QUEENSLAND INDUSTRIAL RELATIONS COMMISSION

Industrial Relations Act 2016 - s. 193 - certification of an agreement

Burdekin Shire Council
AND

The Australian Workers' Union of Employees, Queensland;

Construction, Forestry, Mining & Energy, Industrial Union of Employees, Queensland;
Plumbers & Gasfitters Employees' Union Queensland, Union of Employees
Queensland Services, Industrial Union of Employees; and
Automotive, Metals, Engineering, Printing and Kindred Industries Industrial Union of Employees,
Queensland.

(Matter No. CB/2018/65)

BURDEKIN SHIRE COUNCIL CERTIFIED AGREEMENT 2018
Certificate of Approval

On 12 June 2018 the Commission certified the attached written agreement in accordance with
section 193 of the Industrial Relations Act 2016:

Name of Agreement: Burdekin Shire Council Certified Agreement 2018
Parties to the o Burdekin Shire Council,
Agreement: o The Australian Workers' Union of Employees, Queensland;

o Construction, Forestry, Mining & Energy, Industrial Union of
Employees, Queensland,;

o Plumbers & Gasfitters Employees' Union Queensland, Union
of Employees;

. Queensland Services, Industrial Union of Employees; and

. Automotive, Metals, Engineering, Printing and Kindred
Industries Industrial Union of Employees, Queensland.

Operative Date: 12 June 2018

Nominal Expiry Date: 30 April 2021

Previous Agreements: Burdekin Shire Council Enterprise Bargaining Agreement 2012 -
CA/2012/197
Termination Date of 12 June 2018 (Matter CB/2018/64)

Previous Agreement:

By the Commission

A.L. BLOOMFIELD
Deputy President.

15 June 2018
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SIGNATORIES TO CERTIFIED AGREEMENT

1.0 Title
BURDEKIN SHIRE COUNCIL CERTIFIED AGREEMENT 2018

2.0 Parties Bound



2.1

3.0

3.1

4.0

4.1

4.2

5.0

5.1

5.2

6.0

6.1

6.2

7.0

7.1

8.0

This Agreement shall apply to, and be binding on, Burdekin Shire Council (Council) and the
following Unions and their members:

e Automotive, Metals, Engineering, Printing and Kindred Industries Industrial Union of
Employees, Queensland (AMWU);

e Construction, Forestry, Mining & Energy, Industrial Union of Employees, Queensland
(CFMEUV);

o Plumbers & Gasfitters Employees' Union Queensland, Union of Employees (PU);

e Queensland Services, Industrial Union of Employees (TSU); and

e  The Australian Workers' Union of Employees, Queensland (AWU);

Application

This Agreement shall apply to all employees of Council except the Chief Executive Officer and
any other Senior Officers or existing contracted positions, where the parties have entered into
a contract of employment which provides that this Agreement, (or any predecessor), does not

apply.
Date and Period of Operation

This Agreement shall commence from the date of certification by the Queensland Industrial
Relations Commission, viz. 12 June 2018, and shall continue to have effect until its nominal
expiry date of 30 April 2021, or until varied or terminated in accordance with applicable
legislation at that time.

Where the Agreement is not varied or terminated in accordance with the applicable legislation
it shall continue to have effect after its expiry date until terminated or replaced.

Renegotiation

The parties undertake to commence discussions for renegotiation of a new Certified
Agreement at least six months prior to the nominated expiry date and endeavour to finalise a
new Certified Agreement prior to the nominated expiry date.

Prior to the commencement of negotiation of a new certified agreement, the composition of the
negotiating parties will be discussed and established by the negotiating parties.

Relationship with Awards

This Agreement shall be wholly read and interpreted in conjunction with the terms of the
parent awards as listed below:

(a) Queensland Local Government Industry (Stream A) Award - State 2017 (2017 Award
Stream A);

(b) Queensland Local Government Industry (Stream B) Award - State 2017 (2017 Award
Stream B);

(c) Queensland Local Government Industry (Stream C) Award - State 2017 (2017 Award
Stream C), (Collectively referred to as the 2017 Awards); and

(d) Training Wage Award — State 2012.

Where there is any inconsistency, this Agreement will take precedence to the extent of the
inconsistency.

No Extra Claims
The parties to this Agreement agree that during the life of this Agreement, no further or
additional claims will be made by any party in relation to wages/salary and the terms and

conditions of employment.

Objectives of the Agreement



8.1 The objectives of this Agreement are to:

e Establish the working conditions and remuneration of the employees of Council for the
period of operation of the Agreement.

¢ Encourage the involvement of the senior management team, employees, and their
unions in the development of more efficient work practices and quality improvement.

¢ Develop and maintain a workforce that will effectively contribute to the economic
development and social wellbeing of the Shire.

e Pursue “best practice” in all areas of the operation of Council.
¢ Develop a team approach and co-operative working environment.

¢ Reach an agreement which does not result in a reduction of the employees’
entitlements or protections when considered as a whole.

9.0 Employment Security
9.1 The parties are committed to optimising the employment security of employees by:

e taking steps to ensure Council has the benefit of a stable and committed workforce;

e training and developing employees' levels of skill and ability and providing retraining
when necessary;

e providing an environment which supports career development and equal employment
opportunity;

e continuing to manage Council's workforce to minimise the need for involuntary labour
reductions;

e reviewing contracting arrangements prior to any redundancy where the skill
requirements of the redundant positions are the same as those of the contractors.

10.0 Consultation and Communication

10.1 The parties are committed to a consultation process that fosters a positive organisational
culture.

10.2 Council will consult with employees as required by s 198 (a) of the Industrial Relations Act
2016. The consultation process to be followed, that enables the employer to properly consider
the views of employees and relevant employee organisations before making or implementing
a final decision, is in accordance with the consultation provisions and process in the 2017
Awards as set out in Schedule A to this Agreement.

11.0 Contracting Out

11.1 Itis Council’'s preferred option to utilise and promote the use of its existing “in house”
permanent Council employees for the undertaking of Council’s works, services and
operations. During the life of this Agreement, Council will minimise the contracting out or
leasing of any Council functions currently provided by Council’s existing permanent workforce.

The parties acknowledge that Council may seek to contract/outsource/lease works and
services in the following circumstances:

e inthe event of staff shortages; or

o the lack of available infrastructure/equipment or capital or the cost of providing
technology; or

e to meet contractual or funding obligations/limitations; or

e extraordinary or unforeseen circumstances; or
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e it can be clearly demonstrated that it is in the public interest that such services should
be contracted out; or

e where Council’'s own permanent workforce and plant has been utilised and optimised
in the first instance wherever practicable.

Council recognises the importance of consulting with employees and their unions and will
comply with its consultation obligations as required under clause 10 of this Agreement, the
relevant Awards and the Industrial Relations Act 2016.

