided that such rate shall exclude: 

• overtime; 

• penalty rates; 

• disability allowances; 

• shift allowances; 
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• special rates; 

• any other ancillary payments of a like nature. 

10.2 Transfer to lower paid duties 

Where an employee is transferred to lower paid role, by reason of redundancy, 
the employee is entitled to the same period of notice they would have been entitled 
if they had been terminated. The Town may make a payment in lieu of notice, 
equal to the difference between the former rate of pay and the new pay rate, for 
the number of weeks of notice owing. 

10.3 Employee leaving during notice period 

An employee given notice of termination in circumstances of redundancy may 
terminate their employment during their period of notice. In this circumstance the 
employee will be entitled to receive the benefits they would have received under 
this clause had they remained with the Town but will not be entitled to payment 
in lieu of notice. 

10.4 Job search entitlement 

During the period of notice of termination given by the Town, an employee shall 
be allowed up to one day's time off without loss of pay during each week of notice 
for the purpose of seeking other employment. 

10.5 Redundancy disputes 

Where a redundancy dispute arises, and if it has not already done so, the Town 
must provide affected employees and the relevant union or unions (if requested 
by any affected employee) in good time, with relevant information including:  

• the reasons for any proposed redundancy; 

• the number and categories of workers likely to be affected; and 

• the period over which any proposed redundancies are intended to be 
carried out. 

 
PART 4 - SALARIES AND RELATED MATTERS 

 

11. SALARIES  

11.1 The annual salary to be paid to employees shall be in accordance with the rates 
set out in the attached Salary Schedule. 

An employee shall have the right to request a review of their classification, 
grading or salary which they consider is incorrect. 

11.2 Payment of salaries 

Payment of salaries will be made fortnightly. 

11.3 Incremental progression 

At the conclusion of each twelve month period following appointment to their 
classification or entry into a classification level, employees shall be eligible for 
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incremental progression if: 

• The employee has given satisfactory service over the preceding twelve 
months; and 

• The employee has acquired and is required by the Town to utilise new 
and/or enhanced skills within the ambit of the level definition for their 
position or other skills where agreed at the staff development/performance 
review, and this has been certified in writing following, and as part of, the 
assessment process. 

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

11.4 Supported wage rates 

Employees to whom this clause applies shall be paid the applicable percentage 
of the minimum rate of pay prescribed for the class of work which a fit person is 
performing according to the following schedule: 

 
Assessed capacity % of prescribed award rate 

10% - 40% 40% 

50% 50% 

60% 60% 

70% 70% 

80% 80% 

90% 90% 

11.5 Assessment of capacity 

For the purpose of establishing the percentage of the rate to be paid to an 
employee under this agreement, the productive capacity of the employee will be 
assessed in accordance with the supported wage system and documents in an 
assessment instrument by either: 

• the Town and a Union party to the agreement in consultation with the 
employee or, if desired by any of these; 

• the Town and an accredited assessor from a panel agreed by the parties to 
the agreement and the employee. 

11.6 Lodgement of assessment instrument 

All assessment of capacity, including the appropriate percentage of the 
agreement wage to be paid to the employee, shall be lodged by the Town with 
the Registrar of the Commission. 

All assessment instruments shall be agreed and signed by the parties to the 
assessment, provided that a Union which is party to the agreement is able to 
lodge an objection to the Registrar within ten working days. 

11.7 Review of assessment 

The assessment of the application percentage should be subject to annual review 
or earlier on the basis of a reasonable request for such a review. The process of 
review shall be in accordance with the procedures for assessing capacity under 
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the supported wage system. 

11.8 Other terms and conditions of employment 

Where an assessment has been made, the applicable percentage shall apply to 
the wage rate only. Employees covered by the provisions of the clause will be 
entitled to the same paid terms and conditions of employment as all other workers 
covered by this agreement paid on a pro rata basis. 

11.9 Workplace adjustment 

The Town wishing to employ a person under these provisions will take reasonable 
steps to make changes in the workplace to enhance the employee’s capacity to 
do the job. Changes may involve redesign of job duties, working time 
arrangements and work organisation in consultation with other workers in the 
area. 

11.10 Trial period 

In order for an adequate assessment of the employee’s capacity to be made, the 
Town may employ a person under the provisions of the clause for a trial period not 
exceeding twelve weeks, except that in some cases additional work adjustment time 
(not exceeding four weeks) may be needed. 

During that trial period the assessment of capacity shall be undertaken and the 
proposed wage rate for a continuing employment relationship shall be determined. 

The minimum amount payable to the employee during the trial period shall be no less 
than $200 per week. 

Work trials should include reduction or training as appropriate to the job being trialled. 

Where the Town and employee wish to establish a continuing employment 
relationship following the completion of the trial period, a further contract of 
employment shall be entered into based on the outcome of assessment under 
Assessment of capacity. 

 

12. REMUNERATION AND TIMING 

Employees under this agreement shall receive the following pay increases: 

• The agreed rates will apply on the first full pay period after the adoption of 
this agreement. 

• 3.0% from the first full pay period on or after the 1st of July 2025. 

• 3.0% from the first full pay period on or after the 1st of July 2026. 
 

13. RELIEVING AND HIGHER DUTIES 

Where an employee is directed or appointed to perform all the duties applicable to a 
higher graded position, they will be paid the minimum salary of the higher graded 
position during the whole time of performing such duties. 

Where an employee is directed or appointed to perform some of the duties applicable 
to a higher graded position the employee will be paid at an agreed rate. 
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13.1 Higher duties and leave 

Where an employee, directed to perform the duties at a higher graded position, 
commences annual or personal leave, they will receive the higher rate, provided they 
have been on higher duties for three calendar months or more, immediately preceding 
the taking of annual or personal leave. 

