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Part 1: Application and operation 
 

1. Title  
1.1 This Agreement shall be known as the Gympie Regional Council Certified Agreement 2022 (Agreement). 

2. Parties to agreement  
2.1 The parties to this agreement are – Gympie Regional Council (GRC), and the following Unions: 

• Queensland Services, Industrial Union of Employees (QSU) 

• The Association of Professional Engineers, Scientists and Managers, Australia, Queensland Branch, Union 
of Employees (APESMA) 

• The Australian Workers' Union of Employees, Queensland (AWUEQ) 

• The Construction, Forestry, Maritime, Mining & Energy, Industrial Union of Employees, Queensland 
(CFMEU) 

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

• Plumbers and Gasfitters Employees' Union Queensland, Union of Employees (PGEU) 

2.2 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  

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

3. Definitions and abbreviations  

(a) Administrative Section shall mean employees that fall under Division 2, Section 1 of the Queensland 
Local Government Industry (Stream A) Award – State 2017 

(b) Awards shall mean the following parent Awards:  

• 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 

(c) Bereavement leave is available in the following situations: 

• a member of the employee’s immediate family or household dies; or 

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

• if the employee reasonably requires extra time to travel to and from the funeral or other 
ceremony for the death (an amount of unpaid bereavement leave equal to the time reasonably 
required for the travel). 

 

(d) Compassionate leave is available in the following situations: 

• when a member of the employee’s immediate family or household contracts or develops a 

 



   

OCI830 Gympie Regional Council Certified Agreement 2022 
 Date of Certification – 4 April 2023, by Industrial Commissioner Knight 

5 

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

• when a member of the employee’s immediate family or household sustains a personal injury 
that poses a serious threat to the person’s life. 

(e) Declaration of a disaster situation for the District or State as relevant shall have the same meaning as 
that referred to in Part 4, Division 1 of the Disaster Management Act 2003, as relevant and as varied or 
replaced from time to time. 

(f) Engineering Section shall mean employees that fall under Division 2, Section 2 of the Queensland Local 
Government Industry (Stream C) Award – State 2017. 

(g) Field based employees shall mean employees that are employed under the following: 

• Division 2, Section 5 of the Queensland Local Government Industry (Stream B) Award – State 
2017. 

• Division 2, Section 1 of the Queensland Local Government Industry (Stream C) Award – State 
2017. 

• Division 2, Section 2 of the Queensland Local Government Industry (Stream C) Award – State 
2017. 

• Clause 13.5, Division 2, Section 1 of the Queensland Local Government Industry (Stream A) 
Award – State 2017.   

(h) Hospitality employees shall mean employees who are employed under the following: 

• Division 2, Section 4 of the Queensland Local Government Industry (Stream B) Award – State 
2017. 

(i) Immediate Family shall mean a spouse (including a former spouse, a de facto spouse and a former de 
facto spouse, spouse of the same sex) of the employee; and a child or an adult child (including an 
adopted child, a foster child, an ex-foster child, a stepchild or an ex-nuptial child), parent, grandparent, 
grandchild, step grandchild, a dependant member of the employee’s household or sibling of the 
employee or spouse of the employee.  

(j) Long term casual is a casual employee engaged by Gympie Regional Council, on a regular and 
systematic basis, for 1 or more periods of employment during the 1 year immediately before the 
employee seeks access to an entitlement under this agreement. 

(k) Manager/Supervisor in this document refers to the direct report of the employee, regardless of 
supervisory title.   

(l) Office based employees shall mean employees that are employed under the following: 

• Division 2, Section 1 of the Queensland Local Government Industry (Stream A) Award – State 
2017 (excluding employees engaged under clause 13.5).    

(m) Operational Services Section shall mean employees that fall under Division 2, Section 5 of the 
Queensland Local Government Industry (Stream B) Award – State 2017 

(n) Queensland Employment Standards (QES) form minimum standards of employment for employees 
relating to minimum wage, personal leave, parental leave, long service leave, public holidays, jury service, 
notice of termination and redundancy pay – modern Awards and certified agreements cannot displace 
but can supplement or add to in a manner that is no less favourable to an employee. 

(o) Theatrical employees shall mean employees who are employed under the following: 
• Division 2, Section 6 of the Queensland Local Government Industry (Stream B) Award – State 

2017. 
(p) Short term casual is a casual employee other than a long term casual employee. 
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4. Relationship to parent Awards  

4.1 This Agreement will be read and interpreted wholly in conjunction with the terms of the Awards, as varied or 
replaced from time to time. 

4.2 Where there is any inconsistency between the expressed terms of this Agreement and the terms of the 
Awards, this Agreement shall take precedence to the extent of the inconsistency.  Where this agreement is 
silent the provisions of the Awards shall apply.   

5. Date and period of operation  

5.1 This Agreement shall operate from certification until the 1 May 2025.  

5.2 The parties undertake to commence discussions in relation to negotiations for a new Agreement six (6) 
months prior to the expiry date of this Agreement, with the aim to reach an in principle understanding on the 
content of any future agreement (1) month prior to the expiry date of this agreement. 

6. Objectives of the Agreement 

6.1 This Agreement facilitates a workplace that provides certainty to GRC and employees while at the same time 
providing GRC's management and employees with the flexibility to anticipate and react to pressures from the 
community, business and government sectors. 
Accordingly, this Agreement assists GRC and its employees to maximise efficiency and effectiveness by:  

(a) providing greater flexibility in workplace practices and facilitating improved efficiency, productivity and 
quality of services; 

(b) providing employees with rewards and recognition commensurate with these improvements through 
improved wages, conditions and employment security linked to the acquisition of new skills, technologies 
and knowledge; 

(c) achieving continued productivity and efficiency improvements and establishing performance indicators to 
ensure the provision of a quality service to the community and GRC's customers; 

(d) promoting a harmonious and productive work environment through ongoing cooperation and 
consultation; 

(e) maintaining a healthy and safe work environment; 

(f) focusing on competitiveness to ensure GRC maintains a viable, effective and secure workforce; and  

(g) promoting job satisfaction by enabling employees to gain and utilise a broad range of skills and access 
relevant training programs in order for employees to achieve these objectives. 

7. Posting of Agreement  

7.1 A copy of this Agreement and the relevant Awards shall be made available in every work area and depot, both 
electronically and hard copy (by request). 

8. No extra claims 

8.1 Subject to the terms of this clause, the parties will not pursue any extra claims for changes in relation to matters 
dealt with by this Agreement and/or Awards read in conjunction with the Agreement during the life of the 
Agreement. 

 
PART 2: Hours of work and flexible working arrangements 
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9. Arrangement of hours 

9.1 Hours of Duty 

9.1.1  Office Based Employees 

Generally, office based employees will work a nine-day fortnight.  Standard hours to be worked by employees 
working 72.5 hours per fortnight during the nine day working fortnight are as follows or such other times as 
may be mutually agreed between management and employees from time to time: 
 
8.00 am commence work 
10 minute morning tea break to be taken as agreed 
57 minute lunch break taken between 12.00 noon and 2.00pm 
10 minute afternoon tea break to be taken as agreed 
5.00 pm finish work 
 
The ordinary hours of duty for employees on this arrangement shall average 36.25 hours per week and shall be 
in accordance with the ordinary span of hours as found in the Administrative Section of the Award unless varied 
in accordance with an instrument entered into under the terms of this agreement.   
 
9.1.2  Field Based Employees 

Generally, field based employees will work a nine-day fortnight.   Standard hours to be worked by employees 
working 76 hours per fortnight during the nine day working fortnight are as follows or such other times as may 
be mutually agreed between management and employees from time to time: 
  
6.30 am commence work 
20 minute morning tea break to be taken as agreed 
30 minute lunch break to be taken between 12 noon and 1.00pm, however may be extended to one (1) hour by 
mutual agreement. 
3.30 pm finish work, adjusted depending on meal break time. 
 
The additional 30 minutes worked each fortnight will be added to accrued time and used towards Christmas 
shutdown or other mutually agreed time. 
 
The ordinary hours of duty for employees on this arrangement shall average 38 hours per week and shall be in 
accordance with the ordinary span of hours as found in the Operational section of the Award unless varied in 
accordance with an instrument entered into under the terms of this agreement.  
 
9.1.3  Flexibility 

To ensure flexibility in relation to the start and finish times, each branch/work unit is able to set the employee’s 
hours of work, subject to the following: 

(a) to meet the operational requirements of the unit 

(b) to ensure family responsibilities of the affected employees are considered 

(c) All decisions to move the start and finish times will occur by mutual agreement between management 
and  greater than fifty percent (50%) of the affected employee/s concerned and shall be in writing, 
detailing the new starting time, its date of commencement and the period concerned. 

 

9.2 Part time employment – Office based employees 

Part-time hours may range from one day per week to a maximum of full-time hours. The minimum hours per 
day are three (3) hours. At the time of engagement or when a full-time employee moves to part-time hours 
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GRC and the employee will agree in writing on an initial systematic pattern of work relevant to the position. 
The agreed systematic pattern of work will cover: 

(a) Weekly hours; 

(b) Daily hours; and 

(c) Days on which hours will be worked. 

The initial systematic pattern of work may be varied in writing by mutual agreement on a permanent or 
temporary basis. The initial systematic pattern of work may be varied to cover planned absences, peak periods 
of business operations or through the availability of an employee to perform additional hours. Where the 
systematic pattern of work is mutually agreed to be varied to increase the hours of engagement, but the 
employee still remains on a part-time basis, then these increased hours will be paid at ordinary rates of pay. All 
hours worked above the revised systematic pattern of work will be paid at overtime rates as per the Award. 
 
Temporary variations to the systematic pattern of work will not exceed more than three (3) months in duration 
at any one time in most circumstances. The exception to this is when the temporary variation is to cover 
planned absences and peak periods that are known to be more than three (3) months at the time the variation 
is agreed to. Variations to the systematic pattern of work not involving additional hours will be by mutual 
agreement with, as far as practicable, no less than one weeks’ notice prior to the commencement of the 
revised systematic pattern of work. 

Where a request is made for an employee to work additional hours, to cover unplanned absences or peak 
periods/planned absences, with less than one weeks’ notice, the additional hours beyond the agreed 
systematic pattern of work will be paid at overtime rates as per the Award.  

A part-time employee will be paid overtime for hours worked as directed or authorised by the manager: 

(a) Outside the normal span of hours (6am to 6pm); or 

(b) All time worked in excess of the hours mutually agreed in the systematic pattern of work. 

Overtime will not be performed without prior approval and agreement. At the employees request TOIL (time 
off in lieu of overtime) may be used by part-time employees in accordance with clause 12 of this agreement. 

