Orders

SOUTH
AUSTRALIAN
tail EMPLOYMENT
Case Detalls TRIBUNAL
Case number ET-20-04885
Applicant City of Burnside and the Australian Services Union (ASU) SA + NT Branch

Orders - Approval of Enterprise Agreement

City of Burnside Administration Employees Enterprise Agreement 2020

| HEREBY APPROVE this Enterprise Agreement pursuant to section 79 of the Fair Work Act
1994.

This Agreement shall come into force on and from 28 January 2021 and have a life
extending until 30 June 2023.

Commissioner Cairney

29 Jan 2021




T City of

YUOurnside

City of Burnside

Administration Employees

Enterprise Agreement 2020

D @ ©¢ 6 ¢ 06 0 o o
; NNMNMMMMM

j. HONESTY & INTEGRITY. EMPOWERMENT. RESPECT. ONE TEAM.




11
' 1.2
| 1.3
14

15

2.1
2.2
2.3
2.4

2.5

3.1
3.2
3.3

34

4.1
4.2
43

4.4

4.5

4.6
4.7

4.8

TABLE OF CONTENTS

1 SECTION 1 - AGREEMENT REGULATION AND ADMINSTRATION .....cccesnnunnn P— 5
L O 5
Parties Bound by ABFre@mMENT .......c.icieeecrecerrcmeercsmeerereeerresenes tesneessssssssnsesearssntesssbnssnsnssbatbsnsnsesssntensis 5
Commencement aNd DUFtion ....iiiseesissossissssssnnsssisssssnsessssssnasssasssassassosssssassnsssesasssssssssasnssssassssssssnes 5
Relationship to Parent Award and Council’s Policies & Protocols ... 5
D iNIONS ettt bbb s e e s s e b bbb e bbb R ae R e e bR RS 5
2 SECTION 2 - AIMS AND OBJECTIVES ... s 7
AIMS OF the ABFEEMENT ...iciiiiiiiiiinieaitie e ste et a st e bt s ebbrbeses bbb bbesseaaes0eaetseesessaessssstonrsssasssratns 7
Objectives of the ABFEaMENT ...t s s rsssssrasas e s s ssssassasanssasensarsnssssssssnsanas 7
Disputes or Grievance Procedure Arising under this ABreemEent. ... ciieirrmermrmrmsisismmssssmssersanirmssssrsssonns 8
LT Tt L T o Tt T . 8
Consultative MechaniSms ... eeeiiiiiecniiit e s st e s s s s e s s b b sarasassovas 8
3  SECTION 3 - EMPLOYEE RELATIONS ...cccommmcnmmmmmmmenmsmmasasmmmssmseses 10
WOrK/Life Balance APPrOach ......crivesessssssssssserssessessasasssssnssssssssssessssassssasssssssssssssssassssssssssesasssesassnss 10
Study Leave and Financial Study Support.........cccccimmeerensnnnsena ................... ..................................... i0
T L L T e 11
Pel:formance and Disciplinary ArTangementS....c.uiirecrccrnnsretssnnamissmssesrersessessnssnrsssssnssssnsstsssassessases 11
4 SECTION 4 - TYPES OF EMPLOYMENT........cccconimmmmmmnnimssss s issssssssas s 12
Probationary Periot of EMPIOYIMENt. ... eeiiriinssenessssisseneiresssssssrsssssssrssssnsersssansesassssssasessssnnsssersns 12°
Full-Time Employment ......cccviiinnneirann R s s 12
Part-TIME EMIPIOYMENT ..o ctrcr e re s rr e sre s s abed bt et bbb e b b babe b res babun 4008 bobbbbsbbntttbiss 12
Fixed Term Contracts ............. O, 12
Casual EMplOYMENT.....c.c..cccermnnmesencariosnnssrssenssrnessssnsssssssnnnse seeeresserisecsesasesssnteesnesessnreiesanasessansesasreranans 13
CONtINUOUS SEIVICR...cciiviiersirrereeerssiniirae sttt es s n s v s e r s s e s e s e s e n s B e sbnevsanenansatsrrans 13
Position Classification STIUCTUTE i rcrsitrrisseses st s sbssssss st s sesassnsssessssaesannes 13
Progression thrOUEh FEVEIS .eemeeriaisiinsiiniisissinmonsisnssnsanssssnnsssiessonsesanssessssssasissssasessnesssssnsasansssses senens 13
5 SECTION 5 - ORDINARY HOURS OF WORK.....ccoimmmmmmmmmnnmsmsmssamnsmss 14