13.2 Higher duties and overtime 

Where an employee, in receipt of higher duties, is called upon to perform work outside 
their ordinary working hours, they will receive an overtime payment based on the 
higher classification rate. 

13.3 Higher duties and appointment 

Where an employee, is required to carry out the duties of a vacant ongoing position, of 
a higher classification, for a continuous period in excess of twelve months, they will be 
permanently appointed to that position.  

 

14. NATIONAL TRAINING WAGE 

The minimum rates of pay and conditions of employment applicable to Trainees shall 
be in accordance with Schedule E – National Training Wage as provided in the 
Modern Local Government Industry Award 2020 as amended from time to time. 

 

15. ALLOWANCES 

15.1 First aid allowance 

An employee who has been trained to render first aid, and holds a current first aid 
qualifications, such as a certificate from the St John Ambulance, shall be paid an 
allowance of $20.00 per week, if they are appointed by the Town to perform first aid 
duties. 

15.2 Meal allowance 

A meal allowance of $20.00 shall be paid to any employee who is required to work 
overtime for more than two hours (in addition to the interval taken for a meal break) 
before or after the normal time of commencing or ceasing duty.  

After the completion of each four continuous hours of such overtime, calculated from 
the end of the previous meal break, a subsequent meal allowance of $20.00 shall 
be paid provided that the employee is required to work beyond each respective 
fourth hour. 

This clause does not apply when the employer provides a suitable meal. 

15.3 Use of employee vehicle 

Where an employee is required and authorised to use their own vehicle in the course 
of their duties, they will be paid an allowance as set by the ATO. For 2024-25 it is 88 
cents per kilometre 
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Where an employee is required to start work somewhere other than their normal 
location, travelling expenses will be paid for the distance that the journey exceeds the 
employee’s normally travel to and from work. 

Payment shall be made in accordance with this clause not later than four weeks after 
the expense has been incurred. 

 
PART 5 - HOURS OR WORK, OVERTIME, & WEEKEND WORK 

 

16. HOURS 

16.1 Full time employee will be rostered to work an average of 38 ordinary hours, 
between the hours of 6:00 a.m. and 5:00 p.m Monday to Friday.  

Part time employees will have a negotiated pattern of work, with schedule days and 
hours, that average less than a full time workload. 

By agreement, the average hours of work will not exceed 38 hours per week to be 
worked on one of the following bases: 
1) 38 hours over seven consecutive days or 
2) 76 hours over fourteen consecutive days; or 
3) such further extended cycles as agreed between Town and employees 

which produces an average 38 hours per week. 

The spread of hours may be altered by agreement between the Town and the 
majority of employees in any section or sections of the workforce. The agreement 
is to recorded in writing and kept by the Town. 

16.2 Rostering of Work 
 

The following rostering constraints shall apply to all employees: 

• Employees will not be rostered for shifts on more than five (5) days out of 
seven (7). 

• Employees will not be rostered for split shifts on the same day,  

• A minimum break of ten (10) hours between shifts rostered on consecutive 
days.  

• The minimum amount of time rostered per shift will be three (3) hours;  

Rosters shall be prominently displayed at the place of work in a position 
accessible to the employees concerned. Rosters shall also be communicated by 
electronic means (e.g. email). 

Unless otherwise agreed between the employee and Supervisor, a minimum of 
72 hours’ notice on rosters or changes to rosters will apply. 

16.3 Rest Breaks 

Employees covered by this agreement are entitled to: 

• A paid break not exceeding 10 minutes to be taken during the morning and 
afternoon, but at a time that causes minimum disruption. 

• An unpaid lunch break of at least 30 minutes, to be taken within 5 hours of 
commencing work. 
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• Employees must actively participate in open communication and teamwork 
to ensure that internal and external customer service requirements are met 
at all times. 

16.4 Alternative working arrangements 

The employer and employees may agree to an alternative arrangement of how 
hours may be worked. Where the agreement affects more than one employee, 
the majority of employees affected must genuinely agree to the change. All 
agreements shall be in writing indicating the employees affected and the terms of 
the agreement. 

16.5 Rostered Days Off  

Full time employees may accrue and take time so that they work a nine- fortnight. 
This clause does not apply to part-time or casual employees. 

The ordinary hours of duty will be worked at 8.5 hours for 8 days, 8 hours for 1 
day and 1 RDO per pay period. 

Rostered Day Off (RDO) working arrangements within each fortnightly pay period 
will be on the following basis: 

• RDOs will be taken on a regular basis, as agreed with the Town. 

• RDOs will be scheduled so that safety, productivity, cost, or customer 
service are not compromised.  

• RDOs may be rescheduled by agreement, at the employee’s request, but 
not subsequent to the employee being ill while on an RDO. 

• An RDO will be rescheduled where it falls on a Public Holiday.  

An employee, with approval of their Director, may accrue more than two (2) 
standard RDO days.  

However, if an employee has accrued more than two (2) standard RDO days 
without approval, the excess hours will be paid at the ordinary rate of pay. 

Should an employee have approved hours banked, such time will be paid at the 
ordinary rate of pay, upon termination. 

 

17. OVERTIME 

Overtime shall mean all work performed in excess of, or outside, the ordinary 
hours of duty. 

The provisions of this clause apply to all employees  

Overtime worked on any day, Monday to Friday inclusive, shall be paid for at the 
rate of time and one half for the first two hours and double time thereafter. 

Overtime worked on a Saturday prior to 12.00 noon shall be paid for at the rate of 
time and one half for the first two hours and double time thereafter. 

Overtime worked on a Saturday after 12.00 noon or on a Sunday shall be paid for 
at the rate of double time. 
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Overtime worked on any day prescribed as a holiday under this agreement shall 
be paid for at the rate of double time and one half. 

17.1 Recall to Duty 

When an employee is recalled to work after leaving the job: 

• they shall be paid for at least three hours at overtime rates; 

• time reasonably spent in getting to and from work shall be counted as time 
worked. 