9.3 Travel  

When an employee is required to travel outside an employee’s ordinary hours then that employee is to be 
paid for this time at the appropriate overtime penalty rates unless previously agreed to store the time as TOIL. 

10. Days Off 

10.1 Rostered day off 

Each employee working the nine-day fortnight hours provided in clauses 9.1.1 and 9.1.2 shall have one unpaid 
rostered day off (RDO), for each fortnight of employment.   

(a) Unless otherwise mutually agreed between management and the employee concerned, RDO’s shall be 
taken on a Monday or a Friday. 

(b) Where an RDO falls on a prescribed public holiday an alternative RDO shall be made available, generally 
on the following work day, unless mutually agreed. 

(c) GRC may request a change to the nominated rostered day off provided that they generally give seven (7) 
days’ notice with a minimum of three (3) working days’ notice, or by mutual agreement.   

(d) An employee may request for an RDO to fall on another day, (other than the rostered day) within the given 
fortnight, and where special circumstances can be demonstrated by the employee, the request will not be 
unreasonably refused. 
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(e) On contract jobs or jobs where progress is critical, RDO’s worked should be banked, to be taken after the 
completion of the project, by mutual agreement and dependent on operational requirements. 

(f) Where GRC requests an employee to work their RDO then payment will be made at overtime rates unless 
the employee requests otherwise and the variation is mutually agreed. 

To be clear, any employee who falls sick on a RDO shall not receive any further day in lieu thereof. 
 
Employees agree to cooperate with Management to ensure that adequate employees are available at all times 
to meet operational requirements.  
 
By mutual agreement a scheduled RDO will be a:  

(a) Normal unpaid RDO. 

(b) RDO worked and paid at appropriate Award overtime rates. 

(c) RDO worked and banked. 

10.2 Banking a rostered day off 

With prior manager approval, employees are able to bank up to a maximum of the equivalent of nine (9) days 
in RDO’s (subject to three (3) days being used for Christmas Shutdown). Subject to business needs, approval will 
not be unreasonably denied. 

(a) Management agrees to keep a record of this information (provided to employees on their payslip) to allow 
employees to take certain amounts of time off, once RDO’s are banked, in order to achieve a work/life 
balance.   

(b) Any time taken off, from hours accumulated from banked RDO’s, will be by mutual agreement between 
management and the employee concerned.  

(c) A reasonable amount of notice will be put forward by either party to ensure that the operational 
requirements of GRC can be met; however, requests for time off will not be unreasonably withheld by 
management. 

(d) Employees may bank more than the maximum nine (9) days of accumulated RDO’s subject to approval 
from manager and director. 

(e) Banked RDO hours that are less than nine (9) days may be paid as requested in writing by the employee 
and as approved by GRC and will be paid within the next pay period at the appropriate overtime rate as 
worked.  

10.3 RDO'S Reserved for Wet Weather  

Where GRC's operations are affected by wet weather: 

(a) GRC may request Field Based Employees to take up to two stored RDOs for wet weather events per 
calendar year and the request will not be unreasonably refused; 

(b) GRC may only request an employee to use their RDOs during a wet weather event if the employee has 
available hours in their RDO balance.  

(c) GRC will provide Field Based Employees who are directed to take any RDOs during a wet weather event 
with additional work to accrue the RDO that they were directed to take. 

(d) Wherever possible wet days are to be used for employee training or other activities. 

(e) Notification of wet weather RDOs will be given to affected employees by the end of the prior working day 
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11. Flexible working arrangements 

11.1 Flexibility 

Employees agree to continue, wherever possible, with the flexible and co-operative work arrangements which 
have assisted GRC in undertaking projects, completing deadlines and coping with extra-ordinary situations. 

11.2 Flexible working hours 

Subject to clause 11.3, individual employees wishing to work flexible working hours should initially make 
application through their relevant Director/Manager. This may include, but not be limited to, job sharing, part 
time study leave arrangements, working from home and flexible work hours.  

If approval is not received the applicant is able to request the Chief Executive Officer to review the request and 
decision made.  Subject to GRC being in a position to meet operational requirements, an application should 
not be unreasonably withheld. 

11.3 Working from home 

Employees may request to work from home. Approval will be subject to the demands of the position, the 
actual work content, and mutual agreement between the employee and GRC. Consideration is based on the 
unique circumstances of the employee, their duties and work content and impact on their colleagues and 
customers.  

Work from home is not a right of employment and will be considered subject to its impact on customer 
service levels, costs, and work health and safety risks. Requests for working from home will be considered in 
accordance with Chapter 2 Part 3 Division 4 of the Act – Flexible working arrangements which requires GRC 
approval and a response within 21 days.  

Employees who are approved to work from home will be covered by and they will comply with all statutory 
provisions, such as Work Health and Safety and Workers Compensation, as if they were working from or in 
GRC premises. 

11.4 Transition to Retirement 

Transition to Retirement may be available to those employees considering full time retirement from the work 
force and who may consider a transition period to retirement.  

This is in recognition of the need to facilitate the transfer of corporate knowledge, skills and provide guidance 
and mentoring to other employees prior to retirement, for the mutual benefit of the employee and GRC. 

Any such arrangements between GRC and the employee will be documented in writing confirming the agreed 
pattern of work required, which may include (as applicable,) weeks to be worked over the period, minimum 
ordinary hours per week, the days on which the work is to be performed and daily starting and finishing times. 

These arrangements may be varied by mutual agreement between the employee and GRC and any agreed 
amendments documented. 

11.5 Mid-Career Break  

In recognition of an employee’s extended service, GRC is committed to assisting its long serving loyal 
employees. An employee with ten (10) years or greater service may apply to the CEO/Delegate for a mid–
career break of not more than 52 weeks, for the purposes of family, study, travel, career growth, etc.  

Each claim for a mid–career break shall be considered on its merits, and subject to GRC being in a position to 
meet operational requirements, an application should not be unreasonably withheld.  

Where a mid–career break is approved, the terms of the break should be in writing, stating the length of the 
break and agreed return date and must guarantee the employee’s substantive position and all existing 
remuneration and employment benefits upon return. Any employee on an approved mid–career break shall 
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not accrue any leave entitlements whilst absent on unpaid leave, however any mid–career break will not 
constitute a break in the employee’s continuous service.  

A mid-career break if approved may be either designated as leave without pay or may also incorporate 
payment of accrued annual or long service leave entitlements.  

If an application is not approved GRC will outline the business reasons for this decision in writing and the 
employee may discuss these with their Team Leader/Manager. If an employee is dissatisfied they have the 
right of appeal through the Grievance Resolution and Management Procedure. 

12. Time off in lieu of overtime (TOIL)  

12.1 Overtime can only be worked with approval by management and is to be paid at the applicable overtime rates, 
however, where management and the employee agree: 

(a) overtime worked can accrue as TOIL at the rate of time for time and be taken at a later date as TOIL. E.g. 
three (3) hours overtime accrues as three (3) hours TOIL; and  

(b) the overtime penalty rate does not apply.  

12.2  TOIL arrangements will be documented on time sheets or the appropriate payroll form for employees that are 
not required to complete timesheets. 

12.3  An employee may elect to maintain TOIL accruals up to a maximum of  five (5) days. 

12.4  The taking of TOIL should be agreed in advance between the employee and their Manager. A reasonable 
amount of notice will be put forward by either party to ensure that the operational requirements of GRC can 
be met; however, requests for time off will not be unreasonably withheld by management.  

12.5  In all other circumstances, TOIL will be taken as soon as possible at a mutually agreed time, consistent with 
operational requirements and may be taken in whole days or part thereof. 

12.6  Accrued TOIL that is less than five (5) days may be paid as requested in writing by the employee and as 
approved by GRC and will be paid within the next pay period at the appropriate overtime rate as worked.  

12.7  This clause shall apply to all employees that fall within the wages schedules defined within this agreement 
across all Awards. 

12.8 Management may suggest this arrangement but cannot require employees to take TOIL instead of payment 
for overtime or other penalties. Employees will continue to receive payment for all penalties if that is their 
preference. 

13. Christmas shutdown 

13.1 GRC works will shut down and the GRC offices will not be open to the public between Christmas Day and New 
Year’s Day.  

13.2 Employees who are not required to work over this period will take the days from their accrued leave or 
accumulated time / RDOs. If insufficient leave is available, leave without pay can be requested. 

13.3 If requested, GRC will endeavor to find suitable, meaningful work during the first Christmas shut down period 
for new employees subject to the following: 
(a) The employee started with GRC after the 1 October of their commencement year, and 

(b) The employee has insufficient leave balances to cover the Christmas shut down period; 

(c) While GRC will make all efforts to find suitable work, if work is unavailable, the employee will be required 
to take paid or unpaid leave during this period. 
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PART 3: Wages and classifications 
 

14. Remuneration 

14.1 The following wage increases will be paid throughout the life of the Agreement: 
 

(a) From the 19 December 2021, employees will receive a wage increase of 3% or $40.00 per week (whichever 
is the greater),  

 
(b) From the commencement of the first pay period on or after the1 May 2022, employees will receive a wage 

increase of 2.5% or $35.00 per week (whichever is the greater),  
 

(c) From the commencement of the first pay period on or after the 1 May 2023, employees will receive a wage 
increase of 4% or $50.00 per week (whichever is the greater),  

 
(d) From the commencement of the first pay period on or after the 1 May 2024, employees will receive a wage 

increase of 3.5% or $45.00 per week or Consumer Price Index (CPI) derived from the Australian Bureau of 
Statistics (ABS) series of Consumer Price Index figures (Brisbane all groups) for the March quarter of that 
year capped at 4% (whichever is the greater). 

 
14.2 A wages schedule is attached at Appendix 1 (subject to CPI variance). 

15. Classification / Reclassification 

15.1 The parties agree that the provisions contained within the Administrative section of the Award, in relation to 
Classification/Reclassification shall apply equally to all employees, subject to the following additions: 

(a) A Position Description shall be designed for every position and verified by the individual occupant of the 
position and the Director or delegated Manager. 

(b) Copies of the current Position Description shall be in the possession of the incumbent employee and the 
Manager People and Organisational Development. 

(c) The Position Description shall be reviewed annually in the employee appraisal process and, in the event of 
any significant changes becoming necessary to the Position Description the classification of the position 
shall be reviewed in accordance with GRC’s position classification review procedures. 

(d) Applications for reclassification of positions will generally be considered on an annual basis in line with the 
employee appraisal process. 

(e) Where the employee, or GRC, assesses that the position has undergone a significant change (such as 
substantial change or restructuring of the position) an application can be made to request reclassification 
of the position. 

(f) A reclassification may be granted where the duties, responsibilities and/or skills required to perform the 
role have increased, require greater complexity or have significantly changed. 

