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PART ONE — ADMINISTRATION AND OPERATIONAL PROVISIONS

1.1 Title

This Agreement shall be known as the Burke Shire Council Certified Agreement 2022.

1.2 Definitions

Stream A Award

Stream A Award means the Queensland Local Government Industry
(Stream A) Award - State 2017

Stream B Award

Stream B Award means the Queensland Local Government Industry
(Stream B) Award - State 2017

Stream C Award

Stream C Award means the Queensland Local Government Industry
(Stream C) Award - State 2017

Awards Awards means the Stream A Award, Stream B Award and Stream C Award
as applicable.

QES QES means the Queensland Employment Standards as set out in Part 3 of
Chapter 2 of the Industrial Relations Act, as amended or replaced from
time to time

QIRC Queensland Industrial Relations Commission

Immediate family

A spouse (including husband and/or wife, former spouse, a de facto
spouse and a former de facto spouse) of the employee. A de facto spouse
means a person of the opposite or same sex of the employee who lives
with the employee as his or her husband or wife on a bona fide domestic
basis. A child or adult child (including adopted, or step or an ex-nuptial
child). Parent or parent-in-law of the employee. Grandparent of the
employee or grandparent of the spouse of the employee. Grandchild of
the employee or grandchild of the spouse of the employee. Sibling of the
employee or sibling of the spouse of the employee.

The list of family members provided for in the definition of “Immediate
Family” is not exhaustive and Council recognises that this may not meet
that of all the cultural groups in Council’s workforce. Management may
also grant requests for leave in circumstances where the individual is a
person that occupied the same prominence in the employee’s life as a
family member identified in the ‘Immediate Family’

1.3 Date and Period of Operation
This agreement will operate from the date of certification by the Queensland Industrial Relations

Commission (QIRC), with a nominal expiry date three years after the date of certification.

This Agreement replaces all previous Certified Agreements and Administrative Arrangements.

1.4 Application

1.4.1 This Agreement applies to the Burke Shire Council (Council) and all its employees except

those specifically excluded in this Clause 1.4.2.

1.4.2 This Agreement shall not apply to the employment of a senior officer, as defined in Division

2 —Section 1 — Clause 4.2 of the Queensland Local Government Industry (Stream A) Award —

State 2017, employed pursuant to a written contract of employment, where:

a) The contract of employment states that the Agreement will not apply to the terms

and conditions applicable to the employee; and
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b)

The terms and conditions of the contract do not result, on balance, in a reduction in
the overall terms and conditions of employment that would have been applicable to
the employee under the Agreement.

1.5 Parties Bound
The Parties to this Agreement are the Burke Shire Council (Council), current and future employees of

the Council for whom a classification in this Agreement applies and each of the Unions listed below:

a)
b)

c)
d)

AWUEQ — The Australian Workers’ Union of Employees Queensland

CFMEU - The Construction, Forestry, Mining and Energy, Industrial Union of
Employees, Queensland

PGEU — Plumbers and Gasfitters Employees’ Union Queensland, Union of Employees
TSU - Queensland Services, Industrial Union of Employees

1.6 Acknowledgement of Country
The parties to this Agreement acknowledge the Traditional Owners on whose land we have met to

develop this

Agreement and pay respect to their elders, both past, present and emerging.

1.7 Renegotiation of Agreement

1.7.1. Any

Party to this Agreement may propose renegotiation of this Agreement within six months

prior to this Agreement’s nominal expiry date.

1.7.2. The Parties agree to negotiate collectively in respect of all their employees and negotiations

will be held between representatives from Management representing Council, Union

workplace representatives, and local Job Delegates/Officials of relevant Unions.

1.7.3. Inthe event that the new Agreement is not finalised within the period before the expiry

date, the existing Agreement will continue to operate.

1.8 Objectives
To improve productivity and efficiency at Burke Shire Council in order that Council produces works

and services

that meet the needs of Council ratepayers and the Burke Shire communities. Through

this agreement, the Council is also seeking to foster an environment in which it continually strives to

find better and more productive ways of working:

a)

b)

f)
g)

h)

To improve productivity and efficiency at Burke Shire Council in order that Council
produces works and services that are competitively priced;

To facilitate greater flexibility of working arrangements within the framework of this
Agreement;

To ensure continued Local Government reform, using a consultative approach to
enhance high morale;

To promote the training and workplace performance of employees;

To provide where possible and to meet operational needs, career-path opportunities
within the capability of Council to do so;

To provide a safe and healthy workplace;

To provide certainty, stability and equity in relation to overall pay increases and
conditions for the period of the Agreement;

Maintain sustainable employment levels;
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k)

To achieve equitable pay outcomes for all employees;

Through this agreement, the development of strong cooperative relationships between
the Council, its employees and the unions bound by this agreement will be facilitated.
These relationships will be characterised by openness, transparency, trust, respect, a
commitment to effective consultation and preparedness to consider alternative
viewpoints.

To provide the mechanism for support for and achievement of the Council’s Vision and
Mission Statement that —

“In order to achieve the vision for the Shire as stated in Council's Corporate Plan,
organisational efficiency, effectiveness and productivity must be improved. The need to
strive for continuous improvement in delivery of services in order to remain competitive
is also recognised. Council's employees are important players in the achievement of the
Shire community's vision and in the associated corporate change process.

This Agreement is a commitment by the parties to securing long term benefits and
stability for the community, Council and Employees through improvements to quality
and productivity.”

1.9 Relationship to Parent Awards

1.9.1 This Agreement shall be read and applied wholly in conjunction with the terms of the

following Awards: -

a.

b
C.
d.
e

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

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

Queensland Local Government Industry (Stream C) Award - State 2017

Training Award — State 2012

Order - Apprentices' and Trainees' Wages and Conditions (Excluding Certain Queensland
Government Entities) 2003

1.9.2 Where the terms “Award” or “Awards” is used in the Agreement it refers to one or more of

the Awards listed above.

1.9.3 Provided that where there is any inconsistency between this Agreement and the above

Awards, this Agreement shall prevail to the extent of that inconsistency.
1.9.4 Where this Agreement is silent, the terms of the applicable Award will apply.

1.10 No Extra Claims
The parties to this agreement undertake that during the period of operation of the Agreement there

shall be no further claims for wage or salary increases or improvement in employment conditions

sought, or granted, except for those provided under the terms of this Agreement or adjustments to

allowances granted by the QIRC from time to time.

1.11 Industrial Standards
This Agreement shall not cause any employee to suffer a reduction in current ordinary time

earnings, hours of work, annual leave or long service leave.
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PART TWO - CONSULTATION AND COMMUNICATION

2.1
2.1.1

2.1.2

2.1.3

Grievance and Dispute Settlement

Effective communication between employees and management is a pre-requisite to good
industrial relations and the following procedure is set down in order that any grievances may
be resolved quickly to maintain effective and sound working relationships.

At each level the People, Performance and Culture Manager may be involved as required
and should formally be notified of the progress.

Level 1:

The complainant must inform their immediate Supervisor/Manager of the grievance. The
Supervisor/Manager shall document the grievance in writing. At any time, the employee can
discuss matters with the employee’s union representative. The Supervisor/Manager is
responsible for investigating and attempting to resolve the grievance within twenty-four (24)
hours where possible, with a maximum of seven (7) days, with appropriate feedback
provided to the employee.