Dispute Resolution

The parties will adopt and follow the dispute resolution process contained in the 2017 Awards
as set out in Schedule B to this Agreement.

Remuneration

Payment of wages/salary shall be made fortnightly and wages/salary shall be paid by way of
electronic funds transfer (EFT) to a financial institution with EFT facilities nominated by the
employee.

Employees are required to fill in a timesheet on a daily basis. If a timesheet is not received in
the allotted time as directed by Council, then the employee will be paid their relevant rate as
per this Agreement. Any additional allowances or overtime will be paid in the next pay period.

Employees engaged under this Agreement will be paid the wage/salary levels prescribed in
Schedule C of this Agreement from the date of operation of this Agreement.

Wages/salary rates during the term of this Agreement shall be increased as set out below:

2017/2018 financial year — 3.5% (Backdated to 1 July, 2017)

effective 1 July, 2018 — 2.25%

effective 1 July, 2019 — 2.25% or CPI* (March 2019) whichever is greater
effective 1 July, 2020 — 2.25% or CPI* (March 2020) whichever is greater

(*) Australian Bureau of Statistics Consumer Price Index Australia, All Groups
Probationary Period

All new employees will be subject to a three month probationary period. Where an employee is
absent on leave during the probationary period Council may extend the probationary period by
the period of that absence.

During the probationary period either party may terminate the employment by giving one
weeks’ notice or payment in lieu. In the event an employee fails to provide the requisite notice
Council may deduct up to one week’s pay from any monies owing to the employee.

Recruitment

Council will advise all employees of all advertised positions it seeks to fill by placing details on
Council notice boards and emailing details of these positions to the ‘All Staff’ email address
and, for employees who do not have a Council email address, to the email address provided
for delivery of electronic payslips, to encourage internal applicants.

Basis of Employment

An employee may be employed by Council on a full-time, part-time, casual, temporary or
maximum term basis as provided for in the relevant Award.

At the time of engagement of a part-time employee, Council and the part-time employee will
agree in writing on the number of ordinary hours to be worked per week and the usual days
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and times to be worked. However, this can be modified at any time by mutual agreement in
writing between Council and the relevant part-time employee to suit the operational
requirements of Council or at the request of the employee, with such agreement not to be
unreasonably withheld.

A part-time employee may, subject to agreement and reasonable notice, be requested to work
additional hours, up to the daily/fortnightly ordinary hours of a full-time employee, in which
case the additional hours worked will be paid as ordinary time. All work performed by a part-
time employee that is outside the ordinary hours of a full-time employee shall be paid at the
applicable overtime rate or accumulated as Time Off in Lieu (TOIL).

A part-time employee shall be engaged for a minimum of three hours per week.

A casual employee shall be engaged for a minimum of three hours per engagement.
Hours of Work

Employees will work the hours of work prescribed in the 2017 Awards except as otherwise
provided for under this Agreement or under a Local Area Work Agreement (LAWA), Major
Projects Agreement (MPA) or Individual Flexibility Agreement (IFA).

Employees under the 2017 Award Stream A

Employees under the 2017 Award Stream A will work seventy two and a half hours per
fortnight.

Employees under the 2017 Award Stream B & C
Employees under the 2017 Award Stream B and the 2017 Award Stream C will work seventy
six hours per fortnight.

All full-time employees shall work a nine-day fortnight and receive a Rostered Day Off (RDO)
unless specified in clause 17.5.

In circumstances where a position becomes vacant or a new position is created and Council
identifies, on a reasonable objective basis, that there is a need for that position to work a
different work pattern, following consultation with the relevant employee organisation in
accordance with clause 10 of this Agreement, the position may be required to work an
alternative work pattern other than specified in clause 17.4.

Where possible an employee will be given thirty days’ notice of a change in the regular
rostered day off. An employee and their Supervisor may negotiate for RDO'’s to be taken on a
day other than Monday or Friday with such agreements to be in writing.

Unless otherwise agreed, an employee’s workplace location will be as specified in their letter
of offer or an alternative location by written notice.
Days on which Ordinary Hours can be Worked

The days on which ordinary hours can be worked for employees, other than those specified in
clauses 18.2 or 18.3, is Monday to Friday.

The days on which ordinary hours can be worked for employees employed in Community
Development (including Theatre and Memorial Hall), Compliance and Transfer Stations is
Monday to Sunday.

Should Council obtain an additional function/area of responsibility and it identifies, on a
reasonable objective basis, that an ordinary roster on a Saturday or Sunday is required,
following consultation with the relevant employee organisation in accordance with clause 10 of
this Agreement, the days on which ordinary hours can be worked will be Monday to Sunday.

Ordinary hours worked on a Saturday shall be paid at 1.5 times the applicable ordinary rate of
pay. Ordinary hours worked on a Sunday shall be paid at 2 times the applicable ordinary rate
of pay.
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Span of Ordinary Hours

The span of ordinary hours for all employees, other than those specified in clauses 19.2 to
19.5 shall be 6am to 6pm.

For employees engaged in the Community Development section (including Theatre and
Memorial Hall) the span of ordinary hours of work will be between 6am and 12am, Monday to
Sunday.

For employees engaged in work regarding compliance, the span of ordinary hours of work will
be between 6am and 7pm, Monday to Sunday.

For employees engaged in the positions of Street Sweeper and Public Conveniences /
Amenities, the span of ordinary hours of work shall be between 4am and 4pm and they shall
be paid the applicable penalty rate between 4am and 6am.

Should Council obtain an additional function/area of responsibility and it identifies, on a
reasonable objective basis, that a varied work pattern other than as specified in clause 19.1 is
required, following consultation with the relevant employee organisation in accordance with
clause 10 of this Agreement, the span of ordinary hours of work may be between 6am and
12am, Monday to Sunday.

Rates of Pay (Trainees and Apprentices)

Trainees and Apprentices shall be paid the applicable rates of pay as identified in Schedule C
to this Agreement.

In addition to these rates, Trainees and Apprentices will be paid the wage increases as
identified in this Agreement.

Award increases will no longer apply to Trainees and Apprentices unless those increases
allow for a greater rate of pay than this Agreement.

Overtime

Where overtime is payable it will be paid in accordance with the provisions of the applicable
Award except as provided in this Agreement.

2017 Award Stream A

(a) Monday to Friday — one and a half times the applicable ordinary rate

(b) Saturday and Sunday — double time the applicable ordinary rate, with a minimum payment
of 3 hours at the applicable overtime rate.

(c) If an employee is not being paid an on-call allowance and is recalled to return to work
overtime on one of their ordinary working days, the employee shall be entitled to a
minimum payment of 3 hours at the applicable overtime rate.