(g) A response to a request for reclassification shall be provided to the employee within eight (8) weeks unless 
otherwise agreed. 
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(h) If an employee disputes any determination made by GRC in respect of a reclassification request, that 
dispute shall be dealt with in accordance with clause 46 of this agreement. 

16. Superannuation  

16.1 In accordance with Chapter 9, Part 2 of the Local Government Regulation 2012 GRC will contribute additional 
superannuation for permanent employees above the standard Superannuation Guarantee. 

16.2 In addition to the superannuation benefit available to all eligible employees engaged under the terms of this 
Agreement, as prescribed by the Local Government Act 2009 and other relevant legislation, GRC will pay a 
further 1% increase for the life of this agreement. 

17. Automatic progression  

17.1  Any office based employee classified at Level 1 who has successfully completed six (6) years of service with GRC 
at Level 1 will automatically progress to Level 2.  All normal increments will be available to the officer from level 
2.1 to Level 2.4. 

 
17.2 The entry level classification for employees under the Operational Services section of the Award will be Level 3, 

subject to the following: 

(a) Clause 17.2 will not apply to employees engaged under the Supported Wage System as defined in 
Division 1, Schedule 2 of the Queensland Local Government Industry (Stream B) Award – State 2017, as 
varied or replaced from time to time. 

18. Mixed functions  

18.1 Employees engaged under the Operational Services section and who perform a duty under this Section of the 
Award on a regular basis that is of a higher classification rate, shall be reclassified to the higher classification, 
where:  

(a) the regular basis is defined as working greater than fifty percent (50%) of their working time in the previous 
12 months at the higher rate, and; 

(b) the higher rate is not due to a formal GRC secondment, temporary project work or for higher duties due to 
filling in for extended leave periods 

 
18.2 This does not prevent Operational services section employees from requesting a reclassification in accordance 

with clause 15 or GRC from reclassifying an employee at any time. 
 

19. Higher duties 

19.1 Subject to written approval by a Director/Manager, all employees engaged under this agreement and;  

(a) primarily engaged on duties of a higher level for a total of more than 4 hours on any day shall be paid the 
rate applicable to such higher level for the entire day, or;  

(b) primarily engaged on duties of a higher level for periods of 4 hours or less on any day shall be paid the rate 
applicable to such higher level for 4 hours.  

 
PART 4: Allowances  
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20. Allowances – Engineering Award 

20.1 The rates of pay contained within this agreement for employees employed under the Engineering Section of the 
Award are inclusive of the Tool and Construction allowance in lieu of all disability related allowances, with the 
following exceptions:  

• Early Start Allowance (penalty)  
• Leading Hand Allowance  
• Meal Penalty  
• On-Call Allowance  
• Shift Allowance  
• First Aid Allowance  
• Travel Allowance  
• Work in the Rain Penalty  
• Live Sewer Work Allowance  

20.2 Allowances paid to employees covered by this Agreement shall increase in accordance with clause 27.1 of this 
Agreement. 

21. On-Call 

21.1 GRC may require an employee to be available to perform emergency work either remotely or through 
attendance at a GRC work-site outside of his/her normal working hours. 

(a) Employees required to remain On–Call must be able to be contacted, in a fit state to perform the work and 
be able to respond within a reasonable period of time;  

(b) An employee shall not be considered to be On–Call due solely to a customary arrangement whereby the 
employee returns to GRC’s premises outside ordinary hours to perform a specific job;  

(c) An employee must be directed to be On-Call, having provision of the electronic means for contact or to 
perform the work remotely does not justify entitlement to this allowance 

(d) Any employee subject to this clause who cannot be reasonably contacted or refuses to perform the 
emergency work for legitimate or other reasons will forfeit any allowances provided for in this clause 

(e) On-Call employees will be provided appropriate resources to undertake their duties. Assignment of 
employees to On-Call duties will be undertaken having due regard to principles of reasonable direction, 
employee well-being, and equitable distribution of On-Call duties. 

(f) Any On-Call arrangements will be on a roster system so as to provide the employee with details of On-
Call arrangements.  

22. On-Call Allowance 

22.1 Where GRC requires the employee to be On-Call and be readily available and accessible (both physically 
and/or by telecommunications as appropriate) to perform emergency work, an allowance at the rate of $27.85 
per day Monday to Saturday and $45.67 per day on each public holiday the employee is on-call shall be paid.   

22.2 The on call allowance for Sundays shall be paid in accordance with the Operational services section of the 
Award. 

22.3 When an employee is required to be On-Call on any gazetted public holiday, an employee shall have one day 
added to the employee’s annual leave balance for each public holiday on which the employee is required to 
remain On-Call.  
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23. Remote on call 

23.1 Employees receiving the on-call allowance may be required to respond to emergency after-hours calls for 
assistance via telephone or electronic device (and not required to personally attend on site to a call-out). 

23.2 Subject to the following conditions emergency work performed from home shall be paid at double time from 
the time the work commences until the time the work is completed:   

(a) Work commences when work is initiated, for example, if a call is taken and logged, then the commencement 
time is when you start making the call or logging on to the computer. 

(b) This provision does not apply to Executive Officers.  

23.3 The total of the payment received in these circumstances shall not be less than one hour at double time rates.   

(a) All attendance(s) and work carried out or commencing within the minimum call out period is covered by 
that call out payment. 

(b) Any further call outs commencing outside of the minimum call out period will attract an additional 
minimum payment. 

24. Call out 

24.1 Any other call-out while on stand-by will be paid in accordance with the relevant Award, subject to the following 
conditions: 

(a) If an employee is required to travel to a work place to perform the necessary emergency work, the employee 
will be paid at the prescribed overtime rates for that day, from the time of leaving home to commence work 
until the employee returns home. 

(b) All attendance(s) and work carried out or commencing within any minimum call out period is covered by 
that call out payment. 

(c) Any further call outs commencing outside of a minimum call out period will attract an additional minimum 
payment.  If an Award is silent regarding a minimum call out period, then the minimum call-out period of 
two (2) hours will apply. 

25. Meal Allowance 
25.1 The parties agree that employees who work so much overtime as would entitle them to receive the meal 

allowance, will receive a payment of $19.01 or an adequate meal at GRC’s expense in lieu of the rate specified 
in the Award. 

26. Leading Hand Allowance 

26.1 The parties agree that the payment for fulltime employees that are carrying out work as leading hands that 
would entitle them to receive the Leading Hand Allowance, will receive a payment of $57.04 per week, 
regardless of the number of employees they are directed to supervise in lieu of the rate specified in the Award. 

26.2 The payment for part time, casual or authorised short term relief employees who are carrying out work that 
would entitle them to receive the Leading Hand allowance will be $12.68 per day. 

(a) Authorised short term relief will not exceed a period of 5 working days 
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27. Allowance Increases 

27.1 Relevant allowances contained within the Parent Awards listed in Clause 3 of this Agreement and including 
those allowances referred to within this Agreement, will be adjusted throughout the life of this Agreement in 
line with percentage increases in accordance with CPI detailed in Clause 56 of this Agreement.   

27.2 Allowance increases are to continue beyond the term of this agreement if the agreement expires due to 
legislative constraints or delays in the negotiation process. 

 
PART 5: Leave  
 

28. Annual leave 

28.1  The parties agree that annual leave may be taken wholly or partly in advance on a pro rata accrual basis before 
the employee has become entitled to annual leave. 

28.2 An employee who has taken in advance part of the annual leave that would be due at the end of a year of 
employment, becomes entitled at the end of that year of employment to the part of the annual leave not already 
taken. 

28.3 Annual leave entitlements shall be recorded and provided to employees on their payslip. 

29. Personal leave 

29.1 Subject to clause 30 and clause 31, Personal leave is provided for in the QES and covers: 

(a) sick leave; 

(b) carer's leave; 

(c) bereavement and compassionate leave; and 

(d) cultural leave. 

30. Sick leave  

30.1 The parties agree that sick leave entitlements should be standardised across all Awards covering all GRC 
employees.  To this end the following conditions shall be applied:  

  
(a) Full time employees working 72.5 hours per fortnight are entitled to 108.75 hours’ sick leave per year of 

service. 

(b) Full time employees working 76 hours per fortnight are entitled to 114 hours’ sick leave per year of 
service. 

(c) Part-time employees are entitled to personal leave on a pro-rata basis of full-time employees undertaking 
the same type of work. 

30.2 Sick leave taken is to be deducted as per the relevant Award, i.e. the normal hours that would have been worked. 

30.3 Where an employee is terminated due to their death and they have completed a minimum employment period 
of five (5) years of service with GRC, provision will be made to payout 100% of accumulated sick leave 
entitlements. 

30.4 Subject to clause 30.5, where an employee was employed by GRC prior to the 25 March 2019 and either had 
accrued or subsequently accrues five years’ service from the date of their employment with GRC, they are 
entitled to payout of: 

(a) 25% of their accrued sick leave entitlements where their employment is terminated other than by reason 
of misconduct.   
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(b) Employees may elect to transfer the full amount of sick leave, or be paid out for 25% of their accrued sick 
leave, and transfer 25% less sick leave if transferring to another Local Government. 

Clause 30.4 regarding the provision of payout of sick leave is to be kept in future GRC certified agreements 
until it no longer applies to current GRC employees. 

30.5 Payout of sick leave entitlements will not be available to employees terminated in accordance with approved 
disciplinary procedures.  

30.6 Accrual of sick leave entitlements for the purpose of Clause 30.4 is deemed to have commenced as follows:  

(a) For those employees employed by the former Cooloola Shire Council from the date of employment with 
either Cooloola Shire Council or the predecessor Councils of Cooloola Shire Council. 

(b) For those employees employed by the former Kilkivan Shire Council, from the date of employment with 
Kilkivan Shire Council. 

(c) For those employees employed by the former Tiaro Shire Council, from the date of employment with Tiaro 
Shire Council. 

(d) For all other employees, from 15 March 2008 or the date of employment with GRC, whichever is the latter.
  

30.7 Where an employee is affected by illness or injury while on long service leave or annual leave, they may apply 
to debit their sick leave accrual and credit their long service leave or annual leave accrual accordingly, 
provided that: 

(a) the employee provides a certificate signed by a medical practitioner certifying that the employee was 
incapacitated by such illness to the extent that the employee would be unfit to perform normal duties for 
a period of not less than five working days 

31. Bereavement and compassionate leave  

31.1 Bereavement and compassionate leave entitlements shall be in accordance with the Queensland Employment 
Standards, subject to the following amendments: 

31.2 In addition to their personal leave entitlements, permanent employees are entitled to:  

(a) three (3) days paid bereavement leave on the death of a member of the person's Immediate Family or 
household; and  

(b) access to personal leave entitlements for any reasonable additional time required. 