If the complainant is unable to discuss the grievance with their Supervisor/Manager because
they are implicated in the grievance, the complainant may commence the procedure at Level
2. For grievances involving unlawful behaviour or workplace health and safety concerns, the
People Performance and Culture Manager or Workplace Health & Safety (WHS) Coordinator
(respectively) must be involved, as specialist knowledge is usually required. If the matter
involves sexual harassment, the grievance will be referred to the CEO.

Level 2:

If the grievance still remains unresolved, the employee may refer the grievance to the
relevant Director, who will obtain information collected to date and will attempt to resolve
the grievance, within forty-eight (48) hours where possible, with a maximum of seven (7)
days.

Level 3:

At this level, the grievance is referred to the Chief Executive Officer who will, within fourteen
(14) calendar days, aim to finalise the grievance. If the matter remains unresolved past this
timeframe either party may refer it to an accredited mediator or other external agency or
the QIRC for resolution.

Continuation of work while grievance is being processed

During the dispute the status quo existing immediately prior to the matter giving rise

to the dispute will remain and work shall continue as it was prior to the dispute without
stoppage or the imposition of a ban, limitation or restriction. However, where the dispute
involves a bona fide health and safety issue, affected employees shall not work in the unsafe
environment but shall accept reassignment to alternative works / work environment in the
meantime.

Queensland Workplace Health and Safety legislation shall apply.
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2.14

2.1.5

2.2
2.2.1

2.2.2

2.2.3
2.2.4
2.2.5

2.3

23.1

2.3.2

2.3.3

234

2.3.5

2.3.6

2.3.7

At any time through the process, an employee can engage their union or chosen
representative to represent them.

In circumstances where Council’s grievance procedure does not resolve the complaint, at
any stage either party may refer the matter to the QIRC for conciliation and, where
appropriate, arbitration.

Joint Consultative Committee

It is agreed that the Joint Consultative Committee (JCC) as established will continue to meet
as deemed necessary by the JCC subject to there being at least six meetings per year.

The JCC will be made up of Management Representatives as determined by Council’s Chief
Executive Officer, plus recognised workplace delegates and Officials of Unions who are party
to this Agreement, plus workplace representatives from nominated workplaces which are at
least reflective of the representation of the work areas representatives who participated in
negotiating this Agreement.

There is no limit to the number of people whom the JCC can invite to any meeting.

The JCCis a consultative forum not a decision-making forum.

It is agreed that the JCC will have a broad Charter which can include any topic relevant to
employment and workplace issues.

Consultation

Council will consult with employees before making a decision likely to be of particular
significance to the employees.

Council will notify employees who may be affected by the proposed changes and, where
relevant, their union/s.

'Significant effects' includes, but is not limited to, termination of employment; major
changes in the composition, operation or size of the Council 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 Award makes provision for alteration of any of the matters referred to in clauses
2.3.1 and 2.3.2 an alteration shall be deemed not to have significant effect.

Council shall consult the employees affected and 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).

For such consultation 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 2.3.6 the Council shall not be required to disclose
confidential information, the disclosure of which would be adverse to the employer's
interests.
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2.3.8 Employees and their union/s will be invited to provide feedback on Council’s proposal
including options which will include ways to avoid or minimise the effects of the proposed
changes.

24 Professional development and training

2.4.1 The parties recognise that in order to increase the efficiency and productivity of the Council
a significant commitment to structured training and skill development is required. Council
commits to:

a) Developing a more highly skilled and flexible workforce; and
b)  Providing employees with career opportunities through appropriate structured
training based on nationally accredited competencies and curriculum.

2.4.2  Council will develop a training budget as part of each year’s Council budget identifying
specific budgets for Inside and Outside employees.

2.4.3 Employees may apply for professional learning opportunities and approval will be at the
discretion of the line Manager in accordance with the delegated authority and will generally
only be considered after 6 months of service.

2.4.4 ltis agreed that such training be subject to the training being undertaken in a field which is
part of Council functions and it is a requirement for employees to utilize such training, at
present or into the future

2.4.5 All workgroups that work remotely will have a least one employee who holds a current First
Aid Certificate.

2.4.6  Particular occupations require the possession of relevant licences and certificates of
competency. All employees will be required by the Council to obtain and to maintain the
necessary registration and licences relevant to the position that such employee would
normally be required to hold in order to fulfil their position (i.e. Drivers Licence, Relevant
Truck Licence, Trade Certificates etc.) at no cost to Council.

2.4.7 However, the Council shall cover the training and ongoing licence or operator’s ticket costs
of employees who are required as part of their job with the Council to drive or operate
identified machinery and/or equipment, or hold specific licences/competencies.

2.4.8 If Council requires the employee to hold any additional and/or specific
licences/registrations/certificates relevant to their position they shall be obtained at no cost
to the employee.

2.49 Employees who lose their licences and/or certificate of competencies shall have their
circumstances dealt with in accordance with the provisions of the Code of Conduct and
relevant policies.

2.4.10 Itis further agreed between the parties that training may be conducted in-house or by a
recognised training provider, both on and off the job, and may be held either inside or
outside normal working hours.

25 Service Recognition

Council values employees’ commitment to long service and enjoys recognizing those who have
achieved key milestones with the organization.

Years of Service presentations are held each year and employees are presented a gift voucher and
certificate by the CEO and Mayor.

These milestones are:
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5 Years Service - $100

10 Years Service - $200
20 Years Service - $300
30 Years Service - $450
40 Years Service - $600
45 Years Service - $675
50 Years Service - $750

2.6 Commitment to Maximising Employment Security

2.6.1 The parties agree that unless emergency financial circumstances exist, simple job reduction
is not to be undertaken as a first source of efficiencies without exhausting all reasonable
other possibilities including access to technology and business and operational
improvements. The Parties agree that Council has the right to change its overall numbers in
the light of technology and business and operational process improvements.

2.6.2 The parties are therefore committed to continually making attempts to improving the job
security of employees by:

a)  Training and educating employees and providing retraining where appropriate;

b) Career development and equal opportunity;

c¢)  Using natural attrition and reallocation after consultation in preference to
retrenchment or redundancy;

d) Timely advice to the parties and employees about any significant reallocation of
labour; and

e)  The Council continuing to manage its workforce in order to minimise the need for
involuntary labour reductions in the future.

f) Council will take steps to ensure that it has the benefit of a stable and committed
workforce. Forced Redundancies are not perceived during the life of this agreement,
however, before an employee is made redundant, council will offer the following
alternatives:

i Voluntary Redundancy;
ii  Retraining / Redeployment;
iii  Such steps shall include measures to increase the security of employees'
employment;
2.6.3 The parties recognise that the Council may require the use of contractors to carry out
council work in the following circumstances:

a)  Where the work volume is beyond the capacity of Council resources or existing staff;

b)  Where the type of work or specialisation required is beyond the capacity of Council
resources or existing staff;

c)  Where, on a 'like for like' basis, it is more cost effective to deliver equivalent quantity
and quality services;

d)  Where Government or other funding prohibits the use of Council’s Day Labour.

2.6.4  Council will consult with the Joint Consultative Committee with details of this usage and the
basis on which the decision to contract is made. Management will give due consideration to
any recommendations that are made by the Committee.
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2.6.5

2.6.6

2.7
2.7.1

2.7.2

2.7.3
2.7.4

2.7.5

2.7.6

2.7.7

2.8

2.9
29.1

2.9.2

293

Subject to these provisions, contractors and/or their employees will not be appointed to any
position as permanent employees unless normal recruitment and selection processes have
been followed.