2017 Award Streams B and C

(a) Monday to Friday — one and a half times the applicable ordinary rate for the first three
hours worked, double time the applicable ordinary rate thereafter where work is to
continue beyond 3 hours.

(b) Saturday and RDO’s — one and a half times the applicable ordinary rate for the first three
hours worked, double time the applicable ordinary rate thereafter where work is to
continue beyond 3 hours, with a minimum payment of 3 hours at the applicable overtime
rate.
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(c) Sunday — double time the applicable ordinary rate, with a minimum payment of 3 hours at
the applicable overtime rate.

(d) If an employee is not being paid an on-call allowance and is recalled to return to work
overtime on one of their ordinary working days, the employee shall be entitled to a
minimum payment of 4 hours at the applicable overtime rate.

Where practicable and applicable, if Council requires additional work to be performed it will
make reasonable efforts to offer overtime work to Council employees before engaging external
contractors to perform the work.

Meal Breaks during Overtime

An employee required to continue work after the normal ceasing time on any day shall be
entitled to a 30 minute paid meal break after 2 hours' overtime where work is to continue
beyond 2 hours.

After each further period of 4 hours' overtime on the same day, the employee shall be allowed
45 minutes for a paid meal break where work is to continue beyond that 4 hour period.

In all other circumstances an employee shall be entitled to a paid meal break of 30 minutes
after 5 hours of overtime where the employee is required to work beyond the fifth hour.

A further paid meal break of 45 minutes shall be provided after each additional period of 4
hours where the employee is required to work beyond that 4 hour period.

At each paid break mentioned in clauses 22.1 and 22.2 the employee concerned, shall be paid
a meal allowance.

Wet Weather / Working in the Rain

All time lost through wet weather will be paid for provided that the employee reports for work
and is ready and willing to perform any work or undertake any training required by Council.

All employees must wear appropriate Personal Protective Equipment (PPE) including wet
weather gear. Employees should not work in the rain unless authorised by their Supervisor.
Where an employee is so authorised to perform work in the rain and by so doing gets clothing
wet the employee shall be paid double time for all work so performed. Such payment shall
continue until the employee finishes work or until the clothing dries or is able to be changed
whichever is earlier. Employees are required to change into dry clothing as soon as
practicable. Where the employee has not been authorised to perform work in the rain, no
payment shall be made.

Higher Duties — Employees engaged under the 2017 Award Stream A

Any higher duties must be approved by the relevant Manager.

When an employee is engaged wholly or mainly on duties other than those of the employee’s
usual grade or classification for four or more days at a time, the employee shall be paid the
first increment level of the employee being relieved.

Where an employee is not engaged wholly or mainly in duties of a higher level but is engaged
in some duties of a higher level other than those of the employee’s usual grade or
classification for 4 or more days at a time, the employee’s additional tasks shall be recognised
by payment at a higher level than their normal level of pay for the time so worked.

Higher Duties — Employees engaged under the 2017 Award Streams B and C

Any higher duties must be approved by the relevant Supervisor/Manager.
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An employee who is required to perform duties at a higher level than their usual
classification/wage level shall be paid as follows:

(a) if required to work more than 4 hours on any day — at the rate applicable to such higher
level for the whole of that day;

(b) if required to work for more than 1 hour, but less than 4 hours on any day — at the rate
applicable to such level for 4 hours.

Ten Hour Break Rule

Should an employee receive more than two call-outs of less than two hours duration between
the hours of 10.00pm and 5.00am or a call-out of more than two hours duration between the
hours of 9.00pm and 2.00am, then the 10 hour break rule shall apply.

Supervisors shall have the discretion of allowing employees an additional rest period in
circumstances where the 10 hour break rule does not apply.

Employees must have permission from their Supervisor to present to work within the 10 hour
break period. Employees, who present for work within the 10 hour break rule without their
Supervisor’s permission, must advise their Supervisor that they are in breach of the 10 hour
break rule. The Supervisor shall then determine if the employee should be sent home until the
10 hour break period has been met. If the employee is sent home, payment of overtime for
the 10 hour rule break shall not apply.

On Call

An employee who is on-call and being paid the on-call allowance shall be entitled to a
minimum payment equivalent to three ordinary hours for the first call out. The minimum
payment shall only apply to the first call out. Any subsequent call outs will be paid for at the
time worked.

If an employee does not leave home to attend to the situation e.g. handled by phone or on the
laptop, they will be paid a minimum of thirty minutes at ordinary time.

An employee directed to remain on call must be able to be contacted and be able to respond
within a reasonable timeframe.
For employees employed under the 2017 Awards, Steam B and C, the following shall apply:

(a) An employee who is directed to remain on call between Monday to Saturday, inclusive,
during any day or night outside their ordinary working hours shall be paid in accordance
with the allowance set out in the 2017 Award Stream B which is currently $17.00 for each
day and/or night during which the employee remains on call.

(b) An employee who is directed to remain on call on any Sunday or public holiday shall be
paid for such Sunday or public holiday a sum equal to their pay for an ordinary working
day of 8 hours subject to the following conditions:

(i) if the employee, whilst on call, is required to perform any work the employee shall be
paid for the time so worked at the relevant overtime rate and the on call payment shall
be reduced by an amount bearing the same proportion to such sum as the time
worked at overtime rates bears to the period of 8 hours (e.qg. if 2 hours overtime is
worked, the on call payment shall be reduced by the equivalent of 2 hours' pay
calculated at the employee's ordinary time rate); and

(i) if the time worked by the employee at overtime rates is 8 hours or more, then the
employee shall be entitled to receive payment for the time worked beyond 8 hours at
the applicable overtime rate without any further reduction in the on call payment.

Time Off in Lieu (TOIL)
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An employee may request for TOIL to be accumulated instead of being paid overtime and for
the hours to be taken at a time mutually agreed.

TOIL will accrue at the rate of one hour for each hour worked.

Any TOIL accumulated by employees, including Level 6 and above Stream A Award
employees, in excess of twenty four hours will be paid out at the overtime rate of time and a
half. Upon written request from an employee, Supervisors may authorise the accumulation of
TOIL in excess of twenty four hours.

On a case by case basis, Supervisors may authorise part-time employees to accumulate
minimal amounts of TOIL prior to the employee exceeding the daily/fortnightly ordinary hours
worked by a full-time employee.

Employees are to reduce accumulated TOIL hours to 1 day prior to taking annual or long
service leave.

Rostered Days Off (RDO)

When requested by Council to overcome a specific or exceptional circumstance, employees
can be requested and only by agreement work on a RDO.

(a) For employees under the 2017 Award Stream A such time worked will be accumulated as
“Banked RDO hours”.