32. Domestic and family violence leave 

32.1 In accordance with the conditions outlined in the Queensland Employment Standards, Part 3 Division 7 of the 
Act, employees are entitled to Domestic and family violence leave as follows: 

(a) an employee other than a casual employee is entitled to twenty (20) paid days of domestic and family 
violence leave each year 

(b) a long term casual employee is entitled to twenty (20) unpaid days of domestic and family violence leave 
each year 

(c) a short term casual employee is entitled to two (2) unpaid days of domestic and family violence leave 
each year 
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32.2 This leave is separate to other leave accruals, is able to be taken in part days and does not accumulate from 
year to year.  Employees are also able to access other leave types for periods related to Domestic or Family 
Violence.   

32.3 An employee may use Personal leave (Carers leave) to care for or support a person who has experienced 
domestic violence. 

32.4 While notice is not strictly required prior to taking the leave, an employee should notify GRC (their manager or 
the HR manager) as soon as reasonably practicable of their intention to take or remain on domestic and family 
violence leave or other leave for this purpose.  Proof of domestic and family violence may be required and can 
be a document issued by the Police Service, a Court, a Doctor, a Domestic and Family Violence Support Service 
or Lawyer, or a statutory declaration.  GRC will not disclose such evidence unless disclosure is required or 
permitted under an Act. 

32.5 Additional information, support and processes for an employee affected by Domestic and Family Violence are 
outlined in GRC’s Domestic and Family Violence Support procedure.   

33. Long service leave  

33.1 The Parties agree that Long Service Leave Entitlements provided by the Administrative Section of the Award are 
to be applied equally to all employees of GRC from 15 March 2008, but is not to apply retrospectively to 
entitlements for service before that time.   

33.2 Additionally, the parties agree that following the first seven (7) years of service, all employees of GRC are entitled 
to take the accruing Long Service Leave on an annual pro-rata basis. 

33.3 Long Service Leave may be accessed for periods of less than two weeks. 

34. Leave at half pay 

34.1 Employees may apply to access Annual Leave and Long Service Leave on half pay. This may only be accessed 
for minimum periods of 2 continuous weeks for each period of leave at half pay.  Each application will be 
assessed on an individual basis and approval is at the Chief Executive Officer’s discretion. 

 

35. Military service leave 

35.1  Subject to clause 35.2, where: 

(a) an employee attends camps, courses or schools of His Majesty's Naval, Military or Air Forces on military 
service leave; and 

(b) the Service Pay received by such employee is less than the employee's ordinary hourly rate of 
remuneration as an employee of GRC,  

GRC will pay the employee the amount of the difference between the employee's Service Pay and the 
employee's ordinary remuneration. 

35.2 An employee will only be entitled to the leave and Service Pay as provided for in clause 35.1 where they have 
provided GRC with at least four weeks’ notice of any proposed service leave. 
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36. Parental leave 

36.1 All parental leave entitlements will be in accordance with the full provisions of the Queensland Employment 
Standards, subject to the following: 

36.2  Parental leave 

For the purposes of this clause, ‘parental leave’ is defined as one (1) continuous period of leave during which 
the employee is the primary carer in relation to the birth, adoption or surrogacy of their child. 

(a) Employees (other than casual employees) with more than twelve (12) months service with GRC will be 
entitled to paid parental leave of eight (8) weeks at their ordinary rate of pay or sixteen (16) weeks at half 
pay, inclusive of public holidays that fall within this period. Provided however, that part-time employees 
shall be entitled to payment on a pro-rata basis commensurate with their normal hours worked. 

(b) The period of paid parental leave provided for in clause 36.2 is deemed to form part of the fifty-two (52) 
weeks, or part thereof, of unpaid long parental leave as specified in the QES. 

(c) The period of paid parental leave is payable once only in connection with each birth or adoption of a 
child/children to an employee of GRC. 

(d) Employees may use any accrued annual, TOIL, RDO and long service leave during a period of Parental 
Leave that would otherwise be unpaid. 

36.3  Parental leave (Non-Primary Carer) 
For the purposes of this clause, ‘non-primary carer’ can include an adoptive parent, non-birth parent in a 
same-sex relationship, husband or defacto partner. 

(a) Employees (excluding casual employees) with twelve (12) months continuous service with GRC shall be 
entitled to two (2) weeks paid short parental leave at their ordinary rate of pay or four (4) weeks at half 
pay, inclusive of public holidays that fall within this period. Provided however, that part-time employees 
shall be entitled to payment on a pro-rata basis commensurate with their normal hours worked. 

(b) The period of paid parental leave (non-birth partner) provided for in clause 36.3 is deemed to form part 
of the eight (8) weeks, or part thereof, of unpaid short parental leave as specified in the QES. 

(c) The period of paid parental leave is payable once only in connection with each birth or adoption of a 
child/children to an employee of GRC. 

(d) Employees may use any accrued annual, TOIL, RDO and long service leave during a period of Parental 
Leave that would otherwise be unpaid. 

37. Absenteeism management 

37.1 Both parties recognize that absenteeism constitutes a significant industrial relations issue and cost overhead, 
and will collaborate on reducing its incidence and agree to a range of initiatives to examine trends and causes.  
If the results of a Director’s/General Manager’s/Manager’s attendance investigation show unsatisfactory 
attendance and reasons for absence, then the following actions should be taken: 

(a) Formally notify the employee of a forthcoming interview between the responsible employee or their 
nominated delegate, in the presence of their supervisor and notify the employee they may have a Union 
representative present if that employee so requests. 

(b) If the discussion in respect to the absences does not provide satisfactory reason for the absences, then a 
letter is to be sent to the employee, stating management’s assessment and the intended procedure to be 
followed in future.  The employee shall be entitled to have access to their employee file. 

(c) If the unsatisfactory attendance continues the Manager has the discretion to require the employee to 
provide: 
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• a medical certificate or evidence from a suitably qualified medical practitioner for each occasion that 
sick leave is claimed. 

• details from their medical practitioner outlining the employee’s continuing fitness for work. 
 

37.2 The results of the above information should be recorded for future reference.  Such information shall remain 
confidential between GRC and the employee concerned and union officials if appropriate, unless required by 
law. 

37.3 Nothing in this clause limits GRC’s capacity to take disciplinary action against an employee where GRC is satisfied 
that the employee has engaged in misconduct. 

38. Workers compensation 

38.1 Employees on Workers Compensation can apply in writing to the Chief Executive Officer to request access to 
accrued sick leave entitlements to "top up" Workers Compensation payments which have reduced in line with 
statutory requirements. The outcome is to be at the Chief Executive Officers discretion. 

39. Natural disaster leave 

39.1 Upon the declaration of a disaster situation, special natural disaster leave is available to employees under the 
following conditions and/or circumstances: 

(a) Where due to such disaster an employee is prevented from travelling from their place of residence to 
their usual place of employment on account that it would threaten the safety of the employee if they 
were to attempt to attend for work by either their usual, or some other reasonably available means of 
transport; and 

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

(c) They have advised, or as soon as reasonably practicable, have advised their supervisor of the 
circumstances; or 

(d) Where the employee has a genuine domestic necessity that requires them to either remain at or return to 
their home; to prepare, protect or remove belongings, etc. from a personal dwelling or place of residence 
that may reasonably be affected by the disaster; or to another residence or premises to protect the safety 
of the employee’s immediate family on account of such disaster; or 

(e) Where 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 disaster; or 

(f) To make or organise temporary repairs, or to clean up, etc. the employee’s personal property/dwelling 
that has been directly damaged as a result of such disaster; and 

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

 
39.2 An employee whose circumstances are defined by this clause shall be allowed up to five (5) days paid special 

natural disaster leave per calendar year (non-cumulative), with access to a maximum of 3 days leave per 
declared disaster situation.  

 
39.3   Special natural disaster leave may be claimed retrospectively once a disaster has been declared. 
 
39.4 Special 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. 
 
39.5 Additional paid special natural disaster leave 
 GRC may consider additional paid special natural disaster leave beyond the scope of this clause under 

exceptional circumstances.  Approval of such ‘additional leave’ is subject to the discretion and approval of the 
CEO and will be considered on a case by case basis. 
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40. Emergency Services leave 

40.1 Employees who are members of voluntary emergency services and who due to a natural disaster attend to the 
community shall upon request be granted unpaid leave subject to the discretion of the CEO.   Granting of such 
leave will be dependent on the operational capacity of GRC to grant such leave, however shall not be 
unreasonably withheld.   

 
PART 6: Workplace security  

41. Employment security 

41.1 GRC recognises that employees value secure employment, safe working conditions and competitive pay and 
conditions.  Employees and their unions recognise that GRC must operate within the community expectations 
as determined by their elected councillors, State laws, available funds and budgeted priorities, and the terms of 
this Agreement.  The parties agree that the best way to secure employment in GRC is for managers and 
employees to deliver the services and infrastructure required by the community and other levels of government 
as efficiently and effectively as possible. 

 
41.2 The parties agree the use of indirect employment arrangements such as contractors, labour hire agencies and 

casual labour, are not the preferred method of delivery of services and would only be used in circumstances 
such as: 

 
(a) If there are no other suitably qualified employees available in the short term. 
(b) If there is a bona fide emergency or urgent work requirement. 
(c) If the skills required cannot be obtained internally in the short term. 
(d) Managing peaks in the workload. 

 
41.3 GRC may use contractors where the work volume is beyond the capacity of GRC and only when all employees, 

plant and material resources have been considered.  Contractors may also be used where the type of work or 
specialization required is beyond the capacity of GRC resources or existing employees. 

 
41.4 Any use of sub-contractors is to be on the understanding that there is to be no loss of employment opportunities 

for existing permanent employees.  
 
41.5 Where contractors are engaged to carry out work that would be covered by this agreement they will be required 

to acknowledge, prior to engagement, that they will comply with the relevant Award provisions applying to any 
employee engaged on such works. 

42. Conversion of casual or fixed term employees 

42.1 A casual employee working on a systematic and regular basis for a minimum period of six (6) months may 
apply in writing to convert their casual employment status to permanent full-time or part-time depending on 
the average hours worked over the preceding six (6) months.   

42.2 A fixed term employee working on a systematic and regular basis for a period of twelve (12) months may 
apply to convert their fixed term employment status to permanent full-time or part-time depending on the 
average hours worked over the preceding twelve (12) months. 

42.3 In making a determination GRC will take into consideration the following factors: 

 (a) business needs specific to work areas; 

 (b) regularity of hours and length of employment; 

 (c) likelihood of ongoing funding available for the position; and 
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 (d) legislative requirements pertinent to particular business areas. 

42.4 Conversion would not occur if the fixed-term appointment was in relation to specific projects or due to relieving 
employees on leave for a specific period of time where there is a defined end date. 