17.2 Requirement to work reasonable overtime 

The Town may require an employee to work reasonable overtime at overtime 
rates. 

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

• any risk to employee health and safety; 

• the employee's personal circumstances including any family 
responsibilities; 

• the needs of the workplace or enterprise; 

• the notice (if any) given by the Town of the overtime and by the employee 
of their intention to refuse it; and 

• any other relevant matter. 

No union or association party to this agreement, or employee or employees 
covered by this agreement, shall in any way, whether directly or indirectly, be a 
party to or concerned in any ban, limitation, or restriction upon the working of 
overtime in accordance with the requirements of this clause. 

17.3 Authorisation 

No overtime shall be worked without the approval of the Chief Executive Officer or 
other authorised Senior Officer unless the urgency of the work is such that the 
approval cannot be gained until after the work is performed. 

When an employee is recalled to work after leaving the job: 

• they shall be paid for at least three hours at overtime rates; 

• time reasonably spent in getting to and from work shall be counted as time 
worked. 
 

17.4 Time-in-lieu 

By agreement between the Town and the employee concerned, time off during 
ordinary hours shall be granted instead of payment of overtime. Such time off 
shall be equivalent to the amount of overtime worked multiplied by the appropriate 
penalty rate and may be taken at a mutually convenient time. 

If accumulated time-in-lieu is not taken within a period of twelve months, the 
employer may elect to pay out the employee at the rate the time was accrued. 
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17.5 Ten hour break 

Where an employee works overtime, between the termination of their ordinary 
work on one day and the commencement of their ordinary work on the next day, 
and they have not had ten consecutive hours off duty, they are not required to 
return to work until they have had ten hours off duty.  This period of absence is 
granted without loss of pay, provided that a lesser period than ten hours may be 
agreed between the employer and the employee. 

 
PART 6  HOLIDAYS AND LEAVE 

18. ANNUAL LEAVE 

18.1 Period and Payment of Annual Leave 

A full-time employee will accrue one hundred and fifty-two (152) hours of paid 
leave per annum provided that the Town and an employee may agree on 
arrangements of the taking of such leave. 

The accrual of annual leave occurs every week. 

An employee going on leave will be paid the ordinary salary they would have 
received had the employee not been on leave during the relevant period. 

The employee shall receive a loading of 17.5% calculated on the rate of ordinary 
salary prescribed by this agreement. By agreement, between the Town and the 
employee concerned, accrued leave loading may be paid in advance. 

The 17.5% annual leave loading is to be applied to the unused leave paid out on 
termination. 

18.2 Annual Leave and Public Holidays 

Where a public holiday falls within an employee’s period of annual leave, the 
employee will be paid for the Public Holiday and not have the Annual Leave 
balance reduced. 

18.3 Taking of Leave 

Annual leave shall be taken in periods and times that are mutually convenient to 
the employee and the Town.  

Leave will not be unreasonably denied if the employee has sufficient accrued 
leave. 

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

An employee will be deemed to have excessive leave if they have accrued more 
than 304 hours of paid annual leave.  

18.4 Leave in Advance 

In special circumstances, at the discretion of the Town, pro rata annual leave may 
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be given in advance of accruing the entitlement. 

Any entitlement to leave and/or payment will be reduced by the amount of leave 
and payment granted. 

This clause shall not apply to casual employees. 

18.5 Cash out Annual Leave 

The Town and an employee may agree, in writing, to the cash out a particular 
amount of accrued annual leave. 

The amount of annual leave that may be cashed out in any 12 month period must 
ensure that the remaining entitlement is not less than four weeks. 

The cashed out amount must not be less than the amount that would have been 
payable had the employee taken the leave. 

The employee must be aware that any cashing out of annual leave may result in 
further tax liability. 

18.6 Purchased Leave Scheme 

An employees may purchase up to 2 weeks additional leave (without leave 
loading) up to their standard 76 hours (or pro-rata amount) of annual leave per 
annum in accordance with the relevant procedure, as amended from time to time. 
This provision will allow employee's greater flexibility to address lifestyle balance 
issues, personal or family issues, or to extend their leave options for other 
personal reasons. 

18.7 Purchased Leave - Deferred Salary Scheme 

The Town of Bassendean is committed to flexible Self-Funded Leave 
arrangements through the Work Life Balance program. 

• An employee may elect to work for four years (qualifying period) at 4/5ths 
(80%) of their normal salary and take the fifth year as paid leave. 

• Payment for the fifth year will not exceed the deferred salary. 

• Such arrangements are subject to the approval of the CEO. 

• Employees are required to take their Annual Leave for each of the four 
(4) years of the qualifying period. 

• The fifth year must be taken at the end of the four years' service, unless 
otherwise agreed by the employee and the Director. 

• Where an employee takes leave under this arrangement, the period of 
leave shall not constitute a break in service. However, entitlement to 
annual leave and long service leave will not continue to accrue. 

• An employee may withdraw from this arrangement, in writing, before 
completing the qualifying period, in which case a lump sum payment of 
deferred salary will be made.  

18.8 Leave Without Pay 

Employees may apply to the CEO for leave without pay. In considering the 
request, the CEO will take into account the operational and financial implications 
for the Town. Consideration will also be given to the employee's reasons for the 
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application. 

An employee must access any other relevant paid leave entitlements prior to 
taking Leave Without Pay. 

Leave Without Pay will not be granted for the purposes of engaging in other 
employment unless such employment has a direct benefit for the Town and with 
approval of the CEO. 

Periods of Leave Without Pay will not constitute a break in service. 
 

19. FAMILY VIOLENCE LEAVE 

The Town recognises that employees sometimes face situations of violence or 
abuse in their personal life that may affect their attendance or performance at 
work. Therefore, the Town is committed to providing support to staff that 
experience family violence. 