The use of contractors/labour hire personnel will be managed in a manner that ensures the
best business needs are met without eroding the job security of existing permanent
employees.

Health and Wellbeing Commitment

Council will continue to demonstrate its commitment to safe work practices and support
employee’s wellbeing through:

Developing and implementing a Human Resources Strategy that benefit both employees and
the business;

Council will endeavour to implement health and wellbeing initiatives in the workplace;
Understanding and recognition of mental health and psychosocial factors of all employees
and focus on proactive actions to support employees experiencing mental health conditions;
Education through relevant staff meeting and external presenters to support health and
wellbeing in the workplace and at home; and

Providing training to supervisors and employees to better support people experiencing
Domestic and Family Violence.

Providing access to Councils Employee Assistance Program.

Anti Discrimination

The parties to this agreement agree that it is their intention to achieve the principle object in
section four (4) of the Anti Discrimination Act 1991 which is to respect and value the
diversity of the work force by helping to prevent and eliminate discrimination at their
enterprise on the basis of race, colour, sex, sexual preference, age, physical or mental
disability, marital status, family responsibilities, pregnancy, religion, culture, political
opinions, natural attraction or social origin as well as anti-discrimination provisions
applicable in Commonwealth and other State Legislation

Bullying and Harassment

Council and its employees are committed to the elimination of violence, aggression and
bullying in the workplace

To achieve this, the Council and its employees will continue to develop and support policy
and procedures to combat workplace bullying or harassment.

Council will ensure that reasonable mechanisms are in place for identifying incidences of
bullying and/or harassment, and when it is identified, Council will ensure all necessary steps
are taken to prevent further bullying or harassment.
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PART THREE — WAGES AND RELATED MATTERS

3.1
3.1.1

3.1.2

3.1.3

3.14

3.1.5

3.1.6

3.2
3.21

3.2.2

3.2.3

Pay Rates and Classifications

The wages specified in Schedule 1 will increase as follows:

o 2022:2.5% or $24 per week, whichever is greater.

e 2023:2.6% or $25 per week or CPI*, whichever is greater.

e 2024:2.75% or $27 per week or CPI*, whichever is greater.

(*) Australian Bureau of Statistics Consumer Price Index Australia, All Groups, Brisbane,
March quarter. CPl increases will be assessed and reviewed annually in accordance with this
clause and as such have not been included in Schedule 1.

The annual increase will be effective from the start of the first pay period following the 30
January anniversary date of certification of the Burke Shire Council Certified Agreement
2017.

In addition to the employer superannuation contribution that would otherwise be legally
required to be paid to each employee, Council will pay an additional 0.5% contribution for
the life of the Agreement.

Employees will be paid fortnightly.

Employees should make all efforts 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.

A part-time employee may, subject to mutual agreement and reasonable notice, be
requested to work additional hours, up to the daily 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).

Salary Packaging
Employees may participate in salary packaging arrangements, (commonly referred to as
“salary sacrifice”) including but not limited to superannuation contributions, rent, motor
vehicles under a novated lease arrangement or other benefits provided the arrangements:
a. comply with the Australian Taxation Officer and Superannuation guidelines; and
b. resultin no additional cost to the Council including but not limited to GST, FBT
and administration.
Council encourages employees to seek independent financial advice prior to entering into
any salary sacrifice arrangements. The relevant Union may provide access to a financial
advisor or the relevant superannuation fund may provide this financial advice. Proof of such
advice may be requested by Council. To facilitate this, a written “salary sacrifice” agreement
must be implemented to allow such deductions from “before tax” pay.
The parties agree that the Council will not be responsible for the provision of any financial or
taxation advice to an employee in regard to any salary sacrifice proposal and that the
Council will not accept any liability in the event that any salary sacrifice proposal does not
produce the financial benefit expected by an employee.
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33
3.3.1

3.3.2

Allowances
All allowances will be paid in accordance with the applicable Award except as specified in

this clause.

Burke Shire Council Remote Allowance

a)

b)

c)

d)

f)

g)

h)

All Council employees shall receive a Burke Shire Council Remote Allowance. This
allowance will be paid in accordance with Division 2 — Section 1 — Schedule 2 of the
Queensland Local Government (Stream A) Award — State 2017, except as provided
below:
The Full Rate shall be $240.00 per fortnight. This rate applies to employees with
dependent spouse/partner or dependent children under the age of 18 earning less
than the annual equivalent of the Queensland Minimum Wage.
The Single Rate shall be $120.00 per fortnight. This rate applies to employees with
no dependent spouse/partner or dependent children under the age of 16.
With respect to 3.2.2 b) and c), a dependent spouse is a person of the same or
opposite sex who:
i Earns less than the Queensland Minimum Wage, including any pension or
other government benefits; and either
ii Is in a relationship with the employee that was registered under a prescribed
state or territory law (i.e. marriage, civil union); or
iii Although not legally married to the employee, lives with them on a genuine
domestic basis in a relationship as a couple (i.e. de facto);
A dependent child is a person who:
i Earns less than the Queensland Minimum Wage; and
ii Is under 16 years of age; and
iii Resides with the employee; or

iv The employee provides direct or indirect support towards the care of the
child (financial or in-kind); and

v The employee provides regular care of the child; and

vi The employee has ongoing involvement in decision making which affects the
child; Or

vii Is a natural, adopted, step, or foster child who is 15-24 years of age and who

attends a secondary or tertiary educational institution as a full-time student
and for whom there is no identified partner or child of his/her own usually
resident in the same household.
Employees in receipt of Burke Shire Council Remote Allowance shall be ineligible to
be paid any other Award Locality and District or Divisional Allowance however
expressed.
Council undertakes to consider the circumstances of each individual employee in the
implementation of this allowance to ensure the employee receives the correct
entitlement. Council will vary the “dependency” status of this Allowance to any
employee whose circumstances change.
This allowance applied to all employees including Casuals on the following basis:
i Payment to Part Time and Casual employees will be pro rata to the
fortnightly rate as a proportion of full time hours normally worked.
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3.3.3

ii The full rate will not apply to a spouse or partner whom is already receiving a
similar specialized Locality Allowance or equivalent benefit from their
respective employer

jii It shall be the employee’s responsibility to advise of any changes to their
particular circumstances. A two-month time limit will apply for advice of any

changes.
iv This allowance will be paid during any paid leave taken by an employee
v This allowance will not be paid for any period of leave without pay taken by

an employee.

Burke Shire Council Field Employees Allowance

a) Employees in classifications covered by the Stream B Award and the Stream C Award
will be paid the Burke Shire Council Field employees’ allowance. This allowance will
also be paid to employees in classifications covered by the Stream A Award who
supervise Stream B and C employees.

b) The Burke Shire Council Field Employees Allowance will be paid at the Rate of $40.00
per week for all purposes during the life of this agreement.

c) Payment to Part Time and Casual employees will be pro rata to the fortnightly rate
as a proportion of full-time hours normally worked.
d) Employees in receipt of the Burke Shire Council Field Employees Allowance will be

ineligible to be paid any Award allowances listed in all Sections in the Division 2 -
Clause 13 of the relevant Award except those specifically listed immediately in this
sub clause below:
i Queensland Local Government Industry (Stream A) Award - State 2017 -
Division 2 — Section 1 — Clause 13
. Work in the rain
. Work under extraordinarily difficult or unpleasant conditions (paid as
per Live Sewer Allowance in clause 3.3.4)
ii  Queensland Local Government Industry (Stream B) Award - State 2017 -
Division 2 — Section 5 — Clause 13

. Live Sewer Work Allowance

. First Aid Attendant

. Leading Hand Allowance

. Tool Allowance

. Working in Rain Allowance

. Toilet Cleaning Allowance, pro rata

iii Queensland Local Government Industry (Stream C) Award - State 2017 -

Division 4 — Section 1 — Clause 13

. First Aid Allowance

° Leading Hand Allowance

° Work under unpleasant conditions
. Tool Allowance

° Working in Rain Allowance
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334

3.35

3.3.6

iv Queensland Local Government Industry (Stream C) Award - State 2017 -
Division 4 — Section 2 — Clause 13

. First Aid Allowance
° Leading Hand Allowance
. Live Sewer Work
. Tool Allowance
. Working in Rain Allowance
e) It is agreed that for the payment of Working in Rain Allowance it is a requirement for

employees to be specifically directed to work in the rain or be required to make a
workplace safe for payment of this allowance to occur.