43. Shared services 

43.1 GRC will endeavour to maintain its permanent workforce during the term of this Agreement through the 
employment of permanent full-time and permanent part-time local government employees. 

 
43.2 While it is not currently GRC’s intention to engage in any shared resource, joint enterprise or shared service 

company arrangements, GRC reserves the right to make a determination regarding such arrangements.  In the 
event that GRC does determine to engage in such an arrangement the notification and consultation processes 
set out in clause 44 – Organisation/Workplace Change Consultation Process will occur following such decision 
and prior to any implementation of such arrangements. 

 
PART 7: Workplace change  

44. Organisation / Workplace change consultation process 

44.1 Duty to notify 

Where GRC has embarked on the process to make a definite decision to introduce major changes in production, 
program, organisation, structure or technology that are likely to have significant effects on employees, GRC shall 
notify the employees who may be affected by the proposed changes and their relevant Union. 
 

In this clause, a major change is likely to have a significant effect on employees if it is likely to result in: 

(a) the termination of the employment of employees; or 

(b) a major change to the composition, operation or size of the GRC's workforce or the skills required of 
employees; or 

(c) the elimination or diminution of job opportunities (including opportunities for promotion or tenure); or 

(d) an alteration of hours of work; or 

(e) the need to retrain employees; or 

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

(g) the restructuring of jobs. 

  
44.2 Duty to consult over change 

Where GRC has embarked on the process to make a definite decision, GRC shall discuss with the employees 
affected and their relevant Union, the introduction of the changes referred to in this clause, the effects the 
changes are likely to have on employees, measures to avert or mitigate the adverse effects of such changes on 
employees and shall give consideration to matters raised by the employees and/or the relevant Union or Unions 
in relation to the changes.  
 

The discussions shall commence as early as practicable.   

For the purposes of such discussion, GRC shall provide in writing to the employees concerned and, where 
relevant, their Union or Unions 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 
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provided that GRC shall not be required to disclose confidential information, the disclosure of which would be 
inimical to GRC’s interests. 

During this period, GRC will assess whether there will be redundancies, and if so, any redeployment options as 
a result of the workplace change. 

45. Joint consultative committee  

45.1 In order to facilitate ongoing harmonious industrial relations, the parties to this Agreement shall maintain a 
Joint Consultative Committee (JCC) comprising of employees elected from the unions and/or union officials 
party to this agreement and representatives of management, in accordance with the terms of reference 
developed and agreed to by the JCC.  

 
45.2 The purpose of the Joint Consultative Committee is to encourage positive relations and to act as the primary 

consultation and industrial relations forum between management and Unions. 
 

45.3 The group shall meet on an “as needs” basis but not less than three (3) times per year to consider all industrial 
relations matters including, but not limited to:  

(a) workplace issues that have the potential to impact on employees, including work units, divisions or the 
entire organisation, e.g. workloads; and,  

(b) monitor and review implementation of this Agreement; and,  

(c) undertake specific responsibilities and activities in accordance with this Agreement; and,  

(d) any other matter raised by Union or management which impacts on the workforce.  

46. Prevention and settlement of grievances and disputes 

46.1 This term applies to a dispute regarding: 

(a) a matter arising under this Agreement; or 

(b) the QES. 

46.2 The following procedures shall be applied:  

 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 or dispute. It is recognised that an employee 
may exercise the right to consult such employee's union representative during the course of Stage 1, or be 
represented by such employee's representative during the course of Stage 2. If the grievance is with the 
immediate supervisor the employee shall inform their supervisor’s supervisor.  

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 aggrieved employee may submit the matter in writing to the 
CEO if such employee wishes to pursue the matter further. If desired by either party, the matter may also be 
notified to the relevant union 

46.3 GRC shall ensure that:  

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

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

(c) the above process shall take place within 10 working days unless otherwise agreed.  
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46.4 GRC may appoint another person to investigate the grievance or dispute. GRC may consult with the employee 
representative in appointing an investigator. The appointed person shall be other than the employee's 
supervisor or manager.  

46.5 If the matter is notified to the union, the investigator shall also consult with the union during the course of the 
investigation. GRC 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. 

46.6 If, after the above steps, the matter remains unresolved, the dispute may be referred by either party to the 
Commission for conciliation and if it remains unresolved either party may utilise the Commission’s arbitration 
provisions, subject to the Commission having jurisdiction to deal with the matter. The parties agree that any 
arbitrated decision by the Commission will be binding on all parties to the dispute, subject to the parties’ 
rights of appeal under the relevant legislation. 

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

46.8 Whilst the dispute procedure is being followed, the continuation of work and customary work practices (status 
quo) shall prevail until such time as a settlement is reached, except where a bona fide Work Health and Safety 
issue is involved. Where a bona fide Work Health and Safety issue is involved, an employee must comply with 
any reasonable directive given by her/his manager to perform appropriate alternative work, either at the same 
or another workplace whilst a resolution to the dispute is pending.  An employee shall not work in an unsafe 
environment.  

46.9 Nothing contained in this procedure shall prevent unions or GRC from intervening in respect of matters in 
dispute should such action be considered conducive to achieving resolution. 

46.10 The above procedures do not restrict GRC or an authorised officer of the relevant Union from making 
representations to each other at any stage in this procedure. 

47. Redundancy 

47.1 The parties agree that, for the life of this agreement, the following redundancy provisions will apply: 

(a) Notice in accordance with the relevant Award. 

(b) Two (2) weeks (2.5 weeks for employees over 50 years of age) pay for each year of service or part thereof.  

(c) All relevant accrued entitlements as at the date of termination. 

(d) A thirteen (13) week incentive payment if an offer of redundancy is accepted within two (2) weeks of it 
being offered. 

(e) Time off for job search. 

(f) $350 Financial Planning costs. 

(g) The above conditions apply regardless of whether the employee obtains employment external to GRC 
within the Notice period.  If the employee terminates their employment during the notice period, they will 
not be entitled to payment instead of notice. 

48. Redeployment and retraining 

48.1 Where employee positions are declared redundant, GRC shall endeavour to find suitable alternative 
employment within GRC for all such employees.  All such employees shall be individually interviewed to 
determine what options may exist for potential redeployment and retraining with GRC. 
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48.2 Where suitable alternative employment is found for an employee at a classification with a lower rate of pay, 
and the employee agrees to accept such redeployment, the employee shall continue to receive, as a minimum 
for all work performed, the actual rate of pay for the classification held at the time of transfer. 

48.3 Employees who are transferred to other positions will be eligible for redundancy benefits should they, or GRC, 
find that within six months the alternative position is unsatisfactory. 

49. Relocation – Goomeri depot 

49.1 The parties agree that from 28 February 2014, employees based at the Goomeri Depot will, with the exception 
of the town maintenance officer, start and finish at the Kilkivan Depot. 

50. Fixed work locations and travelling allowance compensation 

50.1 When a fixed work location is established, and a transferred employee is required to travel an extra distance 
of 10 km or more in excess of the previous travelling distance from their place of residence to their previous 
workplace location, the excess mileage difference in traveling expenses will be paid to the transferred 
employee in accordance with ATO guidelines for a period of 12 months from the date of the relocation.   

50.2 Clause 50.1 does not apply if the employee requests the location change. 

50.3 An employee may only be transferred to another location once during the life of this agreement unless an 
employee requests and GRC agrees to another change. 

51. Transmission of business 

51.1 The parties agree that the transmission of business provisions provided by Division 1 of each Award, are to be 
applied to all employees of GRC with the following addition: 

 
(a) GRC shall include as part of tender specifications, and within the contractual arrangements with the 

Transmittee, the obligation for the Transmittee to apply terms and conditions of employment, including 
the employer contributions to superannuation, that are no less favourable than those which applied to each 
transmitted employee at GRC immediately prior to the transmission of business occurring for a period equal 
to the remainder of the term of this agreement. 

 
PART 8: Workplace practices  

52. Positive employment relations 

GRC acknowledges employee’s rights to join and maintain financial membership of an organisation that has 
the right to represent their industrial interests. 

GRC also acknowledges that an employee who is eligible to become a member of an industrial association, 
may become or remain a member of the association without fear of discrimination.  

GRC acknowledges that Union industrial officers, employee delegates and employee representatives have a 
continuing role to play in the improvement of the workplace.  GRC will not hinder accredited Union delegates 
in the reasonable and responsible performances of their duties. 

Union delegates will have access to GRC email system, telephones, printers and photocopiers in accordance with 
GRC Policies, Code of Conduct and guidelines that can be considered to be reasonable and cost effective to 
GRC.  
 
Accredited delegates shall have access to GRC communication systems to communicate with employees.  
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Where information is to be disseminated to all employees, or to a group of employees that may include non-
union members, the message must be approved by the Chief Executive Officer before dissemination. Such 
approval shall not be unreasonably withheld. When approved by the Chief Executive Officer, GRC’s email system 
may be used.  
 
Information that is more specific and generally intended only for union members does not need approval by 
the Chief Executive Officer before dissemination. Such information may be put by delegates on notice boards. 
GRC’s email system may be used for circulating messages in these instances, on a selective basis to union 
members only.  
 
During the induction process new employees will be provided with: 

(a) Details of the relevant union/s workplace delegates, as provided by union/s 

(b) Allocated time for the employee to meet with relevant union/s workplace delegates, at their discretion. 

52.1 Payroll Deduction of Union subscriptions. 

Where employees request, payroll deduction of union subscriptions will be allowed from GRC’s payroll system 
for the life of this agreement. 

52.2  Right of Entry and Access for Union Officials  

The parties agree that the provisions contained within Division 1 of the Queensland Local Government 
Industry (Stream A) Award – State 2017 in relation to Right of Entry for Union Officials shall apply equally to all 
Unions party to this agreement. 

 

52.3  Trade Union Training Leave  

The parties agree that the provisions contained within the Operational Services section of the Award in relation 
to Trade Union Training Leave shall apply equally to all employees, subject to the following:  

(a) The employee shall be granted up to six (6) working days trade union training leave (non-cumulative) on 
ordinary pay each calendar year, 

(b) The employee must have at least 6 months uninterrupted service with GRC prior to such leave being 
granted, 

(c) Clause 52.3 shall not apply to a Section of an Award if there are less than 5 full-time employees covered by 
that Section. 

53. Employee development 

In order to increase the long term sustainability, efficiency, and competitiveness of GRC, a strong and 
sustained commitment to training and skill development is required on both an individual and GRC wide basis. 
 

Accordingly, the parties commit themselves to optimizing the capability, performance and career development 
options for employees. 
 

53.1 Training 

Each permanent employee will have access to learning and development opportunities, as well as on and off 
the job training, which will match the current operational and skill requirements of GRC. 
 