5.1 Administration EMPlOYees ... nssssss s s s assssnsssnssnsrssssssssssssssssbrssssseasansans 14

5.2 Time Off in LIeU .vverrerernrnnmrnnisnneninnssnineisnimnesenienns Lerreiesenseseissreossasstetasansasase e Rt RS sea e nnens —
5.3 FIEXi-tIME cversreerriresiesnssnimssnisinisnnisssissninsasisssssnssssssss s ssissenessesssnnisst ssinissesssassssssssnssssessrnssrnnesssssevanssne 15

6 SECTION 6 - REMUNERATION AND ALLOWANCES ......cccocnmmmmmnmmmmmmmsssnmmmmnns 16
6.1 Payment Of WAges ... ioirccceiirnccrnrssscenrsseeseresssenesresssmmssssssssssmeenssssaressanebes reeesssseeerbnnbreartanastastanan 16
6.2 Wage Rate INCreases..ciiiiiiinimiimsmminieisiiisnssimsiissesnssminiansssssnssssmnnnsssornnssssasssansisssssanssnnisans 16
6.3 Overpayment of Wages........coeniimmrnnenennanen, sessseennas EeeeerEEEEEIEEESErEsssssssesesestsrntttrnrnrnnrntnnunanns 16
T S 1 11T SO PP 16
6.5 Higher Level DUties .....cccevvevvcneennees VvemrerverseNEesRaRSRReseaR A RRES ST PeR RSN e SR IR e N R R R e e e e nn e et e rananenare 16
6.6 Drivers’ Licence......vsimmminniirinen N P S 17
6.7 Uniform and Protective Clothing. - CereereeisEANbes LN e nedee b RN SR RASS SRR SR RRESRE SRR R ROeeRRRRE b 18
6.8 WOrk Breaks & Meal AllOWaNCe....cc.ceverirerecerrcncsicsssssssssssssesssssssssessssssssssnsssssssssssnsesesesrarsssessssssseseaes 18
6.9 Mileage Reimbursement.......... P 19
6.10 Travelling Expenses................ . bresbrnesnsattresins ere e s bss s st ohs 19
6.11 Availability Allowance.............. teemesuressranseseaRtNLEeTe e RaetoR bR at SR AN e e e e Ree et iR rRaneerennaanterraRbeEES 19
6.12 First Aid AlIOWANCE ..civiiiiiiiisseseeiiisiissiinsssssssssmnimsssisnrmssssessmtsssi s issrssessesssas vsses .19
6.13 Journey to WOTK INSUFANCE COVER .....oimiriiracercnerririsssaneenstesensnnnssssntbss oottt sbsnssbsassssesesesssssssns .19

7 SECTION 7 - PENALTY RATES ON ORDINARY TIME ............ccoiunminnimnnsssssensnsessmssnsnsnnns 20
7.1 Penalty Rates on Ordinary TimMe. i siimniiiinissssisst e sisssss s s, 20
7.2 Library EMPlOYees ...vv ettt sttt s e e e s 20
7.3 Overtlme ................ 21
7.4 Rest Period after OVErtIME ........cccccimmnine s es s s e s ssas e esbsssnsraansasssereesne 21
0T - | I L L O PO cestsssssassassasasesianes 22

8 SECTION 8 - SUPERANNUATION AND SALARY PACKAGING......vcciriniiinnncmsmsnnninane 23
8.1 SupAerannuation Fund and Payments ......cicmmiiiemmmiesssmsmmisissssssianssssase s 23
8.2 Salary Sacrifice to Superannuation teeeeveesemsessessasssmereeeaRtREL nneEraRSaReRERERRR ERRSdResean b bhee S e e s uetsesnnnns 24
8.3 Salary Packaging... rrerereevesrarssiassnnne PR — L

9 SECTION 9 = LEAVE ENTITLEMENTS....cciiciiiricn i issssssssssnisssssssssssnns 25




.1 oAV PrOVISIONS1uarrrerserrsnnnnseseressnmmsssaentsarsssssermisansessesissessssnnnnssseestsssosesssssssrararesassssssssrertanaseeses w25