Live Sewer Allowance

a) This allowance does not apply to water and wastewater operators whilst physically
working at a sewerage treatment plant where not undertaking live sewer works as
defined below.

b) Any Employee who is required to undertake live sewer work shall be paid at the rate
of time and one-half for the time engaged in such work.

c) During overtime or on weekends or public holidays employees shall be paid half of
the ordinary hourly rate in addition to the relevant overtime, week-end or public
holiday rate for all time engaged on live sewer work.

d) Live sewer work means work carried out where there is direct contact with a sewer
through which sewerage is flowing and work in connection with septic tanks and
cleaning of anything that is contaminated with sewerage. This does not include the
direct cleaning of toilets where the raw sewerage is contained within the toilet bowl.

e) For the avoidance of doubt for ‘direct contact’ to apply, the following criteria must
be met:

i The Employee must be working in direct support of another Employee who is
directly physically exposed to live sewerage and only for the period that the
direct physical exposure exists; and

ii. The work requires the Employee to be in direct physical contact with tools,
parts or fittings that are being used for the live sewerage work at that time;
and/or

iii. The Employee would have to place some part of their body into the
excavation or other space where the direct physical exposure is occurring for
them to properly and safely complete the assigned task.

Overtime Meal Allowance

All employees, other than an employee living in camp, required to continue work after the
normal ceasing time on any day shall be entitled to a 30-minute paid meal break with a meal
allowance paid after 10 or more hours are worked, at the relevant Award rate.

On call allowance

a) To ensure efficient and effective services to the community, Council may require
employees to participate in an on-call roster within their area of work.
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3.3.7

3.3.8

d)

An employee who is on-call and being paid the on-call allowance shall be entitled
to a minimum payment equivalent to three hours, at the applicable rate, 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 at the applicable rate.

To be eligible to receive the on-call allowance an employee directed to remain on
call must be able to be contacted, be in a fit state to perform work and be able to
respond within a reasonable timeframe.
The following On Call Allowance shall apply for all employees:

e Monday to Friday $20 per day

e Saturday $45 per day; and

e Sunday and Public Holidays $70 per day.

Recall to Work

a)

If an employee is not being paid an on-call allowance and is recalled to work
overtime on one of their ordinary working days, the employee shall be entitled to a
minimum payment of:

i 3 hours at the applicable overtime rate for Stream A employees; or

ii. 4 hours at the applicable overtime rate for Stream B and C employees

Any subsequent call outs will not incur the minimum payment and will be paid at
the applicable overtime rate for actual time worked.

Where an employee is recalled to attend to a further call out, within the initial
minimum payment period, no further payments will be made. Minimum payments
will not apply where the overtime worked is in connection with the
commencement or end of an employee’s ordinary work day.

Camp Allowance

a)

b)

The provisions of the Queensland Local Government Industry (Stream B) Award —

State 2017 Division 2 — Section 5 - Clause 35 Camp Allowance and Accommodation

will apply to all employees under this Agreement except as varied elsewhere in this

Clause in lieu of all other Award Clauses.

Where it is necessary for an employee to live in a camp provided by Council, such

employee shall be paid the following Camp Allowance payments in lieu of the rates

specified in the Award:

i Where Council supplies accommodation and meals, $20 per day

ii Where Council supplies accommodation only, $70 per day

iii Where no accommodation and no meals are supplied (swag/rough camp);
$120 per day.

Approved Council accommodation include the following sites:

i Gregory depot (once upgraded to acceptable standard)

i Adels Grove

iii Hells Gate Roadhouse

iv Gregory Downs Hotel
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PART FOUR - WORKING ARRANGEMENTS

4.1
4.1.1

4.2

Flexible Working Arrangements
It is agreed between the Council, employees and the relevant Union that employees by
mutual agreement and in writing may:

a) Change their starting and finishing times of work;

b) Work flexible hours in accord with Award provisions;

c) Work from home or remotely;

d) Employee secondments;

e) Implement staggered starting times;

f) Where specific Council operational needs and circumstances require, may work a

10/4 roster consisting of 10 working days straight and 4 days off. The 10 working
days being of 10 hours duration, consisting of 7.6 hours normal time and 2.4 hours
at time and a half. Other rosters may also be worked. Weekends and Public
holidays to be catered for as per the Award.

Working from home or remotely

Home-based working arrangements may be initiated by the employee or management and must be

mutually agreed. The employee’s terms and conditions of employment including statutory provisions

such as work health and safety and workers compensation, will continue to apply to the home-based

work site.

Not all positions are suitable for home-based work. To assess the suitability of home-based work,

the employee needs to complete a Request for Flexible Work. Eligibility is determined in accordance

with the following factors:

4.3

Systems required to perform the employee’s role;

The amount of customer or other contact required in the employee’s role;

The nature of the work performed;

Working arrangements / requirements from other members of the department;

Whether the employee’s home is appropriate to allow effective, secure and safe working;
and

Any other relevant considerations.

Hours of Duty - Span and Arrangement of Hours

Itis agreed that Working Hours shall be such that maximum productivity and efficiency is attained

and maintained. Notwithstanding the provisions of the Awards cited herein, it is agreed that:

43.1

Span of Hours

The daily spread of hours for all employees engaged by Council shall be in accordance with the

relevant Award.

4.3.2

Ordinary Hours of Work

The ordinary hours of work for full time Stream A employees shall be 36.25 hours per week.

The ordinary hours of work for full time Stream B and C employees shall be 38 hours per week.
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4.3.3 Rostered Days Off

a) Council shall operate a 19-day month to enable all full-time employees to accrue
one Rostered Day Off (RDO) per month.

b) Stream A employees will work 145 hours over a 19 day cycle which equates to 7
hours 38 minutes (7.63 hours) per day.

c) Stream B and C employees will work 152 hours over a 19 day cycle which equates
to 8 hours per day.

d) To maintain service levels, RDO’s shall be taken on a rostered basis, on any week
day.

e) Where an RDO cannot be taken on the rostered day, the RDO shall be banked and

taken on another day as agreed between the employee and their supervisor.

f) Banked RDOs should be taken as soon as operationally possible, where mutually
agreed, and should be taken within six (6) months of being banked. Banked RDOs
must be taken before an employee can take annual or long service leave.

g) Employees shall accrue RDOs during periods of paid leave at the same rate as when
they work ordinary hours.

h) Rostered days off are not accrued during periods of leave without pay.

i) Rostered days off can only be taken where the employee has accrued sufficient
time.