(b) For employees under the 2017 Award Stream B and 2017 Award Stream C shall be paid
for working their RDO at the applicable overtime rates or may elect to accumulate the
hours as “Banked RDO hours”.

Banked RDQ'’s are to be taken by the employee, up to the maximum accrued, at a mutually
agreed time between Council and the employee.

Any Banked RDO hours accrued by an employee in excess of 40 hours will be paid at the
overtime rate of time and a half.

Employees are to reduce Banked RDO hours to 2 days prior to taking annual or long service
leave.

Allowances

Uniform Laundering Allowance

If Uniform Laundering Allowance is payable to an employee under the 2017 Awards Stream A,
B or C, the employee will be responsible for laundering the uniform and will be paid a
laundering allowance of $1.85 per week. Casual and part-time employees will be paid one
fifth per day worked of the prescribed uniform laundering allowance.

Uniform Allowance

Council will provide front desk officers with a Uniform Allowance of $150 per year, with an
upfront allowance of $500 and managed in accordance with the Corporate Dress/Presentation
Operational Standard as amended/varied from time to time.

Locality Allowance

Where Locality Allowance is payable to an employee it shall be payable at the rate applicable
to the location of Ayr, which is currently $64.30 per fortnight (based on full entitlement).

Live Sewer Allowance

10
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The Live Sewer Work Allowance contained in 2017 Award Stream B shall apply to all
employees provided that such work that is carried out is in accordance with the provisions of
2017 Award Stream B - Live Sewer Work Allowance.

Other Allowances

Other than the allowances listed in clause 30.6, Council will pay allowances in accordance
with the 2017 Award Stream A, 2017 Award Stream B and 2017 Award Stream C.

Where the allowance listed in the table below is currently being paid at a greater rate than the
Award rate, those allowances will increase in accordance with the percentage wage increase
specified in clause 13.4 of this Agreement which shall be in lieu of any increase payable under
the Award. However, should the Award rate exceed the Agreement rate Council shall
increase the rate of the allowance to the Award rate.

Allowance Description

Meal Allowance — Stream A

Meal Allowance — Stream B & C

On-Call Allowance — Stream A

Tandem Trailer Allowance

Tool Allowance — Mechanics

Tool Allowance — Plumbers

Apprentice Tool Allowance

After 12 months of service an apprentice as defined under the Order — Apprentices’ and
Trainees; Wages and Conditions (excluding certain Queensland Government Entities) 2003 as
amended/varied from time to time, shall be entitled to a tool allowance to the value of the
allowance stated in the order (ex GST) per year of service. For Apprentice Diesel Fitters the
amount shall be $1,800 over 4 years.

After 12 months of service the Council, in consultation with the apprentice, will purchase in
advance the tools and tool box on the apprentice’s behalf. The total tool allowance may be
used at this time. The costs associated with this purchase are to be deducted from the
apprentice’s tool allowance entitlement.

Should the cost of tools and tool box exceed the value of the allowance, the apprentice shall,
at the time of purchase, reimburse Council the amount exceeding the value of the allowance.

Should an apprentice resign or have his/her apprenticeship cancelled by Council, the
apprentice shall reimburse Council for any monies outstanding to the maximum value of the
allowance, less any tool allowance paid.

This allowance is in addition to any Government allowance provided for the purchase of tools.
Major Projects Agreements (MPA)

Major projects are important and significant planned pieces of work or activities carried out
over a period of particular time to achieve a particular purpose but would not include day to
day projects and would normally include a requirement for a change in work patterns.

For major projects the ordinary hours of work and span of hours shall be by mutual written
agreement between Council and the employee/s taking into account the needs of the project

and to give flexibility for the workforce. The parties agree to consider the following but not
limited to:

11
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e spreading ordinary hours over seven days;
e ordinary hours at any time over the day.

The following process will be followed:

e council will confer with relevant employees to identify those employees who are prepared
to consider changing their ordinary hours of work and span of hours;

o directly affected employees, relevant employee organisations and Council will consult, in
accordance with clause 10 of this Agreement, and agree on arrangements to be
implemented;

e the arrangements need to meet the operational requirements of Council,

e agreement needs to be obtained from more than seventy five percent of affected
employees;

e Dboth parties agree to genuinely consider any reasonable agreement proposed.

Where established, MPA'’s will be read in conjunction with the relevant awards and this
Agreement.

The terms of an MPA must be in writing setting out the terms, including a predetermined term
of the agreement and provision for termination of the agreement and signed by Council and
the relevant employees.

Individual Flexibility Agreements (IFA)

To meet the needs of Council and an individual employee, Council and the employee may
enter into an IFA to vary the terms of this Agreement.

The following process will be followed:

o the employee, the relevant employee organisation and Council will consult,
in accordance with clause 10 of this Agreement, and agree on arrangements to be
implemented;

¢ the arrangements need to meet the operational requirements of Council; and
both parties agree to genuinely consider any reasonable agreement proposed.

The terms of an IFA must be in writing setting out the terms, including a predetermined term of
the agreement and provision for termination of the agreement, and signed by Council and the
employee and must not, on balance, result in an overall reduction in the entitlements or
protections the employee has under this Agreement and are only about matters required or
permitted to be in this Agreement.

Local Area Work Agreements (LAWA)

The parties recognise the value and benefit in providing for a process that enables Council,
workgroups or individuals to develop and implement flexible working arrangements suited to
the needs of the workgroup and requisite work to be performed.

Where Council and relevant workgroups and individuals agree there is a need for flexible work
agreements the following process will be followed:

e directly affected employees, relevant employee organisations and Council will consult, in
accordance with clause 10 of this Agreement, and agree on arrangements to be
implemented;

¢ the arrangements need to meet the operational requirements of Council;
agreement needs to be obtained from more than seventy five percent of affected
employees;

¢ both parties agree to genuinely consider any reasonable agreement proposed.

Where established:-

12
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o LAWA's will be read in conjunction with the relevant Awards and this Agreement;

e  Council will consider, on a reasonable objective basis, any special circumstances which
would genuinely prevent an employee, who did not vote in favour of the LAWA, from
working in accordance with the LAWA.

The terms of an LAWA must be in writing setting out the terms, including a predetermined term
of the agreement and provision for termination of the agreement and signed by Council and
the relevant employees.

Annual Leave

Full-time employees will be entitled to accrue twenty five days annual leave within a 12 month
period.

Council will pay annual leave loading at 17.5% or as prescribed by applicable legislation.

Part-time employees will be entitled to accrue the proportionate equivalent, based on hours
worked, of twenty five days annual leave within a 12 month period.

Annual leave debits will be equivalent to the ordinary hours employees would have worked
had they not been on paid leave. Such leave will therefore be paid and debited on the basis of
hours actually taken.