9.2 Annual Leave ........................................................................................................ 25
9.3 Personal LeaVe .......cccciererismsistssssssssasssssssnas rersesresreeseesse e ror et e s R s asas bR ns 26
9,4 COMPASSIONGLE LEAVE. ... cceieiccce s re s renrse e s s e s b0 a4 4840800804444 4000A R 40 B sbS S e S e AR E R e R R e s b s an e A R m e 27
0.5  LONE SEIVICE LEAVE uiiieiiiirinimiinnnisitiessnnesissmsisinsssssssssnasnsnsst sassssnssssssesssrssssst s orsnersessnressbsssssassanssssssesnass 27
9.6 PArENtAl LEAVE.....coveirsecrisssesesssssssesssssssssasessesssssessasssessasanssssesaseseessssasassssessssesasassessassassasssssessasssssssasens 28
9,7 Leave WiIthOUE Pay ..o sineiemesssssmssomessemmrmsmsonmmimsesissssosssssssssssst snessansssssansassanas 29
9.8 Jury Servi&e/Witness [T £ O SO SO 29
9.9 Defence Forces Leave (AD_F) ................................................................... «30
9,10 PUbJic HONdaYS . umiiiininiiininiiiainisiiiisnnemmimniniisssansmssosrniesmssassseisssnssossasssnsnsnensnsssssssnsassos .30
9,11 PUrchaset LEAVE .......ccceiiiieininiesesnsssss it nsss it assssasssssssssan s sssns s nsssnensssssessssnessosasssssnssssnsssntaesas ..30
9,12 Family and Domestic Violénce LBAVE ceemrrrremrereriascrenmanerereetatassssansussesessssnrossssoronssstsasaassssonanneness .31
* B, 13 EMergency Services LRAVE ... iiimeinnniiiinmmsseemmssrosssssisnsiinsssissiiciasesossassssssasassesessssnnsrisssse .33
9.14 BlOOG DONALION ....ocveriirisiiscsiisssnreressniesisssssssenisiaiassinessssssssianeisssss e nasasssnnsssrvensnssnsssnnsssrasesseess ..33
9.15 Community Volunteerlng .33
2.16 Shut Down or Christmas / New Year Period......... e ——————eseoeemeeeeeeeeses s seste e s 33
10 SECTION 10 - ORGANISATIONAL CHANGE...cccccinmmmninnmmssnssssmssen 35
10.1 Change Management ..o vvvvcssieirreresssssorrrssrssnnnsinsiasasssssassassanssssssssses resessssessarrensissartes 35
10.2 JOB SEOUTIEY cveurornerssssniesinniiisnssssestanssseissossenssssnistssiasssserssssssssessssnsstossnsssssnnresnsss essssesssenssanesensnesnresssbons 35
10.3 Redeployment......ccccveeeresrerseseesersersasmsnssnssnesnnres rueveesnesasIRsERTIS eSSttt neRaasaasanaenten s sensneenesnnerattsaeteben 36
10.4 Voluntary REAUNAANCY......ooi it iissnssninisiin it sssssssssnsnssssssnssssssansssssssnnsassssanss snsonsossnsnssssnn 36
10.5 Termination Of EMPIOYIMENT c.cvvvvrreerereecsceriensmerrrsserr st rrsbrtne s s 08 s b0 bt bas 80004020 805000008snaransesnassssssasnan 37
10.6 Statement of EMPIOYMENT ..o ccviiiiinianiininmmmmeimnsisssmmsmnmsmsisiseansesesaesssnasssssenesssnssssssasnssssssasunns 38
11 SECTION 11 - SIGNATORIES.......ccmmmmmmmmmmmnnnsssssssmsssssssimnnmssssssnise 39
APPENDIX B - CLASSIFICATION STRUCTURE.....cnsmminmmmnmesssssssmmmssssssemsssases 42




1 SECTION 1 - AGREEMENT REGULATION AND ADMINSTRATION

1.1

1.2

1.3

1.4

1.5

Title

1.1.1  This Agreement is known as the City of Burnside Administration Employees
Enterprise Agreement 2020.

Parties Bound by Agreement
1.2.1 This Agreement will be binding on:
1.2.1.1 The City of Burnside;

1.2.1.2 The Australian Services Union (ASU) in respect of its members employed
by the City of Burnside who are bound by this Enterprise Agreement; and

1.2.1.3 Employees of the City of Burnside who are bound by the South Australian
Municipal Salaried Officers Award (Award}, as amended from time to time,
and are employed in.positions classified as “General Officers” within the
meaning of the Award.

Commencement and Duration

1.3.1 This Agreement will come into operation from the date of approval with the South
Australian Employment Tribunal and will remain in force until 30 June 2023 or until
replaced.

1.3.2 The parties agree to commence renegotiation of this Agreement no later than six
{6) months from its date of expiry.