An employee experiencing family violence will have access to up to seventy six 
(76) hours per year (non- accumulative) of paid special leave for legal 
proceedings, medical appointments, and other activities related to their family 
violence.  

An employee who supports a person experiencing family violence may take 
carer’s leave to accompany them to court, to hospital, or to provide care for 
children. 

An employees will provide notice of the need for leave as soon as possible after 
becoming aware of the need for leave and will provide evidence to substantiate 
the need for leave. The evidence required is evidence that would satisfy a 
reasonable person that the leave is for the purpose for which it is being taken; 
specific examples including a court order, police report, hospital incident report 
or incident report from a social and community service organisation registered 
with the Women’s Council Domestic and Family Violence Services. 

 

20. CULTURAL LEAVE 

An employee, who adheres to Aboriginal culture and who practices Aboriginal 
spiritual and/or religious beliefs, shall be afforded a reasonable opportunity by the 
Town to follow and practice the requirements of that culture or spiritual or religious 
belief.  

Where this involves time away from work, arrangements will be made for the 
employee concerned to take annual leave. Alternatively, the Town and the 
employee concerned may agree to time off without pay. Provided that the Town 
may require reasonable evidence of the legitimate need for the employee to be 
absent from work. 

 

21. PUBLIC HOLIDAYS 

21.1 An employee is entitled to the following public holidays, if they would normally be 
rostered to work on that day: 
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• New Year’s Day, Good Friday, Easter Sunday, Easter Monday, Christmas 
Day and Boxing Day; and 

• the following days, as prescribed in Western Australia: Australia Day, 
Anzac Day, Monarch’s Birthday and Labour Day; and 

• Foundation Day, as prescribed in Western Australia. 

21.2 Holidays in lieu 

• When Christmas Day is a Saturday or a Sunday, a holiday in lieu thereof 
shall be observed on 27 December. 

• When Boxing Day is a Saturday or a Sunday, a holiday in lieu thereof shall 
be observed on 28 December. 

• When New Year’s Day, Australia Day or Anzac Day is a Saturday or 
Sunday, a holiday in lieu thereof shall be observed on the next Monday. 

Where in the state of Western Australia, public holidays are declared or 
prescribed on days other than those set out above, those days shall constitute 
additional holidays for the purpose of this agreement. 

Public Holidays are paid at 7.6 hours per day of absence for a Fulltime employee. 
Part Time employees will be paid for the number of hours usually worked on that 
day.  

21.3 Substitute days 

The Town, with the agreement of the union, may substitute another day for any 
prescribed in this clause. 

The Town and the employees may agree to substitute another day for any 
prescribed in this clause. For this purpose, the consent of the majority of affected 
employees shall constitute agreement. 

Provided that the National Aboriginal and Islander Day of Celebration may be 
taken as a holiday in lieu of any of the specified holidays contained herein. The 
holiday is to be agreed between the Town and the employee concerned. 

21.4 Public holiday penalty rates 

All work, except shift work, performed within the ordinary hours of duty on any 
holiday provided above shall be paid for at the rate of double time and one half. 

When an employee is allowed any of the holidays provided above and is 
subsequently recalled to duty, they shall be paid for such work in ordinary hours 
for at least three hours at the appropriate penalty rate. Time reasonably spent in 
getting to and from work shall be counted as time worked. 

This clause shall not apply to casual employees. 

21.5 Days in Lieu 

Employees (except casuals) covered by this agreement may be entitled to two 
additional paid days off in lieu of the public service days (the day after New Years 
Day and Easter Tuesday).  

Where an employee commences before Easter, they will entitled to the two 
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additional days. 

Where an employee commences after Easter, they will only be entitled to one 
additional day. 

The additional days may be taken as part of a Christmas closure period between 
Christmas and New Year. 

Staff who are rostered to work during the Christmas Closure will be eligible to 
take the additional days at a mutually agreed time. 

 

22. PERSONAL LEAVE 

22.1 Where an employee is unable to attend or remain at work during their ordinary 
hours by reason of personal ill health or injury shall be entitled to payment during 
such absence in accordance with this clause. 

22.2 An employee whose ordinary hours of work are arranged so that they work an 
average of 38 ordinary hours a week during a particular work cycle shall be 
entitled to the pay applicable for the day of the absence. 

22.3 An employee whose ordinary hours of work are arranged so that they work 38 
ordinary hours each week shall be entitled to payment during such absence for 
the actual ordinary hours absent. 

22.4 An employee is not entitled to claim payment for personal ill health or injury if the 
absence occurs on the employee’s rostered day off. 

22.5 From the date of this agreement, the amount of personal/carer’s leave to which 
an employee is entitled depends on how long they have worked for the Town (on 
a pro-rata basis) as indicated below: 
i. On commencement of 1st, 2nd, and 3rd years of continuous service 76 

hours  

ii. On commencement of 4th and subsequent years 91.20 hours 

22.6 The unused portions of the entitlement to paid personal leave in any one year 
shall accumulate from year to year and subject to this clause may be claimed by 
the employee if the absence by reason of personal ill health or injury exceeds the 
period for which entitlement has accrued during the year at the time of the 
absence. 

22.7 To be entitled to payment in accordance with this clause the employee shall as 
soon as reasonably practicable advise the Town of their inability to attend for 
work, the nature of their illness or injury and the estimated duration of the 
absence. Provided that such advice, other than in extraordinary circumstances 
shall be given to the Town within 24 hours of the commencement of the absence. 

 

23. CARERS LEAVE 

23.1 A fulltime or parttime employee (on a prorata basis) may be absent from work for 
the purposes of caring for an immediate family or household member who is 
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personal and requires the employee’s support or who requires care due to an 
unexpected emergency. 