Employees may request to cash out their annual leave in accordance with the provisions of the
Industrial Relations Act 2016 as amended/varied from time to time but must maintain a
balance of four weeks.

An employee may only request to cash out annual leave instead of taking the leave on one
occasion per calendar year.

Council encourages all employees to take their full complement of annual leave during each
year of employment. Council shall consider annual leave accruals to be excessive in
accordance with the following scale. Employees who exceed the excessive limits will be
required to submit an appropriate leave plan to reduce their accrual balance to below the limits
within an appropriate timeframe:

) effective 1.7.18 - 10 weeks
. effective 1.7.19 - 10 weeks
. effective 1.7.20 - 9 weeks

Long Service Leave
Full-time employees will accrue long service leave at the rate of 1.3 weeks per year of service.

Part-time and casual employees will be entitled to the proportionate equivalent of clause 36.1
based on their hours of work.

An employee may take their long service leave after seven years continuous service in
accordance with their entitlement at that time.

In the case of an employee who has completed an initial period of seven years continuous
service and who terminates that service, or who dies, or whose employment is terminated for
any reason other than misconduct, then the appropriate accrual will be paid out.

An employee may be paid for all or part of their entitlement to long service leave instead of
taking the leave on entering into a written agreement with Council to do so, with such payment
to be made in the next fortnightly pay of the employee.

An employee may only request payment of all or part of their entitlement to long service leave
instead of taking the leave on one occasion per calendar year.
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Council shall consider long service leave accruals to be excessive in accordance with the
following scale. Employees who exceed the excessive limits will be required to submit an
appropriate leave plan to reduce their accrual balance to below the limits within an appropriate
timeframe:

. effective 1.7.18 - 26 weeks
. effective 1.7.19 - 24 weeks
. effective 1.7.20 - 22 weeks

Personal/Carer’'s Leave

Personal leave for full-time employees, other than casuals, shall accrue fortnightly from the
commencement date of the employee at 15 days per annum, or the proportionate equivalent
for part-time employees based on hours of work. No lump sum accrual shall occur at the
beginning of each anniversary date of the employee.

An employee may take up to 10 days of sick leave each year on full pay (carer’s leave) to care
for or support —

@ a person who is a member of the employee’s immediate family or household —
0] when the person is ill; or
(ii) because an unexpected emergency arises in relation to the person; or
(b) a person who has experienced domestic violence.
An employee may be required to provide evidence of the illness to Council’s satisfaction.
When the absence is for more than two days the employee is required to provide a medical

certificate or other reasonably acceptable evidence to Council’s satisfaction about the nature
or expected duration of the condition.

In cases where an employee's record of attendance at work deteriorates to a point where it
can reasonably be deemed by Council to be unsatisfactory, the employee will be required to
produce satisfactory evidence, which may include a doctor's certificate before payment of any
sick leave is made.

Where the arrangement of ordinary working hours provides for an employee to be off on one
or more days in a work cycle, sick leave shall not be payable where the employee is sick on
such day or days off.

An employee's accumulated personal leave entitlements are preserved when:

(a) the employee is absent from work on unpaid leave granted by Council;

(b) Council or the employee terminates the employee's employment and the employee is
re-employed within three months; or

(©) the employee's employment is terminated because of illness or injury and the
employee is re-employed by Council without having been employed in the interim.

Bereavement Leave

An employee, other than a casual, is entitled to up to three days bereavement leave on the
death within Australia of a member of the employee’s immediate family or household.

Bereavement leave will be paid as ordinary hours and will not be deducted from any other
leave entitlements.
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Council may at its discretion grant in excess of three days giving consideration on case by
case basis.

For the purposes of bereavement leave an employee’s immediate family shall mean:

(a) the employee’s spouse, child, parent, grandparent, grandchild or sibling;

(b) a child, parent, grandparent, grandchild or sibling of the employee’s spouse (‘spouse’
includes a former spouse, a defacto spouse or a former defacto spouse).

Leave without Pay
Requests for leave without pay shall be considered on a case by case basis.
Parental, Paternity, Maternity and Adoption Leave

Employees are entitled to maternity, paternity and adoption leave and to request to work part-
time in connection with the birth or adoption of a child in accordance with the provisions of the
Industrial Relations Act 2016.

After twelve months continuous service with Council, on the birth or adoption of a child, an
employee is entitled to paid leave as prescribed below. In the event that both parents are
Council employees this leave is only available to one parent at a time, in a single unbroken
period, except that both parents may simultaneously take maternity and paternity leave for an
unbroken period of up to five ordinary working days at the time of the birth of a child, exclusive
of Rostered Days Off (RDO’s) and public holidays.

Parental Leave

Unless agreed otherwise between Council and the employee, an employee may apply to
Council to change the period of parental leave on one occasion. Any proposed change is to
be notified to Council by an employee at least four weeks prior to the commencement of the
changed arrangements.

An employee may in lieu of, or in conjunction with, parental leave, access any annual leave or
long service leave entitlements which they have accrued subject to the total amount of leave
not exceeding fifty two weeks.

In the event of the death of the child an employee is entitled to two weeks paid parental leave.

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

Paternity Leave

An employee whose partner has given birth to a child will be entitled to up to five ordinary
working days paid paternity leave from the time of the birth, exclusive of RDO’s and Public
Holidays.

An employee will provide to Council at least six weeks prior to each proposed period of
paternity leave:

e a certificate from a registered medical practitioner which names their partner, states
that she is pregnant and the expected date of confinement; and

e written notification of the dates on which they propose to start and finish the period of
paternity leave.

The paternity leave will be paid in one continuous block period.
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In the event that an employee’s partner dies during child birth and the employee becomes the
sole caregiver of the child the employee will be entitled to maternity leave in accordance with
clauses 40.13 to 40.20.

Maternity Leave

An employee who gives birth to a child is entitled to paid maternity leave dependent on the
number of year’s paid service the employee has with Council as follows and may be taken at
half pay:

. after a period of 52 weeks but less than 104 weeks four weeks
. 104 weeks to 208 weeks eight weeks
o more than 208 weeks twelve weeks

Payment will commence upon the birth of the child and no lump sum payments shall be made.

An employee must provide written notice to Council in advance of the expected date of
commencement of maternity leave. The notice requirements are:

e at least ten weeks prior to the expected date of confinement, notice of intention to take
maternity leave must be provided. This must be accompanied by a certificate from a
registered medical practitioner stating that the employee is pregnant and identify the
expected date of confinement;

e at least four weeks prior to commencing leave, a leave form must be submitted identifying
the period of leave to be taken.

An employee will not be in breach of the above notice requirements if failure to give the
stipulated notice is occasioned by confinement occurring earlier than the presumed date.

An employee must provide a statutory declaration stating any period of paternity leave sought,
or taken, by the employee’s partner.