4.3.4 Employees Supervising Other Award Employees

a) The Stream A Award provides that the ordinary hours of duty of such employees
having other workers under their immediate supervision may be determined by
Council to be the same as the ordinary hours of the workers supervised.

b) The Parties agree that where supervisors employed pursuant to this clause are
required to work a 40-hour week due to their supervision of other Employees,
those supervisors will be paid at ordinary rates (‘single time’) for those hours
worked in excess of 38.15 hours per week (that is, 1.85 hours per week). Hours
worked in excess of 40 hours per week will be subject to the usual overtime
approval and payment procedures.

4.3.5 Travelling Time
a. An employee has no automatic right to paid travel time. Travel time must be
approved prior to commencement of travel.
b. All approved travel time spent travelling to training and/or conferences:
i during the employee's Ordinary Hours of work will be paid for as ordinary
hours; and
ii. outside of the employee's ordinary hours of work or outside the span of
hours will be treated as TOIL accrued at the rate of one hour per hour
travelled.
iii. travel on weekends or public holidays will be paid in accordance with the
applicable Award.
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4.3.6 Overtime and Time Off in Lieu of Approved Overtime

a) Employees must have approval prior to working any overtime, whether or not that
overtime may be converted to TOIL.

b) All employees who are directed to work overtime may elect to claim time in lieu
instead of payment for that overtime for the equivalent time worked. The parties
recognise that such time in lieu should be for a particular purpose and not exceed
76 hours or be paid at the overtime rates that would otherwise apply.

c) Where an employee is in receipt of salary equal to or in excess of the first
increment Stream A Level 6.1, extra time worked must be accrued as TOIL.
However, in exceptional circumstances paid overtime may be approved for special
projects or one-off operational tasks where overtime payment can be justified and
has been included in the annual budget. In these circumstances preapproval must
be obtained in writing from the employees Director or the CEO.

d) Accrued time in lieu shall be used prior to any annual or long service leave being
used.

4.4 Transition to Retirement

4.4.1 Transition to retirement arrangements may be made available to those Employees
approaching full time retirement from the workforce and who may request a transition
period to retirement. A transition to retirement period may assist the transfer of corporate
knowledge and skills and provide guidance and mentoring to other Employees prior to
retirement, for the mutual benefit of the Employee and Council.

4.4.2 Atransition to retirement period could entail the utilisation of flexible work options to allow
an Employee to reduce their work hours/days to an agreed number, provided operational
requirements are able to be met. In doing so, Council will give favourable consideration to
the utilisation of Annual Leave and Long Service Leave entitlements, in a manner which
would not otherwise be available. For example, this could include taking leave at the rate of
one (1) or two (2) days per week over an extended period.

4.5 Employment Outside Council

Employees must obtain the written consent of Council prior to taking up and/or engaging in
secondary employment, which will not be unreasonably withheld by Council.

Upon application for consent by an employee, Council may, at its sole discretion, expressly prohibit
an employee from taking up and/or engaging in secondary employment or other contract work if
Council reasonably considers a health and safety (fatigue) issue may arise or conflict of interest may
exist with current Council duties performed by the employee. Should the secondary employment
request be refused, Council will provide a written response with the reasons for refusal.

4.6 Efficient Use of Labour

An employee may be required by the Council to carry out such duties as are reasonably within the
limits of the employee’s skill, competence and training, provided such duties are not designed to
promote deskilling nor result in any reduction in remuneration.
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PART FIVE - LEAVE

5.1
51.1

5.1.2

5.1.2

5.2
5.2.1

5.2.2

5.2.3

524

5.3

531
5.3.2
5.3.3

534

535

Annual Leave

Employees (other than a casual employee) are entitled to five (5) weeks annual leave each
year plus Annual Leave Loading of 17.5%

Where an employee has an excessive annual leave balance, more than 50 days, Council may
request the employee to take paid annual leave.

a. As a first step, the employee and their Supervisor will negotiate a suitable annual
leave plan.

b. Should mutual agreement not be reached, the dispute resolution process will
commence.

All other annual leave arrangements for all employees shall be in accord with the Award.

Christmas Shut Down

Each year Council will have a Christmas Shutdown. This shutdown will commence annually
following the close of business on the Friday prior to Christmas Day and end on the first
Tuesday following after New Year’s Day. The specific commencement and end days of this
closedown will be determined by Council and advised to employees no later than 1 July each
year for the following Christmas period.

In determining the shut down period Council will also determine roles that will not
participate in the shut down to ensure continuity of essential services of Council over the
Shut Down period. Council will consult with employees to determine which roles will be
required to work through the Christmas Shut Down Period. If agreement cannot be reached
Council will determine employees who are not to participate in the Christmas shut down and
advise these employees by 1 September prior to the shut down period.

Employees are expected to take accrued leave (i.e. Annual Leave, TOIL, RDOs or a
combination thereof) during the Christmas Shut Down period.

Employees without accrued leave, whether this is due to all leave being taken prior to the
Christmas Shut Down period, or because the employee has not worked for Council long
enough to accrued sufficient leave, will be required to take unpaid leave for any time during
the Christmas Shut Down period for which they do not have accrued leave available.
Employees may apply to take pro rata leave accruals to cover Christmas Shut Periods.

Long Service Leave

Long service leave entitlements for all employees will be 13 weeks after 10 years.

Accrual shall be at 1.3 weeks per full time equivalent year of service.

All employees with more than 7 years’ continuous service within Local Government
Queensland will become entitled to long service leave and access pro-rata long service leave
entitlements. An employee who is terminated for serious disciplinary reasons shall not be
entitled to payout of long service leave accrued prior to 10 years of service.

All other Long Service Leave entitlements shall be in accordance with the Division 6 of the
QES.

The Council and an employee may agree that the employee may be paid part of their
entitlement to long service leave instead of taking the leave where an employee requests
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5.3.6

5.4

54.1

5.4.2

5.4.3

54.4

5.45

5.4.6

5.5

5.6

the payment due to hardship. Prior to this payment being made the employee and CEO will
sign an agreement allowing for the payment to be made.

An employee may cash out an amount of Long Service Leave that would not see their leave
balance fall below 4 weeks.

Personal (Sick and Carer’s) Leave

All full and part time employees are entitled to 15 days personal leave per annum, pro-rata
for part time employees.

If an employee is absent from work due to personal leave, he/she must contact their
immediate supervisor 30 minutes prior to their usual commencement time, or as soon as
reasonably practicable. Failure to notify may result in non-approval of personal leave and
absence being classed as leave without pay.

Council may require reasonable evidence to support the reason(s) for any absence. If such
evidence is required, it must be supplied as soon as reasonably practicable. The employee
must provide a medical certificate or other evidence that would satisfy a reasonable person
that the leave is taken for sick /carer’s reasons, such as a statutory declaration.

Evidence shall always be required if the period of absence is for more than two consecutive
working days.

Employee’s who have a long-term illness which results in their being absent from work for
more than two (2) weeks will be required to provide a clearance from their treating Doctor
or Specialist.

All other personal leave entitlements shall be in accordance with Division 4 of the QES.

Bereavement Leave
In addition to their entitlements under the Queensland Employment Standards, being two
days of paid leave on each occasion when—

a) a member of the employee’s immediate family (as per definition under clause 1.2) or
household dies; or

b) the employee, or the employee’s spouse, is pregnant and the pregnancy ends other
than by the birth of a living child;

c) Employees will be entitled on to an additional 3 days bereavement leave deducted

from accumulated personal leave balances with CEO approval.