53.2 Career development 
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All employees agree to undertake an annual performance appraisal which will include an individual 
development plan for each employee. This plan will seek to professionally develop employees so that they can 
satisfy key position accountabilities and improve career development prospects, with a view to providing GRC 
with a highly skilled workforce, armed with the necessary skills to meet the future service and operational 
requirements. 
 

The individual development plan will consist of a set of prioritised learning opportunities which should be 
reviewed annually and will be based both upon the following: 
 

(a)  Individual employees desired GRC career path  

(b)  The current and future skill requirements of GRC; 

(c)  The size, structure and nature of the long term strategic operational plans of GRC; 

(d) The need to develop vocational skills relevant to GRC long term operational needs through both industry 
courses and courses conducted by accredited educational institutions and providers 

The parties agree that performance appraisal training will be provided for supervisors and employees. 

53.3 Study Assistance 

Study Assistance support for GRC employees will align to the relevant GRC Study Assistance Procedure as 
amended or varied from time to time. 

53.4  Technology Competency  

Mutual cooperation between employees and GRC to undertake technology competency training in 
preparation for future work practices involving new technologies. 

53.5  Recruitment and Selection 

The parties acknowledge that job security and career development is important and assists in ensuring 
workforce stability, cohesion, depth of knowledge and motivation. 
 
GRC is committed to upskilling current employees by providing secondment and developmental opportunities 
where possible.  
 
Where GRC considers there to be a sufficient suitably qualified applicant pool internally, it will: 

(a) Call positions internally in the first instance; and 

(b) Make all meaningful attempts to advertise positions on notice boards and electronically.  

Where GRC considers that there is an insufficient suitably qualified applicant pool internally, it will:  

(a)  Call positions simultaneously internally and externally.    

Recruitment and selection processes for vacant positions will be carried out with adherence to merit based 
principles.  Any internal applications for any positions advertised simultaneously will be considered first. 

53.6 Secondments 

Secondments are placements whereby an employee is placed temporarily in a position at the same or higher 
level and that the employee meets the requirements of the position.  

(a) The purpose of the secondment is to enable the employee to develop new or enhance their existing 
competencies, or enable GRC to utilise an employee’s unique knowledge and skills. Secondments will take 
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place by mutual agreement between the employee and GRC and details shall be documented in a written 
agreement between the employee, GRC and the organisation sponsoring the secondment.  

(b) A secondment shall not exceed a twelve (12) month period.  GRC may consider a period longer than 
twelve (12) months if special circumstances exist.  Approval of any period longer than twelve (12) months 
is subject to the discretion and approval of the CEO and will be considered on a case by case basis. 

(c) A secondment may be to an internal position or to an external organisation and any secondment to an 
external organisation shall be treated as leave without pay and will not constitute a break in service for 
the purposes of calculating long service leave.  

(d) On completion of a secondment, the permanent employee will return to their substantive position. 

54. Employment of trainees and apprentices 

54.1 GRC will continue to offer traineeships and apprenticeships, and is committed to the following principles: 

(a) exploring ways to maximise training opportunities for young people to enter GRC's workforce;  

(b) pursue partnering opportunities with other organisations and group schemes; and  

(c) implementing employment arrangements and conditions which facilitate the achievement of these 
objectives. 

54.2 Wage progression arrangements will be paid in accordance with the Order - Apprentices’ and Trainees’ Wages 
and Conditions (Excluding Certain Queensland Government Entities) 2003 (as amended or varied from time to 
time). 

55. Equal employment opportunities 

55.1 The parties recognise the importance of maintaining diversity in the workplace, equal remuneration for work 
of equal value and ensuring that existing practises, that encourage equality of employment and development 
opportunities, continue and are promoted, during the life of this Agreement. This will include: 

(a) Reviewing position descriptions, prior to advertisement, to ensure non-bias/gender neutral language; 

(b) Inclusion of statements during recruitment that Council is an equal opportunity employer; 

(c) Ensuring selection of applicants for vacant positions is conducted in accordance with the law; 

(d) Giving appropriate and meaningful consideration of workplace flexibility or adjustment requests; 

(e) Ensuring approval of development opportunities is managed in a fair and equitable manner, irrespective 
of gender or any other identified attribute under the Anti-Discrimination Act 1991.  

55.2 The Council is committed to equal remuneration for work of equal or comparable value. 
 
PART 9: Workplace benefits  

56. Work clothing 
56.1 GRC will commit to providing the following work clothing: 

 
 Field based employees 

(a) Upon commencement, full time field employees, will be issued with a five (5) day supply of PPE 
work wear, plus, as required, jackets, hats and belts, etc. 

(b) Work boots will be reimbursed up to $200.50 per annum or as required (incl. GST). 
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(c) Where GRC cannot supply or source the correct fit for trousers, GRC will reimburse employees for trousers 
at a cost of up to $111.39 per pair as required due to fair wear and tear.  This reimbursement will be made 
upon receipt of proof of purchase. 

(d) All PPE provided to employees will be replaced on a fair wear tear basis subject to the damaged 
item being handed in to GRC’s stores. 

Office based employees 

(a) For office based employees an annual allocation of $488.77 per employee. 

(b) For newly appointed employees $678.69 in their first year of service and an adjusted pro rata 
amount for the remainder of the financial year in their second year of service. 

56.2 Set values and allocations will be per financial year.  Values will be adjusted annually by the Consumer Price 
Index (CPI) derived from the Australian Bureau of Statistics (ABS) series of Consumer Price Index (CPI) figures 
for the preceding year ending March quarter 

 

56.3 Allocations for other than full-time permanent employees will be in accordance with GRC’s Uniform and Personal 
Appearance Guidelines. 

57. Workplace health and welfare (vaccinations) 

57.1 To help provide employees with a safe and healthy work environment GRC will provide the following 
vaccinations at no cost to employees. 
 
Hepatitis A 
Hepatitis B  Offered to employees at risk 
Q-Fever   
 
Influenza  Offered to all employees 
Tetanus 

58. Salary sacrifice 

58.1 All permanent / maximum term full-time or part-time employees may elect, with GRC agreement in writing, to 
salary sacrifice part (or the total) of their remuneration in return for other benefits, such as additional employee 
superannuation contributions, etc. 

58.2 The provision of such opportunities shall be subject to legal limitations imposed by Federal and State legislation. 

58.3 Any Fringe Benefit Tax attracted by the salary sacrifice must be paid by the employee and shall not result in an 
increase to the total remuneration package.  

58.4 While not a necessity, GRC strongly recommends employees take financial advice prior to entering into any 
such arrangements from a qualified financial or taxation advisor. 

58.5 The earnings base for calculating the employee's entitlements such as overtime, and employer superannuation 
contributions will not be affected by any salary sacrifice arrangements the employee enters into with GRC.  
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PART 10: Signatories  
 
 
Signed for and on behalf of James Lewis 
Gympie Regional Council:  ………………………………..… …………..……………………… 
 
Dated   28   /   2    / 2023 
  Joel John Geoffrey McEnery 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
Queensland Services, Industrial Neil Henderson 
Union of Employees (QSU):  ………………………………..…               …………..……………………… 
Dated  27   /   2  / 2023 
  Jack Donaghy 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
The Association of Professional  
Engineers, Scientists and Managers,  
Australia, Queensland Branch,  Sean Relly 
Union of Employees (APESMA):  ………………………………..…  …………..……………………… 
 
Dated    24  /   2  / 2023 
  Inho Ju 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
The Australian Workers'  
Union of Employees,  Stacey Schinnerl 
Queensland (AWUEQ):   ………………………………..…  …………..……………………… 
Dated     28   /   02    / 2023 
  Breanna Beattie 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
The Construction, Forestry,  
Maritime, Mining & Energy,  
Industrial Union of Employees,  Jade Ingham 
Queensland (CFMEU):  ………………………………..…  …………..……………………… 
Dated     1   /   3    / 2023 
  Emma Eaves 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
Automotive, Metals,  
Engineering, Printing  
and Kindred Industries,  
Industrial Union of Employees,  Rohan Webb 
Queensland (AMWU):   ………………………………..…  …………..……………………… 
Dated    02    /   03    / 2023 
  Ashleigh Wood 
 In the presence of: ………………………………..… …………..……………………… 
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Signed for and on behalf of 
Plumbers and Gasfitters  
Employees' Union Queensland,  Michael Wiech 
Union of Employees (PGEU):  ………………………………..…  …………..……………………… 
  
Dated    28    /    2   / 2023 

  Shari Charrington 
 In the presence of: ………………………………..… …………..……………………… 
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PART 11: APPENDIX 1 – Schedule of Wages  (*Subject to CPI Variance) 

1.1 Administrative Section, Division 2, Section 1 of Queensland Local Government Industry 
(Stream A) Award – State 2017 

Levels & 
Increments 

Effective 19 
December 2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 

Weekly Weekly Weekly Weekly 

Level 1 

1.1 $1,163.47 $1,198.47 $1,248.47 $1,293.47 

1.2 $1,177.52 $1,212.52 $1,262.52 $1,307.52 

1.3 $1,201.11 $1,236.11 $1,286.11 $1,331.12 

1.4 $1,224.08 $1,259.08 $1,309.44 $1,355.27 

1.5 $1,247.15 $1,282.15 $1,333.44 $1,380.11 

1.6 $1,267.08 $1,302.08 $1,354.16 $1,401.56 

Level 2 

2.1 $1,290.15 $1,325.15 $1,378.16 $1,426.40 

2.2 $1,314.07 $1,349.07 $1,403.03 $1,452.14 

2.3 $1,337.91 $1,372.91 $1,427.83 $1,477.80 

2.4 $1,362.60 $1,397.60 $1,453.50 $1,504.37 

Level 3 

3.1 $1,388.89 $1,423.89 $1,480.85 $1,532.68 

3.2 $1,417.24 $1,452.67 $1,510.78 $1,563.66 

3.3 $1,446.07 $1,482.22 $1,541.51 $1,595.46 

3.4 $1,474.65 $1,511.52 $1,571.98 $1,627.00 

Level 4 

4.1 $1,503.36 $1,540.94 $1,602.58 $1,658.67 

4.2 $1,532.05 $1,570.35 $1,633.16 $1,690.32 

4.3 $1,562.72 $1,601.79 $1,665.86 $1,724.17 

4.4 $1,597.19 $1,637.12 $1,702.60 $1,762.19 

Level 5 

5.1 $1,631.66 $1,672.45 $1,739.35 $1,800.23 

5.2 $1,666.93 $1,708.60 $1,776.94 $1,839.13 

5.3 $1,702.68 $1,745.25 $1,815.06 $1,878.59 

Level 6 

6.1 $1,762.58 $1,806.64 $1,878.91 $1,944.67 

6.2 $1,822.48 $1,868.04 $1,942.76 $2,010.76 

6.3 $1,882.36 $1,929.42 $2,006.60 $2,076.83 

Level 7 

7.1 $1,942.13 $1,990.68 $2,070.31 $2,142.77 

7.2 $2,001.89 $2,051.94 $2,134.02 $2,208.71 

7.3 $2,061.79 $2,113.33 $2,197.86 $2,274.79 

Level 8 

8.1 $2,133.59 $2,186.93 $2,274.41 $2,354.01 

8.2 $2,205.43 $2,260.57 $2,350.99 $2,433.27 

8.3 $2,277.23 $2,334.16 $2,427.53 $2,512.49 

8.4 $2,344.60 $2,403.22 $2,499.35 $2,586.83 

8.5 $2,412.61 $2,472.93 $2,571.85 $2,661.86 

8.6 $2,453.52 $2,514.86 $2,615.45 $2,706.99 
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1.2 Operational Services Section, Division 2, Section 5 of Queensland Local Government 
Industry (Stream B) Award – State 2017 