For the period of maternity leave the employee will not engage in any conduct inconsistent
with her conditions of employment, or undertake any other form of paid employment without
written consent of Council.

Unless agreed otherwise between Council and the employee, an employee may commence
maternity leave at any time within six weeks immediately prior to the expected date of birth.

Where an employee continues to work within the six week period immediately prior to the
expected date of birth, or where the employee elects to return to work within six weeks after
the birth of the child, Council may require the employee to provide a medical certificate stating
that she is fit to perform normal duties. If normal duties cannot be offered, Council will explore
other opportunities for the employee to undertake until the employee can return to their normal
substantive role.

Adoption Leave

An employee is entitled to paid adoption leave as set out below subject to supporting evidence
being provided at least six weeks prior to the date of adoption.

A primary caregiver is entitled to two weeks paid adoption leave provided a statutory
declaration identifying the employee as the primary caregiver is supplied.

An adopting parent, other than the primary caregiver, is entitled to one weeks paid leave.

Public Holidays
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Employees acknowledge that the Council operates its business on public holidays and
accordingly an employee may be requested and only by agreement be asked to work on a
public holiday.

If a public holiday falls on a weekend, and a statutory public holiday is taken on the next
business day, the public holiday rates will apply to that day. If an employee works that
weekend, penalty rates for working on the weekend will only apply.

If a full-time employee’s RDO falls on a public holiday then the normal pay rate will be paid,
and the RDO may be taken on the day prior (if holiday falls on a Friday) or the day after (if
holiday falls on a Monday).

A part-time employee whose usual day of work falls on a public holiday will be entitled to be
absent for the day without loss of pay.

All work performed on a public holiday shall be paid at the rate of double time and a half the
applicable ordinary rate with a minimum of four hours. For ordinary hours worked on a public
holiday this payment shall be recognised as ordinary time, plus time and a half.

Redundancy

Council shall endeavour to find suitable alternative employment within Council for all
employees, whose position has been determined redundant. For this purpose, employees
shall be individually interviewed to determine what options may exist for their retraining by
Council.

In the event of a redundancy Council will comply with its obligations under the Industrial
Relations Act 2016 and the relevant Award.

Where following the consultation process contained in Clause 10 of this Agreement, Council
has decided that redundancies are still required, Council shall:

a) initially seek expressions of interest from employees of the relevant classification in the
affected area, in accepting a voluntary redundancy; and

b) consider expressions of interest, based on the business needs of Council, and determine if
the voluntary redundancy can be offered to those employees expressing interest.

Should there be insufficient expressions of interest and/or Council determines that voluntary
redundancy cannot be offered to those employees who expressed an interest, Council will
then consider whether involuntary redundancies need to be implemented.

Where an employee is transferred to lower paid duties for reasons set out in clause 42.1 the
employee shall be entitled to the same period of notice of transfer in accordance with the
period of notice of termination, as set out in the Industrial Relations Act 2016.

Council will maintain the salary of the employee for a period of twelve (12) months from the
date the employee is transferred to the new position. The amounts must be worked out on the
basis of:

(a) the ordinary working hours to be worked by the employee; and

(b) the amounts payable to the employee for the hours including for example, allowances,
loadings and penalties.

In the event of an employee being made redundant the provisions of the relevant Award and
the Industrial Relations Act 2016 will apply, except that Council will pay redundancy pay as
follows:
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Period of Continuous Service Severance Pay (weeks’ pay)

Less than 1 year 2
1 year but not more than 2 years 4
More than 2 years but not more than 3 years 6
More than 3 years but not more than 4 years 8
More than 4 years but not more than 5 years 10
More than 5 years but not more than 6 years 12
More than 6 years but not more than 7 years 14
More than 7 years but not more than 8 years 16
More than 8 years but not more than 9 years 18
More than 9 years but not more than 10 years 20
More than 10 years but not more than 11 years 22
More than 11 years but not more than 12 years 24
More than 12 years 26

'Weeks' Pay' means the ordinary time rate of pay for the employee concerned.

Notice of Termination by an Employee

When terminating employment an employee shall provide to Council a minimum of one weeks’
notice.

Annual Closedown

Council may elect to close down its operations over the Christmas / New Year period each
year.

Employees will be notified of Council’s intention to close down operations and the prescribed
closedown period a minimum of 90 days prior to the close down.

Employees will take accrued leave during any prescribed closedown period.

In consultation with relevant employees, Council shall select a skeleton crew during this period
to meet operational needs. Where possible, Council will:

@) select employees who wish to work over the Christmas/New Year period subject to
those employees having the relevant qualifications, training and experience to perform
the duties required; and

(b) avoid rostering an individual employee to work Christmas Day or New Year’s Day for
two consecutive years.

Abandonment of Employment

An employee who has been absent for seven or more working days without Council’s consent
and does not establish to the satisfaction of Council a reasonable cause for the absence shall
be deemed to have abandoned their employment.

Before an employee’s employment is terminated for abandonment, Council shall make a
reasonable effort to contact the employee.

Termination of employment for abandonment shall be effective from the date of the
employee’s last attendance at work or the employee’s last day’s absence with Council’s
consent.

Multi-Skilling
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Multi-skilling of employees will occur as much as practicable given operational needs within
the workforce with appropriate supervision, training, workplace health and safety assessments
and guidance.

Training and Skill Development

Council is committed to enhancing the skills of its workforce through the provision of training,
both internally and externally, to enable them to perform a range of functions and improve their
career opportunities.

Council will provide employees with the requisite training and skill development to meet its
obligations under the Work Health and Safety Act 2011.

Every employee will have the right to identify their training objectives to their Supervisor.
Training and development will occur in accordance with Council’'s Training and Development
Operational Standard as updated from time to time.

Council may offer assistance to employees who undertake approved courses of study relevant
to their role at Council.

Council may also offer assistance for courses that are not directly relevant to their role but
which, however, may be a benefit to Council and the employee. In these circumstances,
should the relevant employee leave Council within 2 years of completing the course the
employee shall reimburse Council for all associated costs on a pro rata basis as per the
following scale:

¢ |eave within 6 months of completion — 100% reimbursed
e leave within 6 — 12 months — 75% reimbursed

e leave within 12 — 18 months — 50% reimbursed

e leave within 18 — 24 months — 25% reimbursed

Council shall reimburse 50% of the annual QBCC Occupational or Provisional Plumber and
Drainer Licence fees in accordance with Council’s Training and Development Operational
Standard.

The Chief Executive Officer or their delegate has the authority to determine when and what
assistance should be provided.

In the event of an officer failing a subject or subjects and repeating such subject or subjects,
no study leave or financial assistance will be provided.