The entitlement to use personal leave in accordance with this subclause is 
subject to: 

• the employee being responsible for the care of the person concerned; and 

• the person being a member of the employee’s immediate family; or a 
member of the employee’s household. 

The term immediate family includes: 

• a spouse or partner (including a former spouse, a de facto spouse and a 
former de facto spouse of the employee; and 

• a child or an adult child (including an adopted child, a step child or an ex 
nuptial child), parent, grandparent, grandchild or sibling of the employee or 
spouse. 

The employee shall, wherever practicable, give the Town notice prior to the 
absence of the intention to take leave, the name of the person requiring care and 
their relationship to the employee, the reasons for taking such leave and the 
estimated length of the absence. If it is not practicable for the employee to give 
prior notice of absence, the employee shall notify the Town by telephone of such 
absence at the first opportunity on the day of absence. 

23.2 Unpaid carer’s leave 

Where an employee has exhausted all accumulated leave entitlements, the 
employee is entitled to take unpaid family leave to care for members of their 
immediate family or household who are personal and require care and support or 
who require care due to an unexpected emergency. The Town and employee 
shall agree on the quantum of unpaid leave to be taken. In the absence of 
agreement the employee is entitled to take up to two days per occasion. 

23.3 Evidence Supporting the Claim 

The employee is not required to produce a medical certificate for an absence of 
three days or less, unless the Town instructs, in writing, that all future absences 
in that year, require a medical certificate or other proof. A year is defined as 
commencing and ending on the anniversary of the issuance of the written 
instruction. 

The employee is not required to produce a medical certificate when taking leave 
to provide care and support for members of their immediate family or household 
who are personal or who require care due to unexpected emergency, for an 
absences of three days or less, unless the Town instructs, in writing, that all 
future absences in that year, require a medical certificate or other proof. A year is 
defined as commencing and ending on the anniversary of the issuance of the 
written instruction. 

23.4 Personal Leave whilst on Annual Leave 

An employee who suffers personal ill health or injury during a period of annual 
leave may apply to use paid personal leave in place of annual leave. 

Application for replacement of Annual Leave must be made within seven days of 
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resuming work. Provided that the provisions of this paragraph do not relieve the 
employee of the obligation to advise the Town if they are unable to attend for 
work.  

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

Where paid personal leave has been granted by the Town, the portion of annual 
leave equivalent to the paid personal leave is replaced by the paid personal 
leave.  

Payment for replaced annual leave shall be at the rate of pay applicable at the 
time the leave is subsequently taken provided that the annual leave loading, shall 
be deemed to have been paid with respect to the replaced annual leave. 

The provisions of this clause do not apply to employees who are entitled to 
payment under any Workers’ Compensation Act, or to employees whose injury or 
illness is the result of the employee’s serious and willful misconduct. 

The provisions of this clause do not apply to casual employees. 

23.5 Portability of personal leave 

An employee is entitled to transfer accumulated personal leave credits from one 
Local Government to another Local Government. 

The right to transfer such accrued personal leave shall depend upon the 
following: 

• the amount of accrued personal leave being transferred shall not exceed 
eight weeks; and 

• the employee producing a record from the preceding employer showing 
the amount and source of the personal leave being transferred; and 

• the employee’s service between the first employer and the second shall 
be continuous as defined by the Local Government (Long Service Leave) 
Regulations 1977, as amended from time to time. 

Such transferred accrued personal leave credits shall not be available to the 
employee until the employee’s existing personal leave credits with the Town have 
been exhausted. 

Payment for the leave accrued for service with a former employer, shall be 
provided to the Town, as required, once all accrued personal leave has been 
exhausted.  

The transfer of accumulated personal leave entitlements specified within this 
clause will not apply to leave accrued prior to the date of lodgement of this 
agreement.  
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24. BEREAVEMENT LEAVE 

24.1 Full time employees 

A fulltime employee is entitled to 15.2 hours paid leave on each occasion and on 
production of evidence (if required by the Town) of the death of either a member 
of the employee’s immediate family or household.  

24.2 Part time employees 

A part time employee is entitled to be absent for two consecutive days, except 
payment will only apply where the part time employee would normally be working 
on the days of absence. 

24.3 Casual employees 

A casual employee is entitled to be absent from work, or to leave work: 
1. If they need to care for members of their immediate family or household 

who are sick and require care and support, or who require care due to an 
unexpected emergency, or due to the birth of a child; or 

2. Upon the death of an immediate family or household member. 

The Town and the employee shall agree on the period for which the employee 
will be entitled to not be available to attend work. In the absence of agreement, 
the employee is entitled to be absent for two days per occasion.  

The casual employee is not entitled to any payment for the period of non-
attendance. 

24.4 Unpaid bereavement leave 

Where an employee has exhausted all accumulated leave entitlements, the 
employee is entitled to take unpaid bereavement leave. The Town and the 
employee shall agree on the quantum of unpaid leave to be taken. In the absence 
of agreement employees shall be entitled up to two ordinary working days per 
occasion. 

 

25. PARENTAL LEAVE 

Parental leave is provided for in the NES which continues to apply to employees 
under section 744 of the Fair Work Act 2009 (Cth). This clause supplements or 
deals with matters incidental to the NES provisions. 

25.1 Paid Parental Leave Scheme for the Primary Care Giver 

Full time, and Part time employees, with more than 12 months of continuous 
service, are eligible to apply for Paid Parental Leave for Primary Care Givers. 

Eight (8) weeks paid parental leave will be available to eligible employees during 
the first 6 months after the birth. 

Parental leave will be paid on a fortnightly basis at the ordinary rate over eight (8) 
weeks. 
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Part-time employees are entitled to the provisions of the Town’s paid parental 
leave scheme on a pro-rata basis. The payment for the leave will be determined 
based on the average weekly hours the employee worked in the preceding twelve 
(12) months. 

Employee entitlements will accrue during the period of paid parental leave only. 