Compassionate Leave

In addition to their entitlements under the Queensland Employment Standards, being two
days of paid leave on each occasion when a member of the employee’s immediate family (as
per definition under clause 1.2) or household—

a) contracts or develops a personal illness that poses a serious threat to the person’s
life; or

b) sustains a personal injury that poses a serious threat to the person’s life;

c) Employees will be entitled on to an additional 3 days compassionate leave deducted

from accumulated personal leave balances with CEO approval.
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5.7

5.8
5.8.1

5.8.2

5.8.3

5.8.4

5.9
5.9.1

5.9.2

Parental Leave
Employees will be entitled to the full provisions of Chapter 2 Division 8 of the Industrial
Relations Act regarding the taking of Parental Leave.

Domestic and Family Violence Leave

All Parties to this agreement are committed to providing appropriate safety and support
measures to those affected by domestic and family violence.

All employees will be supported to access the benefits including leave entitlements provided
in Part 3 Division 7 — Domestic and Family Violence Leave of the Industrial Relations Act
2016.

An employee, other than a casual employee, experiencing domestic and family violence will
have access to up to ten (10) days per year of paid Domestic and Family Violence Leave for
medical appointments, legal proceedings and other activities related to domestic and family
violence.

With CEO approval, an employee, other than a casual employee, acting as a support person
for someone experiencing domestic and family violence will have access to up to five (5)
days per year of paid Domestic and Family Violence Leave.

Special Natural Disaster Leave

Employees who are prevented from attending their normal place of employment because of

floods, cyclonic disturbances or severe storms in the Burke Shire may be granted leave in the

following circumstances:

a) Where employees are prevented from attending work due to a natural disaster in
the Burke Shire or Cairns Region that would threaten the safety of the employee or
the employee’s immediate family; and

b) Where employees are unable to present to work due to the closure of roads on their
normal or reasonable alternative route; and

) It is not reasonable for the employee to attend for duty at another Council depot or
office; and

d) They have, as soon as reasonably practicable, advised their supervisor of the

circumstances; or

e) Where due to a natural disaster or a pending natural disaster the employee has a
reasonable domestic necessity that requires them to either remain at or return to
their home or to another residence or premises to protect the safety of the
employees immediate family, to prepare, protect or remove belongings etc. from a
personal dwelling or place of residence; or

f) Where on account of a pending natural disaster the employee must leave work early
due to the likelihood that their normal mode of transport from work will likely be
discontinued due to such pending natural disaster; or

g) Subsequent to a natural disaster, to make or organise temporary repairs, or to clean
up etc. the employees personal dwelling; and

h) They have advised, or as soon as reasonably practicable, have advised their
supervisor of the circumstances.

Employees who experience the circumstances in the above clause may be allowed up to a

maximum of 5 days leave per declared natural disaster event, per calendar year.

Page 20 of 31



5.9.3

5.9.4

5.9.5

5.9.6

5.10
5.10.1

5.10.2

5.11
5.11.1

5.11.2

5.11.3

Natural Disaster Leave is separate to all other paid leave entitlements and as such will not be
deducted from annual leave, personal leave or any other paid leave entitlements available
to eligible employees.

For exceptional circumstances beyond the scope of this clause, Council may consider
additional paid Natural Disaster Leave. Approval of such additional leave for exceptional
circumstances is subject to the decision and approval of the Chief Executive Officer and will
be considered on a case by case basis.

In interpreting this agreement it has to be remembered that Council is a community service
organisation and has a lead role to play in times of flooding and other natural events. In
order to discharge this responsibility it is essential that an adequate number of staff are
available to fill various roles, and at various location throughout the region, subject to the
personal safety of employees and their families. The employer may nominate alternate
places of work for certain employees whose presence maybe desired in order to address
flooding and natural events and preparedness and response. For the purpose of the
Agreement, these alternate places of work are to be taken as the employees normal work
place for the duration of the natural event.

Where Special Leave has been exhausted, employees may use accrued TOIL, RDO’s and/or
annual leave (in that priority order), or take leave without pay, subject to approval by their
Supervisor/Manager.

Special Global Pandemic Leave

Special Global Pandemic Leave may apply where a Global Pandemic event has been

determined for the Local Government Area and employees are prevented from working:

a) as a result of being required to self-isolate by government or medical authorities;
and/or acting on the advice of a medical practitioner, or

b) as a direct result of measures taken by government or medical authorities in
response to a pandemic, or

c) where an employee has made every effort to limit their exposure and potential risk
to the organisation.

The CEO will determine the appropriate response with regard to all staff who may be subject

to one or more of the circumstances outlined in this clause. The CEO may provide a standard

entitlement for all employees to leave their place of work at a prescribed time/date and

return to work at a prescribed time/date. Any request for variations by individual employees

to that period of leave may be considered on a case-by-case basis.

Absent Without Leave and Abandonment of Employment

An employee who has been absent for a period of seven (7) working days without the
approval of their Supervisor and who does not, during such time, establish to the satisfaction
of Council a reasonable cause for the absence, shall be deemed to have abandoned their
employment.

Before an employee is terminated on the basis of abandonment of employment, Council will
make a reasonable effort to contact the employee.

Any termination of employment on the basis of abandonment shall be effective as from the
date of the last attendance at work or the last day’s absence in respect of which consent was
granted.
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5.12
5.12.1
5.12.2

5.12.3

5.12.4

5.12.5

Absenteeism monitoring

The Parties agree to the maintenance of Absenteeism Monitoring as described;

The Absenteeism Monitoring program is designed to assist the parties in addressing
situations where there is a clearly substantiated pattern of absence that raises reasonable
guestions, for instance:

a) A clear pattern of absence, whether on paid leave, unpaid leave or in part or full
days.

b) A clear pattern of absence in taking single day absences, paid or unpaid (e.g.,
adjacent to RDOs, public holidays and/or weekends).

c) A clear pattern of absence in taking part day absences, paid or unpaid.

If it is deemed by the line Manager, following consultation with the employee concerned,
that a regular pattern of personal leave which is not supported by a medical certificate or
other evidence to the Council’s satisfaction, exists which cannot be adequately explained by
the employee, then the employee may be required to produce a medical certificate or other
evidence to the Council’s satisfaction for any single day of personal leave for a period of no
more than twelve (12) months. At the end of the period, each case will be reviewed as to the
need for the continuation of the production of medical certificates / evidence for single
personal leave days.

Where an Employee is absent due to illness for two (2) or more consecutive days and does
not provide Council with satisfactory evidence the Employee will not be entitled to claim
Personal Leave entitlements.

If at any time, abuse of the Personal Leave entitlements is substantiated then Council may
invoke formal disciplinary procedures

PART SIX — ADDITIONAL PROVISIONS

6.1

Uniform and Clothing Allocation and Allowance

The following items are the minimum issues for commencing employees:

6.1.1

6.1.2

6.1.3

6.1.4

Field Staff, excluding Workshop Staff

a) Five sets of safety shirts and pants or jeans

b) One (1) hat for sun protection

c) Two (2) pairs of safety boots to a maximum value of $250 (per pair)

d) One (1) approved jacket

Workshop Staff

a) Two (2) pairs of overalls or five (5) pairs of long trousers and five (5) safety shirts for

workshop staff
b) 6.1.1b), c) and d)
Administration Staff:

a) Five (5) blouses, shirts or dresses
b) Three (3) skirts or pants
c) One (1) jacket, vest, cardigan or pullover

All provided items of clothing will be replaced from time to time on a fair wear and tear basis
upon presentation of the worn/ damaged items.
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6.1.5

6.1.6

6.1.7

6.2

Employees provided with corporate clothing are required to wear the corporate clothing on
all occasions during work periods.