Salary Progression from level one to two — 2017 Award Stream A

Employees engaged in a level one position will progress to level two as their competency and
skills are increased and utilised exceeding that of a level one position.

Skin Checks

Council will meet the cost of skin checks for at risk employees identified by Council, every two
years. Additional or recall visits within the two year timeframe shall be at the employee's cost.

Work Related Immunisations

Council will meet the reasonable cost of all work related immunisations required. At risk
employees will be identified by Council in accordance with The Australian Immunisation
Handbook or through the workplace risk assessment process. Any additional immunisations
will be at the approval of the relevant Manager following discussions with the employee.

Union Encouragement
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Council recognises the important role of Unions in the workplace and will adhere to the
provisions of the 2017 Award Stream A, 2017 Award Stream B and 2017 Award Stream C and
the Industrial Relations Act 2016 regarding unions in the workplace.

Council will provide details of the available unions to all new employees in its online induction
process.

Domestic and Family Violence

Council recognises the impact of domestic and family violence on affected persons and
acknowledges its obligations under the Industrial Relations Act 2016 which currently provides
that an employee, other than a casual employee, is entitled to 10 days of Domestic and Family
Violence leave on full pay in a year if the employee has experienced domestic violence and
needs to take domestic and family violence leave as a result of the domestic violence.

Domestic and Family Violence matters will be managed in accordance with the Industrial
Relations Act, 2016 and Council’s Domestic and Family Violence Operational Standard.

Natural Disaster Leave

(a) Where employees are unable to safely perform their duties and are required to leave the
workplace and return home, there shall be no loss of pay for the ordinary time not worked
for the remainder of that day.

(b) Where an employee is, on a reasonable objective basis, unable to safely present to their
workplace, or an alternative workplace / work location, there shall be no loss of pay for up
to 1 day.

(c) Where an employee is, on a reasonable objective basis, unable to safely present to their
workplace, or an alternative workplace / work location for more than 1 day, each situation
will be assessed on a case-by case basis and determined by Council.

Jury Duty or Withess Leave

If an employee is required to carry out jury service or receives a subpoena by a court as a

witness, the employee will be entitled to claim their normal wage, provided that any payment
for such service is surrendered to Council.
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Schedule A — Consultation

1.

Consultation - Introduction of changes — Council's duty to notify

(@)

(b)

(©)

Where the Council decides to introduce changes in production, program, organisation,
structure or technology that are likely to have significant effects on employees, the Council
shall notify the employees who may be affected by the proposed changes and, where
relevant, their union/s.

'Significant effects' includes termination of employment; major changes in the
composition, operation or size of the Council's workforce or in the skills required; the
elimination or diminution of job opportunities or job tenure; the alteration of hours of work;
the need for retraining or transfer of employees to other work or locations and the
restructuring of jobs.

Where the relevant 2017 Award makes provision for alteration of any of the matters
referred to in clauses 1 (a) and 1 (b) an alteration shall be deemed not to have significant
effect.

Council's duty to consult over change

(@)

(b)

(c)

(d)

The Council shall consult the employees affected and, where relevant, their union/s about
the introduction of the changes, the effects the changes are likely to have on employees
(including the number and categories of employees likely to be dismissed, and the time
when, or the period over which, the employer intends to carry out the dismissals) and
ways to avoid or minimise the effects of the changes (e.g. by finding alternate
employment).

The consultation must occur as soon as practicable after making the decision referred to
in clause 1.

For the purpose of such consultation the Council shall provide in writing to the employees
concerned and, where relevant, their union/s, all relevant information about the changes
including the nature of the changes proposed, the expected effects of the changes on
employees, and any other matters likely to affect employees.

Notwithstanding the provision of clause 2 (c) the Council shall not be required to disclose

confidential information, the disclosure of which would be adverse to the Council's
interests.
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Schedule B — Dispute Resolution

1.

Prevention and settlement of disputes - Award matters

(@) The objectives of this procedure are the avoidance and resolution of any disputes over
matters covered by the 2017 Award (Stream A, B and C) by measures based on the
provision of information and explanation, consultation, co-operation and negotiation.

(b) Subject to legislation, while the dispute procedure is being followed normal work is to
continue except in the case of a genuine safety issue. The status quo existing before the
emergence of a dispute is to continue whilst the procedure is being followed. No party
shall be prejudiced as to the final settlement by the continuation of work.

(c) Inthe event of any disagreement between the parties as to the interpretation or
implementation of the 2017 Award (Stream A, B and C), the following procedures shall

apply:

(i) the matter is to be discussed by the employee's union representative and/or the
employee/s concerned (where appropriate) and the immediate Supervisor in the first
instance. The discussion should take place within 24 hours and the procedure should
not extend beyond 7 days;

(i) if the matter is not resolved as per clause (c)(i), it shall be referred by the union
representative and/or the employee/s to the appropriate management representative
who shall arrange a conference of the relevant parties to discuss the matter. This
process should not extend beyond 7 days;

(i) if the matter remains unresolved it may be referred to the Council’s CEO (or delegate)
for discussion and appropriate action. This process should not exceed 14 days;

(iv) if the matter is not resolved then it may be referred by either party to the Commission.
(d) Nothing contained in this procedure shall prevent unions or the Council from intervening
in respect of matters in dispute should such action be considered conducive to achieving

resolution.

Prevention and settlement of employee grievances and disputes - other than Award matters

(@) The objectives of the procedure are to promote the prompt resolution of grievances by
consultation, co-operation and discussion to reduce the level of disputation and to
promote efficiency, effectiveness and equity in the workplace.

(b) The following procedure applies to all industrial matters within the meaning of the
Industrial Relations Act, 2016:

Stage 1: In the first instance the employee shall inform such employee's immediate Supervisor
of the existence of the grievance and they shall attempt to resolve the grievance. It is
recognised that an employee may exercise the right to consult such employee's union
representative during the course of Stage 1.

Stage 2:  If the grievance remains unresolved, the employee shall refer the grievance to the next
in line management ("the Manager"). The Manager will consult with the relevant parties.
The employee may exercise the right to consult or be represented by such employee's
representative during the course of Stage 2.

Stage 3. If the grievance is still unresolved, the Manager will advise the Council's CEO (or
delegate) and the aggrieved employee may submit the matter in writing to the
Council's CEO (or delegate) if such employee wishes to pursue the matter

22



further. If desired by either party the matter may also be notified to the relevant
union.

(c) The Council shall ensure that:

(i) the aggrieved employee or such employee's union representative has the opportunity to
present all aspects of the grievance; and

(i) the grievance shall be investigated in a thorough, fair and impartial manner.

(d) The Council may appoint another person to investigate the grievance or dispute. The
Council may consult with the employee representative in appointing an investigator. The
appointed person shall be other than the employee's Supervisor or Manager.