Casual employees are not entitled to the Town’s paid parental leave scheme. 

25.2 Paid Parental Leave Scheme for the Non-Primary Care Giver 

In addition to the Commonwealth Government’s legislated and funded two (2) 
weeks of paid Dad and Partner Pay for eligible employees, the Town will provide 
paid non- Primary Care Givers’ leave of one (1) week. 

The additional one (1) week paid leave provided by the Town is to be taken in a 
single continuous period. 

Eligible employees are also entitled to two (2) weeks unpaid leave. 

Other leave entitlements may be accessed once the paid non-Primary Care 
Givers’ leave entitlements has been utilised; by agreement between the 
employee and the Town. 

25.3 Returning to work after a period of parental leave 

An employee will notify of their intention to return to work after a period of 
parental leave at least four weeks prior to the expiration of the leave. 

An employee will be entitled to the position which they held immediately before 
proceeding on parental leave. In the case of an employee transferred to a safe 
job, the employee will be entitled to return to the position they held immediately 
before such transfer. 

Where such position no longer exists but there are other positions available 
which the employee is qualified for and is capable of performing, the employee 
will be entitled to a position as nearly comparable in status and pay to that of their 
former position. 

25.4 Replacement employees 

A replacement employee is an employee specifically engaged or temporarily 
promoted or transferred, as a result of an employee proceeding on parental 
leave. 

Before the Town engages a replacement employee the Town must inform that 
person of the temporary nature of the employment and of the rights of the 
employee who is being replaced. 

 
PART 7 – MISCELLANEOUS 

26. SUPERANNUATION 

26.1 Town contributions 

The Town will contribute to the superannuation fund, of which the employee is a 
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member, an amount in accordance with the Superannuation Guarantee Charge. 
Such payments shall commence from the date the employee commences 
service. 

No contributions shall be made for: 

• periods of unpaid leave or unauthorised absences; 

• or any other payments paid out on termination including annual leave. 

26.2 Ordinary Time Earnings 

Ordinary time earnings shall mean the base classification rate, shift penalties, 
over award payments, and, penalty loadings and casual loadings, but excludes 
other payments. 

26.3 Salary Sacrifice 

An employee may elect to make additional contributions to their superannuation 
by way of salary sacrifice, consistent with prevailing taxation laws. Such 
arrangements shall be confirmed in writing between the Town and employee who 
enter into these arrangements. 

26.4 Superannuation Co-Contribution 

The Town will match employee contributions to a maximum of 4% in addition to 
the contributions required by the Superannuation Guarantee Contributions 
(SGC). 

If the employee voluntarily contributes an amount to superannuation, then it shall 
be matched by the Town as follows: 

  

Employee Town Total (not inclusive of SGC) 

1% 1% or a total of 2% plus SGC 

or, 2% 2% or a total of 4% plus SGC 

or, 3% 3% or a total of 6% plus SGC 

or, 4% or more 4% or a total of 8% plus SGC 

 

26.5 The Town will notify employees of their entitlement to nominate when an 
employee commences employment with the Town. Employees are entitled to 
nominate, and the Town will be bound to comply with the nomination to have their 
employer contribution paid into an eligible, complying fund of their choice. The 
Town will be bound by the employee’s nomination unless the employee and the 
Town agree to change the complying superannuation fund to which contributions 
are to be made. The Town must not unreasonably refuse to agree to a change of 
complying superannuation fund by an employee.  

26.6 If an employee does not choose a fund, then until such time as they nominate an 
eligible complying superannuation fund, their superannuation will be paid to the 
default fund which is Aware Super. 
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27. UNION DELEGATE RIGHTS AND UNION MATTERS 

27.1 The Parties recognise the role that Union Delegate have in seeking to ensure 
industrial harmony on-site. They are a first point of contact for an employee who 
has an employment related grievance or a grievance, query or concern arising 
under the terms of this agreement. 

A Union Delegate is an employee duly elected or appointed by employees in an 
enterprise or workplace, or part of an enterprise or workplace. 

They will, upon notification from the Union to the Town, be recognised as an 
accredited representative of the employees and, they will be allowed all the time 
necessary to represent employees on employment related matters. 

At all other times the Union Delegate will perform productive work within their 
range of qualifications and competence. 

27.2 Industrial Relations Training 

A Union Delegate will be entitled to: 
(i)  up to 5 days of paid leave in their first year as a Union Delegate; and 
(ii)  subject to operational requirement, up to 5 days of paid leave for each 

following year, to undertake training that will assist them in their role. 

The time of taking such leave will be agreed between the Union Delegate, Union 
and the Town to minimise any adverse effect on the Town’s operations.  

 
PART 8 -  STAFF DEVELOPMENT,TRAINING AND RELATED MATTERS 

 

28. STAFF DEVELOPMENT/PERFORMANCE REVIEW 

28.1 An annual staff development/performance review, including for the purpose of 
Classification/Reclassification of Positions, shall be confidential and without 
limiting the scope it is intended to identify: 

• current performance  

• the performance objectives required; 

• the current training needs to be undertaken to meet individual employer 
objectives in both the short and long term and to enable an employee to 
meet the standards of their existing classified position; 

• the new or enhanced skills required by the employer, if any, together with 
proposed competency levels required where appropriate; 

• any development and expansion anticipated by the employer for the 
employee in their classified position both in the short term and the longer 
term; 

• career development; 
 

28.2 An employee who has been absent in excess of three months in aggregate will 
have the Review delayed by the period of absence. 
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29. CLASSIFICATION DEFINITIONS  

29.1 ENTRY LEVEL  
Qualifications, training and experience 

• No previous work experience is required at this level. 

• An employee at this level will need to undertake industry induction and training 
which may include information on the industry, organisations, conditions of 
employment, skill formation and career path opportunities, planning and layout of 
work, documentation procedures, occupational health and safety, equal 
opportunity and performance appraisal incorporating quality control and 
assurance. 