1.3.3 This Agreement supersedes and entirely replaces all previously certified
agreements applying to the Employer and Employees.

Relationship to Parent Award and Council’s Policies & Protocols

1.4.1 This Agreement shall be read and applied in conjunction with the terms of the
South Australian Municipal Salaried Officers Award, as amended from time to time
provided that where there is any inconsistency between this Agreement and the
Award, this Agreement will prevail to the extent of the inconsistency.

1.4.2 The City of Burnside administrative policies do not form part of this Agreement.

Where there is any inconsistency between this Agreement and a Council Policy or
Protocol, this Agreement will prevail to the extent of the inconsistency.

Definitions
151  “Act” means the Fair Work Act (SA) 1994 as amended.

1.5.2 “Agreement” means the City of Burnside Administration Employees Enterprise
Agreement 2020 as amended.

1.5.3 “Approved Season” means the time of the year that the George Bolton
Swimming Centre is open from September to April each year (or as approved).

1.5.4 “Award” means the South Australian Municipal Salaried Officers Award as

amended.




1.5.5 “CEO” means the Chief Executive Officer of the City of Burnside.

1.5.6  "South Australian Employment Tribunal (SAET)" means the South Australian
Employment Tribunal (SAET) or any equivalent State body as established by the
Fair Work Act (SA) 1994.

1.5.7 “Committee” means City of Burnside Administration Employees Enterprise
Agreement Committee (EAC).

1.5.8 “Consultation” is understood to be a process, which has regard to Employees’
interests in the formulation of plans, which have a direct impact on them. It
provides an opportunity for Employees to have their viewpoints heard and taken
into account prior to a decision being made. Consultation allows for decisions to
be made giving due regard to matters raised by Employees. The principal
consultative structure is the City of Burnside Administration Employees
Enterprise Agreement Committee.

1.6.9 “Council’ and “Employer” means the City of Burnside.

1.5.10 “Employee” means an employee directly employed by the City of Burnside who
performs work covered by this Agreement.

1.5.11 “Field Employees” means Employees covered by the City of Burnside Field
Employees Enterprise Agreement, as amended.

1.5.12 “Fixed Term Contract” means an employment contract that has a defined
expiration date.

1.5.13 “Employment Contract” means the written terms of employment between an
Employee and the Council.

1.5.14 “Library Employees” means full-time, part-time or casual Employees employed
to work in Council’s Library.

1.5.15 “Ordinary Work Hours” means the varying rostered hours of a casual Employee
or the work hours of a part-time or full-time Employee prescribed pursuant to their
employment contract and clause 5.1 of this Agreement.

1.5.16 “Primary Care Giver’ means an Employee who is the primary care giver being
the person who is identified as having greater responsibility and/or principally
looking after that person outlined in clause 9.1.4 at a given point in time.

1.5.17 “Rostered Employees” means casual, part-time or full-time Employees whose
work hours, whether in part or on the whole, are set in a work roster and whether
such work roster rotates work start and finish times and or work activities and
includes Library Employees, Customer Service, Pepper Street and George
Bolton Swimming Centre Employees.

1.5.18 “Tenured Employee” means an Employee employed pursuant to a permanent
contract of employment, which has no defined expiry date.

1.5.19 “Union” means the Australian Services Union (ASU) — SA and NT Branch.

1.5.20 “Workplace Representative” means an Employee, known as the union
delegate and who is an ASU member, elected by the other employee members
of the ASU and appointed under the rules of the ASU, whose role is to effectively
represent the interests of members at the workplace, if so requested.
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2.1

2.2

SECTION 2 - AIMS AND OBJECTIVES

Aims of the Agreement
This Agreement aims to:

2.1.1 Develop and support a flexible workforce and management structure committed to
continuous improvement, aimed at achieving improved productivity and a
sustainable level of job security for Employees.

2.1.2 Recognise past efficiency and productivity and provide the necessary mechanisms
for change through a participative and consultative process in order that the
Employer can become more efficient, productive and competitive.

2.1.3 Provide an environment where Employees are given an opportunity to achieve
their full potential and benefit from the success of their efforts.

2.1.4 Provide aregulated framework whereby all Employees are treated consistently and
equitably, regardless of their employment status.