(e) If the matter is notified to the union, the investigator shall also consult with the union during
the course of the investigation. The Council shall advise the employee initiating the
grievance, the employee's union representative and any other employee directly concerned
of the determinations made as a result of the investigation of the grievance.

(f)  The procedure is to be completed in accordance with the following time frames unless the
parties agree otherwise:

Stage 1: Discussions should take place between the employee and such employee's
Supervisor within 24 hours and the procedure shall not extend beyond 7 days.

Stage 2: Not to exceed 7 days.
Stage 3: Not to exceed 14 days.

(g) If the grievance or dispute is not settled the matter may be referred to the Commission by
the employee or the union.

(h)  Subject to legislation, while the grievance procedure is being followed normal work is to
continue except in the case of a genuine safety issue. The status quo existing before the
emergence of a grievance or dispute is to continue while the procedure is being followed.
No party shall be prejudiced as to the final settlement by the continuation of work.

(i)  Where the grievance involves allegations of sexual harassment an employee should
commence the procedure at Stage 3.

Schedule C — Pay Rates
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Queensland Local Government Industry (Stream A) Award - State 2017

Effective Effective
1July 2017 | 1July 2018

Classification (3.5%) (2.25%)

GRADE 1, 55% U17 27,913.55 28,541.60
GRADE 1, 60% 17/18 30,451.14 31,136.29
GRADE 1, 70% 18/19 35,526.33 36,325.67
GRADE 1, 80% 19/20 40,601.52 41,515.05
GRADE 1, 90% 20/21 45,676.71 46,704.44
GRADE 1, LEVEL A 50,751.90 51,893.82
GRADE 1, LEVEL B 51,682.41 52,845.26
GRADE 1, LEVEL C 52,982.64 54,174.75
GRADE 1, LEVEL D 54,383.23 55,606.85
GRADE 1, LEVELE 55,810.94 57,066.69
GRADE 1, LEVELF 57,285.31 58,574.23
GRADE 2, LEVEL A 58,832.44 60,156.17
GRADE 2, LEVEL B 60,440.88 61,800.80
GRADE 2, LEVEL C 62,060.40 63,456.76
GRADE 2, LEVEL D 63,688.04 65,121.02
GRADE 3, LEVEL A 65,318.38 66,788.04
GRADE 3, LEVEL B 66,948.73 68,455.08
GRADE 3, LEVEL C 68,573.26 70,116.16
GRADE 3, LEVELD 70,202.06 71,781.61
GRADE 4, LEVEL A 71,832.41 73,448.64
GRADE 4, LEVEL B 73,464.67 75,117.63
GRADE 4, LEVEL C 75,091.92 76,781.49
GRADE 4, LEVEL D 76,720.72 78,446.94
GRADE 5, LEVEL A 78,346.81 80,109.61
GRADE 5, LEVEL B 79,974.06 81,773.48
GRADE 5, LEVEL C 81,607.48 83,443.65
GRADE 6, LEVEL A 84,321.24 86,218.47
GRADE 6, LEVEL B 87,035.39 88,993.69
GRADE 6, LEVEL C 89,750.69 91,770.08
GRADE 7, LEVEL A 92,465.99 94,546.47
GRADE 7, LEVEL B 95,181.29 97,322.87
GRADE 7, LEVEL C 97,893.89 | 100,096.50
GRADE 8, LEVEL A 101,153.02 103,428.96
GRADE 8, LEVEL B 104,409.45 106,758.66
GRADE 8, LEVEL C 107,667.43 | 110,089.95
GRADE 8, LEVEL D 110,725.57 113,216.90
GRADE 8, LEVEL E 113,782.18 | 116,342.28
TRAINEE SKILL LEVEL A, 1YR OUT OF SCHOOL (18Yrs) 25,801.71 26,382.25
TRAINEE SKILL LEVEL A, 2YR OUT OF SCHOOL (19Yrs) 30,058.17 30,734.48
TRAINEE SKILL LEVEL A, 3YR OUT OF SCHOOL (20+Yrs) 34,419.39 35,193.83
TRAINEE SKILL LEVEL A, G10 PLUS 1YR (G11 16Yrs) 18,489.02 18,905.02
TRAINEE SKILL LEVEL A, G10 PLUS 2YR (G12 17Yrs) 22,223.72 22,723.75
TRAINEE SKILL LEVEL A, G10 PLUS 4YR 19YRS 30,058.17 30,734.48
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Queensland Local Government Industry (Stream B and C) Award - State 2017

Effective Effective
1 July 2017 1 July 2018

Classification (3.5%) (2.25%)
LEVEL1 50,012.74 51,138.03
LEVEL 2 50,275.95 51,407.16
LEVEL 3 51,191.35 52,343.16
LEVEL 4 52,145.21 53,318.48
LEVELS 53,097.71 54,292.41
LEVEL 6 54,999.28 56,236.76
LEVEL 7 56,918.72 58,199.39
LEVEL 8 58,905.83 60,231.21
C6 64,774.44 66,231.86
c7 58,905.71 60,231.09
C8 56,918.72 58,199.39
C10 53,097.71 54,292.41

o effective 1 July, 2019 — 2.25% or CPI* (March 2019) whichever is greater
o effective 1 July, 2020 — 2.25% or CPI* (March 2020) whichever is greater

SIGNATORIES TO CERTIFIED AGREEMENT

Organisation

Burdekin Shire Council

Name

Terry Brennan

Position Title

Chief Executive Officer

25



Signature

Date

09.05.18

Witness Name

Belinda Tinus

Witness Signature

Date

09.05.18

Organisation

Automotive, Metals, Engineering, Printing and Kindred Industries Industrial
Union of Employees, Queensland

Name Rohan Webb
Position Title State Secretary
Signature
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Date

14.05.18

Witness Name

Elizabeth Barlow

Witness Signature

Date

14.05.18

Organisation

Construction, Forestry, Mining & Energy, Industrial Union of Employees,
Queensland

Name

Position Title

Signature

Date

Witness Name
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Witness Signature

Date

Organisation

Plumbers & Gasfitters Employees' Union Queensland, Union of Employees

Name Gary O'Halloran
Position Title State Secretary
Signature

Date 28.05.18

Witness Name

Shari Charrington

Witness Signature
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Date

28.05.18

Organisation

Queensland Services, Industrial Union of Employees

Name Neil Henderson
Position Title Secretary
Signature

Date 11.05.18
Witness Name Gary Pollock
Witness Signature

Date 11.05.18

29




Organisation

The Australian Workers' Union of Employees, Queensland

Name Stephen Kenneth Baker
Position Title Acting Secretary
Signature

Date 18.05.18

Witness Name

Melinda Chisholm

Witness Signature

Date

18.05.18
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