• “C” Class Licence may be required. 
 
Specialist knowledge of skills 
The skills required of an employee at this level include: 

• Literacy and Numeracy 

• Use of a limited range of hand tools. 

• Drive a light vehicle. 
 
Communication skills 
Basic oral and written literacy and numeracy skills to enable liaison with immediate work 
group. 
 
Complexity/multiskilling 

• Tasks are simple and noncomplex. 
 
Responsibility and accountability  
Employees at this level: 

• Work under direct supervision. 

• Are responsible for the quality and completion of their own work subject to 
detailed direction. 

• Are responsible for care of tools and equipment in their use. 
 
Decision making and problem solving 

• Judgement is limited as work is repetitive and generally coordinated by others. 

• Work is clearly defined and of a routine and basic nature with established 
procedures, guidance and close supervision. 

• Required to exercise basic judgement relating to own work and personal safety 
as required by relevant legislation and Council safety procedures. 

 
29.2 GENERAL HAND  
Qualifications, training and experience 
An employee at this level will have a satisfactorily completed structured and/or on the job 
training (including appropriate safety training) or possess appropriate and relevant 
equivalent experience and achieved a good working knowledge of the technical 
requirements of the job to be undertaken in some or all of the following areas: 
 
Advanced construction and/or maintenance, i.e., advanced concreting and/or bitumen 
finishing work, pipelaying, and material sampling, testing and compaction techniques. 

• Safe operation and user maintenance of mechanical plant. 

• Safe operation and user maintenance of heavy vehicles. 

• Precision tools and instruments. 
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• Intermediate horticulture and nursery and may include assistance in turf 
preparation. 

• Materials and equipment estimating. 

• “MR” or “HR” class licence may be required. 

• Plant certificate(s) may be required. 

• Appropriate safety accreditation may be required.  

• Progress towards a Supervisory Course and relevant experience. 
 
Specialist knowledge of skills 
The skills required of an employee at this level include: 

• Plant operation skills: 

• Operator skill level medium high with significant experience. 

• Multifunction equipment. 

• Operator machine maintenance and set up medium to high complexity. 

• Dimensional control working to existing levels or moderate degree of accuracy to 
design levels. 

• Examples: Hiab, loader (box out), grader (box out) (maintenance), excavator (box 
out), street sweeper, gang mower (sports turf), cherrypicker (confined working 
space). 

• Drive vehicles three axles or greater. 

• Use and interpretation of precision measuring instruments and tools. 

• Intermediate horticultural and nursery, including assistance in turf preparation 
and maintenance, tree pruning and landscaping. 

• Plan reading, single dimensional. 

• Advanced concrete work  major concrete works, reinforced structural from plans 
and drawings without preset levels. 

• Developed supervisory skills. 

• Basic understanding of quality control techniques. 

• Installation, repair and maintenance of reticulation systems (including controllers) 
and modification and additions to existing systems including low voltage electrical 
work. 

• Sound knowledge of Council safety policy requirements as they relate to the job 
being undertaken and the effect on the public. 

 
Communication 
Oral and written literacy and numeracy skills to provide information and advice to other 
employees, higher level staff, clients, suppliers, and members of the public. 
 
Complexity/multiskilling 
Able to perform broader range of activities with variation restricted to the area of 
operation with a high level of complexity subject to training and/or experience. 
 
Responsibility and accountability 

• Works under limited supervision either individually or in a team environment and 
may be on a range of projects. 

• Responsible for quality and standard of work performed, including work of other 
employees. 

• Responsible for providing employees under their supervision with onthejob 
training and guidance. 

• Responsible for materials, tools, equipment, vehicles and plant in the employee’s 
use and used by others under their supervision. 
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• Responsible for quality control/assurance procedures, including to recognise and 
correct quality deviations and/or faults. 

• May be responsible for the supervision and limited guidance of a small work 
group. 

Decision making and problem solving 

• Problems at this level require employees to use some originality in approach with 
solutions usually attributable to application of previously encountered solutions or 
experience.  

•  Required to make technical and operational decisions relating to own work and 
safety and safety of the public. 

• May be required to make technical and operational decisions relating to the work 
and safety of others. 

 
29.3 SPECIALIST OR TEAM LEADER  
Qualifications, training and experience 
An employee at this level will have the competencies outlined in the General hand and 
will have satisfactorily completed structured training (including appropriate safety training) 
and possess appropriate and relevant equivalent experience to one or more of the 
following levels: 

• Safe operation and user maintenance of specialist plant and/or heavy vehicles. 

• Advanced reticulation. 

• Advanced or specialist horticulture and nursery, including turf preparation and 
management. 

• Materials, equipment and cost estimating, and job cost recording. 

• Completed a Supervisory Course and/or relevant equivalent experience. 

• Experienced Trade Certificate or equivalent. 

• “MR”, or “HR” class licence may be required with extensive experience. 

• Plant certificate(s) may be required. 
 
Specialist knowledge of skills 
The skills required of an employee at this level include: 

• Plant operator skill level medium high with significant experience. 

• Multifunction equipment. 

• Operator machine maintenance and set up medium to high complexity. 

• Dimensional control of work requiring a high degree of accuracy with respect to 
design levels. E.g. Excavator and grader (final trim). 

• Advanced or specialist horticultural, turf and/or nursery skills. 

• Technical skills in plan reading including horizontal and vertical dimensions. 

• Sound supervisory, guidance and training skills. 

• Understand and applies quality control techniques. 

• Install, repair and maintain major reticulation systems, including electrical work. 
Pump and bore installation, repair and maintenance. 

• Good working knowledge of Council organisation, operations and general 
procedures which impact upon their work. 