This allowance will only apply to permanent full time employees and on a pro rata basis for
part time and casual employees. Provided that where permanent part time and casual
employees work on each work day, the same provisions as permanent full time employees
will apply.

On termination of employment all Council uniforms containing identifiable images/ text that
relates to the Council are to be returned within two weeks.

Redundancy - Retrenchment

All Redundancy/Retrenchment arrangements and entitlements for all employees shall be in accord

with the relevant Award.

6.3

Opportunities for Permanent Employment

Council will advertise all permanent employment opportunities internally. Council, where

appropriate, may advertise these roles externally at the same time.

6.4
6.4.1

6.4.2

6.4.3

6.5
6.5.1

6.5.2

6.5.3

6.5.4

Union Encouragement

The provisions relating to Union encouragement and Right of Entry in the relevant Awards

and Industrial Relations Act is acknowledged

Delegates

a) Union delegates and job representatives have a role to play within a workplace. The
existence of accredited Union delegates and/or job representatives is encouraged.

b) The Employer shall not unnecessarily hinder accredited Union delegates and/or job
representatives in the reasonable and responsible performance of their duties.

Deduction of union fees

a) The Employer shall, on the request in writing of any employee, pay to a Union
nominated by the employee out of the money due to such employee in respect of
wages, the annual contribution of such employee as a member of that Union.

Trade Union Training Leave

Upon written application by an employee to an Employer such application being endorsed
by the Union and giving to the Employer at least one month’s notice, such employee shall be
granted up to 10 working days’ leave (non-cumulative) on ordinary pay in any two calendar
year period to attend courses and seminars conducted by the Union. Other courses
mutually agreed between the Union and an Employer, or Employers, may be included under
clause 6.5.1.

For the purposed of clause 6.5.1, “ordinary pay” shall mean at the ordinary weekly rate paid
to the employee exclusive of any allowance for travelling time and fares or shift work.

The maximum number of employees attending a course or seminar under this clause at the
same time will be 2.

The granting of such leave shall be subject to the convenience of the Employer and so that
the operations of the Employer will not be unduly affected.
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6.5.5

6.5.6

6.5.7

6.5.8

6.6
6.6.1

6.6.2

6.6.3

6.6.4

6.7

The scope, content and level of the course shall be such as to contribute to a better
understanding of industrial relations within the Employer’s operations.

In granting such paid leave, the Employer is not responsible for any additional costs except
the payment of extra remuneration where relieving arrangements are instituted to cover the
absence of the employee.

Leave granted to attend courses will not incur additional payment if such course coincided
with the employee’s day off in 38-hour week working arrangement or with any other
concessional leave.

Such paid leave will not affect other leave granted to employees under this Agreement.

Superannuation

Superannuation contributions will be made to a complying fund of the employee's choice
including LGIA Super, Australian Superannuation and CBUS.

Superannuation payments will be made for all periods of paid leave in accordance with
legislative requirements

Council will continue to pay superannuation contributions to the nominated superannuation
fund on a monthly basis and payments disclosed on employees’ payslips.

Employees may choose to salary sacrifice additional superannuation contributions provided
that any external costs incurred are the responsibility of the employee.

Copy of Agreement

All current and future employees will have access to this agreement, the Industrial Relations Act

2016 and the relevant Award at their workplace in either electronic or hard copy format.
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SCHEDULE 1: Wages

Year: 2022 2023 2024

Increase: The greater of 2.5% or $24 | The greater of 2.6% or $25 | The greater of 2.75% or $27
Award Level Weekly Rate | Annual Rate | Weekly Rate | Annual Rate | Weekly Rate | Annual Rate
LGIA 2017 - Stream A - Division 2 - Section 1 (Administration Employees)

Level 1, year 1 $936.57 | $48,701.64 $961.57 | $50,001.64 $988.57 | $51,405.64
Level 1, year 2 $948.14 | $49,303.28 $973.14 | $50,603.28 $1,000.14 | $52,007.28
Level 1, year 3 $966.67 | $50,266.84 $991.80 | $51,573.78 $1,019.08 | $52,992.06
Level 1, year 4 $984.66 | $51,202.11 $1,010.26 | S$52,533.37 $1,038.04 | $53,978.03
Level 1, year 5 $1,003.54 | $52,183.90 $1,029.63 | $53,540.68 $1,057.94 | $55,013.05
Level 1, year 6 $1,019.80 | $53,029.77 $1,046.32 | $54,408.54 $1,075.09 | $55,904.78
Level 2, Year 1 $1,038.91 | $54,023.28 $1,065.92 | $55,427.89 $1,095.23 | $56,952.15
Level 2, Year 2 $1,057.76 | $55,003.47 $1,085.26 | $56,433.56 $1,115.11 | $57,985.48
Level 2, Year 3 $1,076.61 | $55,983.66 $1,104.60 | $57,439.23 $1,134.98 | $59,018.81
Level 2, Year 4 $1,089.10 | $56,633.38 $1,117.42 | $58,105.85 $1,148.15 | $59,703.76
Level 3, year 1 $1,107.93 | $57,612.50 $1,136.74 | $59,110.43 $1,168.00 | $60,735.96
Level 3, year 2 $1,119.89 | $58,234.51 $1,149.01 | $59,748.61 $1,180.61 | $61,391.70
Level 3, year 3 $1,138.74 | $59,214.70 $1,168.35 | $60,754.28 $1,200.48 | $62,425.03
Level 3, year 4 $1,157.60 | $60,195.42 $1,187.70 | $61,760.50 $1,220.36 | $63,458.92
Level 4, year 1 $1,176.43 $61,174.54 $1,207.02 $62,765.08 $1,240.21 $64,491.12
Level 4, year 2 $1,195.30 | $62,155.80 $1,226.38 | $63,771.85 $1,260.11 | $65,525.57
Level 4, year 3 $1,211.60 | $63,003.27 $1,243.10 | $64,641.35 $1,277.29 | $66,418.99
Level 4, year 4 $1,230.47 $63,984.52 $1,262.46 $65,648.12 $1,297.18 $67,453.44
Level 5, year 1 $1,249.30 | $64,963.64 $1,281.78 | $66,652.69 $1,317.03 | $68,485.64
Level 5, year 2 $1,265.62 | $65,812.18 $1,298.52 | $67,523.29 $1,334.23 | $69,380.18
Level 5, year 3 $1,284.47 | $66,792.36 $1,317.86 | $68,528.96 $1,354.11 | $70,413.51
Level 6, year 1 $1,315.88 | $68,426.01 $1,350.10 | $70,205.08 $1,387.23 | $72,135.72
Level 6, year 2 $1,347.27 | $70,058.05 $1,382.30 | $71,879.56 $1,420.31 | $73,856.25
Level 6, year 3 $1,378.73 $71,693.83 $1,414.57 $73,557.87 $1,453.48 $75,580.71
Level 7, year 1 $1,410.12 | $73,326.41 $1,446.79 | $75,232.90 $1,486.57 | $77,301.80
Level 7, year 2 $1,441.55 | $74,960.59 $1,479.03 | $76,909.56 $1,519.70 | $79,024.58
Level 7, year 3 $1,472.95 $76,593.17 $1,511.24 $78,584.59 $1,552.80 $80,745.66
Level 8, year 1 $1,510.68 | $78,555.14 $1,549.95 | $80,597.57 $1,592.58 | $82,814.01
Level 8, year 2 $1,548.35 | $80,514.45 $1,588.61 | $82,607.82 $1,632.30 | $84,879.54
Level 8, year 3 $1,586.06 | $82,475.35 $1,627.30 | $84,619.71 $1,672.05 | $86,946.76
Level 8, year 4 $1,621.46 | $84,315.80 $1,663.62 | $86,508.01 $1,709.37 | $88,886.98
Level 8, Year 5 $1,656.84 | $86,155.72 $1,699.92 | $88,395.77 $1,746.67 | $90,826.65
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Award Level