Levels & 
Increments 

Effective 19 
December 

2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 
Weekly Weekly Weekly Weekly 

Level 1 $1,123.29 $1,158.29 $1,208.29 $1,253.29 

Level 2 $1,150.88 $1,185.88 $1,235.88 $1,280.88 

Level 3 $1,165.25 $1,200.25 $1,250.25 $1,295.25 

Level 4 $1,180.31 $1,215.31 $1,265.31 $1,310.31 

Level 5 $1,198.90 $1,233.90 $1,283.90 $1,328.90 

Level 6 $1,231.38 $1,266.38 $1,317.04 $1,363.14 

Level 7 $1,263.71 $1,298.71 $1,350.66 $1,397.93 

Level 8 $1,293.08 $1,328.08 $1,381.20 $1,429.54 

Level 9 $1,314.52 $1,349.52 $1,403.50 $1,452.62 

1.3 Engineering Services Section, Division 2, Section 2 of Queensland Local Government 
Industry (Stream C) Award – State 2017  

Levels & 
Increments 

Effective 19 
December 

2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 
Weekly Weekly Weekly Weekly 

C7 $1,453.06 $1,489.39 $1,548.97 $1,603.18 

C8 $1,338.07 $1,373.07 $1,427.99 $1,477.97 

C9 $1,305.82 $1,340.82 $1,394.45 $1,443.26 

C10 $1,275.37 $1,310.37 $1,362.78 $1,410.48 

1.4 Building Trades Services Section, Division 2, Section 1 of Queensland Local Government 
Industry (Stream C) Award – State 2017 

Levels & 
Increments 

Effective 19 
December 

2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 
Weekly Weekly Weekly Weekly 

BT 1 $1,163.20 $1,198.20 $1,248.20 $1,293.20 

BT 2 $1,231.38 $1,266.38 $1,317.04 $1,363.14 

BT 3 $1,263.71 $1,298.71 $1,349.37 $1,396.60 
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1.5 Hospitality Services Section, Division 2, Section 4 of Queensland Local Government 
Industry (Stream B) Award – State 2017 

Levels & 
Increments 

Effective 19 
December 

2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 
Weekly Weekly Weekly Weekly 

HW 1 $1,084.54 $1,119.54 $1,169.54 $1,214.54 

HW 2 $1,114.13 $1,149.13 $1,199.13 $1,244.13 

HW 3 $1,145.49 $1,180.49 $1,230.49 $1,275.49 

HW 4 $1,188.69 $1,223.69 $1,273.69 $1,318.69 

HW 5 $1,254.38 $1,289.38 $1,340.96 $1,387.89 

HW 6 $1,286.34 $1,321.34 $1,374.19 $1,422.29 

1.6 Theatrical Services Section, Division 2, Section 6 of Queensland Local Government Industry 
(Stream B) Award – State 2017 

 

Levels & 
Increments 

Effective 19 
December 

2021 

Effective from the 
first pay period on 
or after the 1 May 

2022 

Effective from the 
first pay period on 
or after the 1 May 

2023 

Effective from the 
first pay period on 
or after the 1 May 

2024* 
Weekly Weekly Weekly Weekly 

Theatre Technician $1,188.69 $1,223.69 $1,273.69 $1,318.69 
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	(a) providing greater flexibility in workplace practices and facilitating improved efficiency, productivity and quality of services;
	(b) providing employees with rewards and recognition commensurate with these improvements through improved wages, conditions and employment security linked to the acquisition of new skills, technologies and knowledge;
	(c) achieving continued productivity and efficiency improvements and establishing performance indicators to ensure the provision of a quality service to the community and GRC's customers;
	(d) promoting a harmonious and productive work environment through ongoing cooperation and consultation;
	(e) maintaining a healthy and safe work environment;
	(f) focusing on competitiveness to ensure GRC maintains a viable, effective and secure workforce; and
	(g) promoting job satisfaction by enabling employees to gain and utilise a broad range of skills and access relevant training programs in order for employees to achieve these objectives.
	7. Posting of Agreement
	7.1 A copy of this Agreement and the relevant Awards shall be made available in every work area and depot, both electronically and hard copy (by request).
	8. No extra claims

	PART 2: Hours of work and flexible working arrangements
	9. Arrangement of hours
	9.1 Hours of Duty

	(a) to meet the operational requirements of the unit
	(b) to ensure family responsibilities of the affected employees are considered
	(c) All decisions to move the start and finish times will occur by mutual agreement between management and  greater than fifty percent (50%) of the affected employee/s concerned and shall be in writing, detailing the new starting time, its date of com...
	When an employee is required to travel outside an employee’s ordinary hours then that employee is to be paid for this time at the appropriate overtime penalty rates unless previously agreed to store the time as TOIL.
	10. Days Off

	Where GRC's operations are affected by wet weather:
	(a) GRC may request Field Based Employees to take up to two stored RDOs for wet weather events per calendar year and the request will not be unreasonably refused;
	(b) GRC may only request an employee to use their RDOs during a wet weather event if the employee has available hours in their RDO balance.
	(c) GRC will provide Field Based Employees who are directed to take any RDOs during a wet weather event with additional work to accrue the RDO that they were directed to take.
	(d) Wherever possible wet days are to be used for employee training or other activities.
	(e) Notification of wet weather RDOs will be given to affected employees by the end of the prior working day
	11. Flexible working arrangements
	11.1 Flexibility
	Employees agree to continue, wherever possible, with the flexible and co-operative work arrangements which have assisted GRC in undertaking projects, completing deadlines and coping with extra-ordinary situations.
	11.2 Flexible working hours
	If approval is not received the applicant is able to request the Chief Executive Officer to review the request and decision made.  Subject to GRC being in a position to meet operational requirements, an application should not be unreasonably withheld.
	11.3 Working from home
	11.4 Transition to Retirement
	11.5 Mid-Career Break
	12. Time off in lieu of overtime (TOIL)

	12.1 Overtime can only be worked with approval by management and is to be paid at the applicable overtime rates, however, where management and the employee agree:
	(a) overtime worked can accrue as TOIL at the rate of time for time and be taken at a later date as TOIL. E.g. three (3) hours overtime accrues as three (3) hours TOIL; and
	(b) the overtime penalty rate does not apply.
	12.2  TOIL arrangements will be documented on time sheets or the appropriate payroll form for employees that are not required to complete timesheets.
	12.3  An employee may elect to maintain TOIL accruals up to a maximum of  five (5) days.
	12.4  The taking of TOIL should be agreed in advance between the employee and their Manager. A reasonable amount of notice will be put forward by either party to ensure that the operational requirements of GRC can be met; however, requests for time of...
	12.5  In all other circumstances, TOIL will be taken as soon as possible at a mutually agreed time, consistent with operational requirements and may be taken in whole days or part thereof.
	12.6  Accrued TOIL that is less than five (5) days may be paid as requested in writing by the employee and as approved by GRC and will be paid within the next pay period at the appropriate overtime rate as worked.
	12.7  This clause shall apply to all employees that fall within the wages schedules defined within this agreement across all Awards.
	12.8 Management may suggest this arrangement but cannot require employees to take TOIL instead of payment for overtime or other penalties. Employees will continue to receive payment for all penalties if that is their preference.
	13. Christmas shutdown
	13.1 GRC works will shut down and the GRC offices will not be open to the public between Christmas Day and New Year’s Day.
	13.2 Employees who are not required to work over this period will take the days from their accrued leave or accumulated time / RDOs. If insufficient leave is available, leave without pay can be requested.
	13.3 If requested, GRC will endeavor to find suitable, meaningful work during the first Christmas shut down period for new employees subject to the following:

	PART 3: Wages and classifications
	14. Remuneration
	15. Classification / Reclassification
	(h) If an employee disputes any determination made by GRC in respect of a reclassification request, that dispute shall be dealt with in accordance with clause 46 of this agreement.
	16. Superannuation
	17. Automatic progression
	18. Mixed functions
	19. Higher duties

	PART 4: Allowances
	20. Allowances – Engineering Award
	21. On-Call
	22. On-Call Allowance
	23. Remote on call
	24. Call out
	25. Meal Allowance
	26. Leading Hand Allowance
	27. Allowance Increases
	27.1 Relevant allowances contained within the Parent Awards listed in Clause 3 of this Agreement and including those allowances referred to within this Agreement, will be adjusted throughout the life of this Agreement in line with percentage increases...
	27.2 Allowance increases are to continue beyond the term of this agreement if the agreement expires due to legislative constraints or delays in the negotiation process.

	PART 5: Leave
	28. Annual leave
	29. Personal leave

	29.1 Subject to clause 30 and clause 31, Personal leave is provided for in the QES and covers:
	(a) sick leave;
	(b) carer's leave;
	(c) bereavement and compassionate leave; and
	(d) cultural leave.
	30. Sick leave

	(a) Full time employees working 72.5 hours per fortnight are entitled to 108.75 hours’ sick leave per year of service.
	(b) Full time employees working 76 hours per fortnight are entitled to 114 hours’ sick leave per year of service.
	(c) Part-time employees are entitled to personal leave on a pro-rata basis of full-time employees undertaking the same type of work.
	30.4 Subject to clause 30.5, where an employee was employed by GRC prior to the 25 March 2019 and either had accrued or subsequently accrues five years’ service from the date of their employment with GRC, they are entitled to payout of:
	(a) 25% of their accrued sick leave entitlements where their employment is terminated other than by reason of misconduct.
	(b) Employees may elect to transfer the full amount of sick leave, or be paid out for 25% of their accrued sick leave, and transfer 25% less sick leave if transferring to another Local Government.
	Clause 30.4 regarding the provision of payout of sick leave is to be kept in future GRC certified agreements until it no longer applies to current GRC employees.