• Sound knowledge of Council safety policy requirements as they relate to the job 
being performed and the affect on the public. 

 
Communication 

• Developed oral and written literacy and numeracy skills to provide information 
and advice to other employees, higher level staff, clients, suppliers, and members 
of the public. 
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• May be required to prepare basic written correspondence and/or prepare 
standard format reports. 

 
Complexity/multiskilling 

• Broader range of activities with variation restricted to the area of operation with a 
high level of complexity subject to training and/or experience. 

• Capable of undertaking a range of specific tasks of a complex nature. 
 
Responsibility and accountability 

• Works unsupervised and is subject to limited direction. 

• Responsible for quality and standard of work performed, including work of other 
employees. 

• Responsible for achieving and maintaining high technical quality without 
direction. 

• Responsible for providing employees, under their supervision, with on the job 
training and guidance. 

• Responsible for materials, tools, equipment, vehicles and plant in the employee’s 
use and used by others under their supervision. 

• Responsible for quality control/assurance procedures, including to recognise and 
correct quality deviations and/or faults. 

• Responsible for productivity and efficiency of work groups supervised. 
 
Decision making and problem solving 

• Problems at this level are frequently of a complex or technical nature, with 
solutions not necessarily related to previous direct experience and therefore 
require some initiative and personal judgement. If required, guidance and 
assistance is usually available. 

• May be required to make planning, technical and operational decisions relating to 
the work and safety of other employees and safety of the public. 

29.4 SENIOR LEADING HAND 
Qualifications, training and experience 
 
Employees at this level will have satisfactorily completed the requirements of the 

Specialist role and have as a minimum, a trade certificate or equivalent or 
possess appropriate and relevant equivalent experience and will, in addition: 

• Safe operation and user maintenance of a range of different vehicles and/or plant 
and has extensive experience in their operation at an advanced level. 

• Advanced or specialist horticulture and nursery, including turf preparation and 
management with extensive experience in a wide range of areas. 

• Have commenced and partially completed an appropriate post trade certificate. 

• “HR”, class licence may be required with extensive experience. 

• Plant certificate(s) may be required. 
 
Specialist knowledge of skills 
The skills required of an employee at this level include: 

• Operation of a range of vehicles and/or specialised plant requiring advanced 
skills and operation to rigid specifications. 

• A wide range of advanced and/or specialist horticultural, turf and/or nursery skills. 

• Advanced technical skills in materials performance and compaction and plan 
reading including horizontal and vertical dimensions and establishing sections for 
materials estimating. 
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• Sound supervisory, training and basic human resources management and 
employee relations skills. 

• Detailed knowledge and understanding of quality control techniques and their 
application. 

• Detailed knowledge of Council organisation, operation and general procedures. 

• Sound knowledge of Council safety policy requirements as they relate to the job 
being performed and the affect on the public. 

 
Communication 

• Developed oral and written literacy and numeracy skills to negotiate with other 
employees, higher level staff, clients, suppliers, and members of the public. 

• May be required to prepare written correspondence and reports. 
 
Complexity/multiskilling 

• Broader range of activities with variation restricted to the area of operation with a 
high level of complexity subject to training and/or experience. 

• Capable of undertaking a range of specific tasks of a complex nature. 
 
Responsibility and accountability 

• Works without direct supervision. 

• Responsible for quality and standard of work performed, including productivity 
and safety. 

• Responsible for providing employees under their supervision with onthejob 
training and guidance. 

• Responsible for ensuring personnel practices are applied. 

• Responsible for materials, tools, equipment, vehicles and plant in the employee’s 
use and used by others under their supervision. 

• Responsible for quality control/assurance procedures, including to recognise and 
correct quality deviations and/or faults. 

• Responsible for productivity and efficiency of work groups supervised. 

• Responsible for negotiation with clients, suppliers and members of the public. 
 
Decision making and problem solving 

• Problems at this level are frequently of a complex or technical nature with 
solutions not necessarily related to previous direct experience and therefore 
requiring initiative, personal judgement and discretion. 

• Exercise high precision trade skills using various materials and/or specialised 
techniques. 
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30.   WAGES 

Upon Adoption   2025 3%  2026 3% 

Classification 
Hourly 
Rate 

Annual 
Rate 

 Hourly 
Rate 

Annual 
Rate  

Hourly 
Rate 

Annual 
Rate 

Entry $30.95 $61,152.58  $31.88 $62,987.16  $32.83 $64,876.77 

General Hand Step 1 $35.19 $69,531.74  $36.24 $71,617.69  $37.33 $73,766.22 

General Hand Step 2 $35.74 $70,613.34  $36.81 $72,731.74  $37.91 $74,913.69 

General Hand Step 3 $36.28 $71,694.94  $37.37 $73,845.79  $38.49 $76,061.16 

General Hand Step 4 $36.83 $72,776.54  $37.94 $74,959.83  $39.07 $77,208.63 

Specialist Step 1 $36.95 $73,008.00  $38.06 $75,198.24  $39.20 $77,454.19 

Specialist Step 2 $37.11 $73,331.94  $38.22 $75,531.90  $39.37 $77,797.85 

Specialist Step 3 $37.66 $74,413.54  $38.79 $76,645.95  $39.95 $78,945.32 

Specialist Step 4 $38.21 $75,495.14  $39.35 $77,759.99  $40.53 $80,092.79 

Snr Leading Hand Step 1 $38.45 $75,982.40  $39.61 $78,261.87  $40.79 $80,609.73 

Snr Leading Hand Step 2 $38.78 $76,622.71  $39.94 $78,921.39  $41.14 $81,289.03 

Snr Leading Hand Step 3 $39.32 $77,704.31  $40.50 $80,035.44  $41.72 $82,436.50 

Snr Leading Hand Step 4 $39.87 $78,785.91  $41.07 $81,149.48  $42.30 $83,583.97 
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