| Weekly Rate| Annual Rate |Weekly Rate | Annual Rate |Weekly Rate | Annual Rate

LGIA 2017 - Stream B - Division 2 - Section 5 (Operational Services Employees)

rL:;’E'tﬁs first6 $909.87 | $47,313.24 $934.87 | $48,613.24 $961.87 | $50,017.24
Level 1, after first 6 $921.41 | $47,913.32 $946.41 | $49,213.32 $973.41 | $50,617.32
months

Level 2 $933.05 | $48,518.60 $958.05 | $49,818.60 $985.05 | $51,222.60
Level 3 $944.92 | $49,135.84 $969.92 | $50,435.84 $996.92 | $51,839.84
Level 4 $957.02 | $49,765.04 $982.02 | $51,065.04 | $1,009.03 | $52,469.33
Level 5 $972.64 | $50,577.28 $997.93 | $51,892.29 | $1,025.37 | $53,319.33
Level 6 $998.86 | $51,940.85 | $1,024.83 | $53,291.31| $1,053.02 | $54,756.82
Level 7 $1,025.39 | $53,320.25 | $1,052.05 | $54,706.58 | $1,080.98 | $56,211.01
Level 8 $1,049.47 | $54,572.27 | $1,076.75| $55,991.15| $1,106.36 | $57,530.91
Level 9 $1,076.11 | $55,957.54 | $1,104.09 | $57,412.43 | $1,134.45 | $58,991.28
LGIA 2017 - Stream C - Division 2 - Section 1 (Building Trade Services)

Ei‘(':;mg Worker $865.82 | $45,022.64 $890.82 | $46,322.64 $917.82 | $47,726.64
Ei‘(':)"ng Worker $884.36 | $45,986.72 $909.36 | $47,286.72 $936.36 | $48,690.72
E;‘('Smg Worker $909.31 | $47,284.12 $934.31 | $48,584.12 $961.31 | $49,988.12
E;('L‘;'”g Worker $932.50 | $48,490.00 $957.50 | $49,790.00 $984.50 | $51,194.00
Building Worker L2 $957.40 | $49,784.80 $982.40 | $51,084.80 | $1,009.42 | $52,489.63
Building $974.70 | $50,684.40 |  $1,000.04 | $52,002.19 | $1,027.54 | $53,432.25
tradesperson, level 1

Building

radesperson, level 2 | $100105 | $52054.38 | $1,027.07 | $53,407.79 | $1,05532 | $54876.51
Building $1,051.77 | $54,692.20 | $1,079.12 | $56,114.19 | $1,108.79 | $57,657.33
tradesperson, level 3

LGIA 2017 - Stream C - Division 2 - Section 2 (Engineering and Electrical/Electronic Services

C14 $865.82 | $45,022.64 $890.82 | $46,322.64 $917.82 | $47,726.64
c13 $884.36 | $45,986.72 $909.36 | $47,286.72 $936.36 | $48,690.72
c12 $909.31 | $47,284.12 $934.31 | $48,584.12 $961.31 | $49,988.12
c11 $932.50 | $48,490.00 $957.50 | $49,790.00 $984.50 | $51,194.00
C10 $974.70 | $50,684.40 | $1,000.04 | $52,002.19 | $1,027.54 | $53,432.25
9 $1,001.05 | $52,054.38 | $1,027.07 | $53,407.79| $1,055.32 | $54,876.51
c8 $1,027.64 | $53,437.51| $1,054.36 | $54,826.89 | $1,083.36 | $56,334.63
c7 $1,051.77 | $54,692.20| $1,079.12 | $56,114.19 | $1,108.79 | $57,657.33
6 $1,105.18 | $57,469.13 | $1,133.91| $58,963.32| $1,165.09 | $60,584.81
cs $1,131.18 | $58,821.35| $1,160.59 | $60,350.70 | $1,192.51| $62,010.35
c4 $1,158.59 | $60,246.59 | $1,188.71| $61,813.00 | $1,221.40 | $63,512.86
c3 $1,211.77 | $63,011.79 | $1,243.27 | $64,650.10 | $1,277.46 | $66,427.98
C2 (a) $1,238.47 | $64,400.26 | $1,270.67 | $66,074.66 | $1,305.61| $67,891.72
2 (b) $1,286.72 | $66,909.62 | $1,320.18 | $68,649.27 | $1,356.48 | $70,537.13
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Signed for and on behalf of: STEPHEN KENNETH BAKER
The Australian Workers’ Union of Employees
Queensland Signature

Stephen Kenneth Baker, Queensland Secretary

Name in full

MELINDA JANE CHISHOLM

In the presence of: Signature
Melinda Jane Chisholm, JP Qual 111924

Name in full
14 June 2022

Date

Level 13/333 Adelaide Street Brisbane Qld 4000.

Mr Geoff Taylor advised The Australian
Workers' Union Queensland consents to
the amendment in correspondence dated
7 October 2022.
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Signed for and on behalf of:
The Construction, Forestry, Mining and Energy,
Industrial Union of Employees, Queensland

In the presence of:

KANE LOWTH

Signature
Kane Lowth — Assistant State Secretary

Name in full

EMMA EAVES

Signature
Emma Eaves

Name in full
14.06.2022

Date

Mr Roland Cummins advised The

Construction, Forestry, Mining and Energy,

Industrial Union of Employees,

Queensland consents to the amendment
in correspondence dated 17 October 2022.
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Signed for and on behalf of:
Plumbers and Gasfitters Employees' Union GARY O'HALLORAN
Queensland, Union of Employees (PGEU)

Signature
GARY O'HALLORAN

Name in full

SHARI CHARRINGTON
In the presence of:

Signature
CHARI CHARRINGTON

Name in full
15/06/22

Date

Mr Troy Fernandez advised the Plumbers
and Gasfitters Employees' Union
Queensland, Union of Employees consents
to the amendment in correspondence
dated 18 October 2022.
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Signed for and on behalf of:
Queensland Services, Industrial Union of Employees

In the presence of:

NEIL HENDERSON

Signature
NEIL HENDERSON

Name in full
SECRETARY

CIANAN BEATON

Signature
CIANAN BEATON

Name in full
13/06/2022

Date

Mr Josh Maguire advised the Queensland
Services, Industrial Union of Employees
consents to the amendment in
correspondence dated 10 October 2022.

Page 30 of 31



Signed for and on behalf of:
Burke Shire Council

In the presence of:

DANIEL MCKINLAY

Signature
Daniel McKinlay

Name in full

BRIANNA HARRISON

Signature
BRIANNA HARRISON

Name in full
5/7/22

Date

Burke Shire Council applied for the
amendment on 9 November 2022.
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