	30.5 Payout of sick leave entitlements will not be available to employees terminated in accordance with approved disciplinary procedures.
	30.6 Accrual of sick leave entitlements for the purpose of Clause 30.4 is deemed to have commenced as follows:
	(a) For those employees employed by the former Cooloola Shire Council from the date of employment with either Cooloola Shire Council or the predecessor Councils of Cooloola Shire Council.
	(b) For those employees employed by the former Kilkivan Shire Council, from the date of employment with Kilkivan Shire Council.
	(c) For those employees employed by the former Tiaro Shire Council, from the date of employment with Tiaro Shire Council.
	(d) For all other employees, from 15 March 2008 or the date of employment with GRC, whichever is the latter.

	30.7 Where an employee is affected by illness or injury while on long service leave or annual leave, they may apply to debit their sick leave accrual and credit their long service leave or annual leave accrual accordingly, provided that:
	(a) the employee provides a certificate signed by a medical practitioner certifying that the employee was incapacitated by such illness to the extent that the employee would be unfit to perform normal duties for a period of not less than five working ...
	31. Bereavement and compassionate leave
	32. Domestic and family violence leave
	32.2 This leave is separate to other leave accruals, is able to be taken in part days and does not accumulate from year to year.  Employees are also able to access other leave types for periods related to Domestic or Family Violence.
	32.3 An employee may use Personal leave (Carers leave) to care for or support a person who has experienced domestic violence.
	32.4 While notice is not strictly required prior to taking the leave, an employee should notify GRC (their manager or the HR manager) as soon as reasonably practicable of their intention to take or remain on domestic and family violence leave or other...
	32.5 Additional information, support and processes for an employee affected by Domestic and Family Violence are outlined in GRC’s Domestic and Family Violence Support procedure.
	33. Long service leave
	34. Leave at half pay
	34.1 Employees may apply to access Annual Leave and Long Service Leave on half pay. This may only be accessed for minimum periods of 2 continuous weeks for each period of leave at half pay.  Each application will be assessed on an individual basis and...
	35. Military service leave

	35.1  Subject to clause 35.2, where:
	(a) an employee attends camps, courses or schools of His Majesty's Naval, Military or Air Forces on military service leave; and
	(b) the Service Pay received by such employee is less than the employee's ordinary hourly rate of remuneration as an employee of GRC,

	GRC will pay the employee the amount of the difference between the employee's Service Pay and the employee's ordinary remuneration.
	35.2 An employee will only be entitled to the leave and Service Pay as provided for in clause 35.1 where they have provided GRC with at least four weeks’ notice of any proposed service leave.
	36. Parental leave
	36.1 All parental leave entitlements will be in accordance with the full provisions of the Queensland Employment Standards, subject to the following:
	36.2  Parental leave

	For the purposes of this clause, ‘parental leave’ is defined as one (1) continuous period of leave during which the employee is the primary carer in relation to the birth, adoption or surrogacy of their child.
	(a) Employees (other than casual employees) with more than twelve (12) months service with GRC will be entitled to paid parental leave of eight (8) weeks at their ordinary rate of pay or sixteen (16) weeks at half pay, inclusive of public holidays tha...
	(b) The period of paid parental leave provided for in clause 36.2 is deemed to form part of the fifty-two (52) weeks, or part thereof, of unpaid long parental leave as specified in the QES.
	(c) The period of paid parental leave is payable once only in connection with each birth or adoption of a child/children to an employee of GRC.
	(d) Employees may use any accrued annual, TOIL, RDO and long service leave during a period of Parental Leave that would otherwise be unpaid.
	36.3  Parental leave (Non-Primary Carer)

	For the purposes of this clause, ‘non-primary carer’ can include an adoptive parent, non-birth parent in a same-sex relationship, husband or defacto partner.
	(a) Employees (excluding casual employees) with twelve (12) months continuous service with GRC shall be entitled to two (2) weeks paid short parental leave at their ordinary rate of pay or four (4) weeks at half pay, inclusive of public holidays that ...
	(b) The period of paid parental leave (non-birth partner) provided for in clause 36.3 is deemed to form part of the eight (8) weeks, or part thereof, of unpaid short parental leave as specified in the QES.
	(c) The period of paid parental leave is payable once only in connection with each birth or adoption of a child/children to an employee of GRC.
	(d) Employees may use any accrued annual, TOIL, RDO and long service leave during a period of Parental Leave that would otherwise be unpaid.
	37. Absenteeism management

	(a) Formally notify the employee of a forthcoming interview between the responsible employee or their nominated delegate, in the presence of their supervisor and notify the employee they may have a Union representative present if that employee so requ...
	(b) If the discussion in respect to the absences does not provide satisfactory reason for the absences, then a letter is to be sent to the employee, stating management’s assessment and the intended procedure to be followed in future.  The employee sha...
	(c) If the unsatisfactory attendance continues the Manager has the discretion to require the employee to provide:
	38. Workers compensation
	38.1 Employees on Workers Compensation can apply in writing to the Chief Executive Officer to request access to accrued sick leave entitlements to "top up" Workers Compensation payments which have reduced in line with statutory requirements. The outco...
	39. Natural disaster leave
	40. Emergency Services leave
	40.1 Employees who are members of voluntary emergency services and who due to a natural disaster attend to the community shall upon request be granted unpaid leave subject to the discretion of the CEO.   Granting of such leave will be dependent on the...

	PART 6: Workplace security
	41. Employment security
	42. Conversion of casual or fixed term employees
	42.1 A casual employee working on a systematic and regular basis for a minimum period of six (6) months may apply in writing to convert their casual employment status to permanent full-time or part-time depending on the average hours worked over the p...
	42.2 A fixed term employee working on a systematic and regular basis for a period of twelve (12) months may apply to convert their fixed term employment status to permanent full-time or part-time depending on the average hours worked over the precedin...
	43. Shared services

	PART 7: Workplace change
	44. Organisation / Workplace change consultation process
	(a) the termination of the employment of employees; or
	(b) a major change to the composition, operation or size of the GRC's workforce or the skills required of employees; or
	(c) the elimination or diminution of job opportunities (including opportunities for promotion or tenure); or
	(d) an alteration of hours of work; or
	(e) the need to retrain employees; or
	(f) the need to relocate employees to another workplace; or
	(g) the restructuring of jobs.
	For the purposes of such discussion, GRC shall provide in writing to the employees concerned and, where relevant, their Union or Unions all relevant information about the changes including the nature of the changes proposed; the expected effects of th...
	During this period, GRC will assess whether there will be redundancies, and if so, any redeployment options as a result of the workplace change.
	45. Joint consultative committee
	46. Prevention and settlement of grievances and disputes

	46.1 This term applies to a dispute regarding:
	(a) a matter arising under this Agreement; or
	(b) the QES.


	46.2 The following procedures shall be applied:
	46.3 GRC shall ensure that:

	46.4 GRC may appoint another person to investigate the grievance or dispute. GRC may consult with the employee representative in appointing an investigator. The appointed person shall be other than the employee's supervisor or manager.
	46.5 If the matter is notified to the union, the investigator shall also consult with the union during the course of the investigation. GRC shall advise the employee initiating the grievance, the employee's union representative and any other employee ...
	46.6 If, after the above steps, the matter remains unresolved, the dispute may be referred by either party to the Commission for conciliation and if it remains unresolved either party may utilise the Commission’s arbitration provisions, subject to the...
	46.7 Where the grievance involves allegations of sexual harassment an employee should commence the procedure at Stage 3.
	46.8 Whilst the dispute procedure is being followed, the continuation of work and customary work practices (status quo) shall prevail until such time as a settlement is reached, except where a bona fide Work Health and Safety issue is involved. Where ...
	46.9 Nothing contained in this procedure shall prevent unions or GRC from intervening in respect of matters in dispute should such action be considered conducive to achieving resolution.
	46.10 The above procedures do not restrict GRC or an authorised officer of the relevant Union from making representations to each other at any stage in this procedure.
	47. Redundancy
	48. Redeployment and retraining
	49. Relocation – Goomeri depot
	50. Fixed work locations and travelling allowance compensation
	51. Transmission of business
	PART 8: Workplace practices
	52. Positive employment relations

	GRC acknowledges employee’s rights to join and maintain financial membership of an organisation that has the right to represent their industrial interests.
	GRC also acknowledges that an employee who is eligible to become a member of an industrial association, may become or remain a member of the association without fear of discrimination.
	GRC acknowledges that Union industrial officers, employee delegates and employee representatives have a continuing role to play in the improvement of the workplace.  GRC will not hinder accredited Union delegates in the reasonable and responsible perf...
	(b) Allocated time for the employee to meet with relevant union/s workplace delegates, at their discretion.
	52.1 Payroll Deduction of Union subscriptions.
	Where employees request, payroll deduction of union subscriptions will be allowed from GRC’s payroll system for the life of this agreement.
	52.2  Right of Entry and Access for Union Officials
	The parties agree that the provisions contained within Division 1 of the Queensland Local Government Industry (Stream A) Award – State 2017 in relation to Right of Entry for Union Officials shall apply equally to all Unions party to this agreement.
	52.3  Trade Union Training Leave

	53. Employee development
	All employees agree to undertake an annual performance appraisal which will include an individual development plan for each employee. This plan will seek to professionally develop employees so that they can satisfy key position accountabilities and im...
	53.3 Study Assistance
	53.4  Technology Competency
	Mutual cooperation between employees and GRC to undertake technology competency training in preparation for future work practices involving new technologies.
	53.5  Recruitment and Selection
	53.6 Secondments
	54. Employment of trainees and apprentices


	54.1 GRC will continue to offer traineeships and apprenticeships, and is committed to the following principles:
	55. Equal employment opportunities
	PART 9: Workplace benefits
	56. Work clothing
	57. Workplace health and welfare (vaccinations)
	58. Salary sacrifice

	PART 10: Signatories
	Signed for and on behalf of

	PART 11: APPENDIX 1 – Schedule of Wages  (*Subject to CPI Variance)
	1.1 Administrative Section, Division 2, Section 1 of Queensland Local Government Industry (Stream A) Award – State 2017
	1.2 Operational Services Section, Division 2, Section 5 of Queensland Local Government Industry (Stream B) Award – State 2017
	1.3 Engineering Services Section, Division 2, Section 2 of Queensland Local Government Industry (Stream C) Award – State 2017
	1.4 Building Trades Services Section, Division 2, Section 1 of Queensland Local Government Industry (Stream C) Award – State 2017
	1.5 Hospitality Services Section, Division 2, Section 4 of Queensland Local Government Industry (Stream B) Award – State 2017
	1.6 Theatrical Services Section, Division 2, Section 6 of Queensland Local Government Industry (Stream B) Award – State 2017