2.1.5 Provide for improved wages and conditions for Employees resulting from
productivity increases.

Objectives of the Agreement
The objectives of the Agreement are to:

2.2.1 Develop an organisation that will demonstrate its ability to be competitive under
the principles of fair value including:

2.2.1.1 An immediate response to issues affecting productivity such as time and
cost performance, job design and work organisation, quality, technology, -
training and up skilling through a process of continuous improvement and
continuous change;

2.2.1.2 Benchmarking of our Council services with similar operations and functions
undertaken by other local government bodies or private sector
organisations in relation to cost, effectiveness and customer service;

2.2.1.3 Performance indicators and performance standards as a means of
measuring what has been achieved.

2.2.2 Encourage and develop a high level of skill, innovation and excellence amongst all
Employees.

2.2.3 Develop a high degree of participation, team work, trust and shared commitment
to the goals and policies of the Employer and the achievement of real and
sustainable improvements in productivity.

2.2.4 Implement a training and skills improvement program to enable all Employees to
increase their level of individual expertise and have access to defined career paths
and opportunities.

2.2.5 Continually promote measures to eliminate industrial disputation, reduce labour
turnover, absenteeism and lost time through injury by the design of jobs which
provide a safer and more enjoyable working environment, a sustainable level of
job security, skill levels and the job satisfaction of all Employees. ‘
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. 2.4

2.5

2.2.6 Provide for an immediate response to issues affecting productivity such as time
and cost performance, job design and work organisation, quality, technology,
training and up-skiling through a process of continuous improvement and
continuous change.

2.2.7 Ensure strict adherence to this Agreement and all statutory provisions.

Disputes or Grievance Procedure Arising under this Agreement
Any disputes arising out of this Agreement shall be dealt with through the following steps:

2.3.1 The aggrieved party(s) shall raise the matter with the other party(s) through the
Committee and attempt to resolve the issue by negotiation. This may be by way
of internal mediation through the Committee and a written record made of the issue
and outcome or alternatively, the aggrieved party shall raise the matter with the
other party through formal written communication and attempt to resolve the issue.
This will need to be done within a reasonable period, which is generally considered
to be no more than 20 working days although the circumstances of a particular
case will be taken into account in this regard.

2.3.2 Should the parties or the Committee be unable to resolve the issue, the matter will
be referred to the CEQO. The CEO will need to respond to the issue within a
reasonable period, which is considered to be no more than 15 working days.

2.3.3 If the issue remains unresolved then the matter may be referred to the SAET for
conciliation within a'reasonable period, which is considered to be within 10 worklng
days from the time of the CEO response.

_ 2.3.4 If conciliation does not resclve the matter then the parties will place it before the

SAET for arbitration.

Grievance Procedure

241 Any Employe'é grievances will be addressed in accordance with the Council's
Grievance Resolution Protocol as amended from time to time.

2.4.2 An Employee may refer a grievance to the SAET for conciliation following
notification of the Council of their grievance in accordance with the applicable
Council Policy and Procedure.

2.4.3 If conciliation does not resolve the matter then the parties will place it before the
SAET for arhitration.

Consultative Mechanisms

2.5.1 The principle consultative structure is the City of Burnside Employees Enterprise
Agreement Committee (the Committee).

2.5.2 The Committee shall consist of:

2.5.21 Up tofive (5) Embloyer representatives nominated by the Employer;
2.5.2.2 Up tofour (4) Employee representatives elected by Employees;
2.5.2.3 The Workplace Representative; ‘

2.5.2.4 An Employee Representative, which may be the Union, if requested by
any employee covered under this Agreement; and
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External parties, invited or as applicable, as agreed by the Committee.

2.5.3 The role of the Committee shall be to:

2.5.31

2632

2533

2.5.34

2.5.3.5

2.5.3.6

2.5.3.7
2.56.3.8
2.53.9

2.5.3.10

Negotiate the Agreement being elected before process begins and in
effect for the duration of the Agreement.

Meet on an as needs basis or as required to resolve disputes arising from
this Agreement;

Aim to reach decisions by consensus. All decisions will operate as
recommendations;

Assist in the resolution of any dispute arising under this Agreement;

Hear and acknowledge reports and ideas generated by Employee and
Employer representatives on a range of issues to ensure appropriate
action is taken; :

Provide a forum for information flow between the Employer and
Employees;

Consult on proposed changes;
Monitor the implementation of the Agreement;

Identify and recommend appropriate methods of monitoring productivity
improvement;

Monitor and quantify where possible;

(a) Productivity improvement;

(b) Workplace change;

{c) Outcomes of continuous improvement; and
(d) Reportto the CEO.

2.5.4 Training of the Committee Employee representatives regarding matters that
pertain to the employment relationship is considered essential to ensure optimal
outcomes. To this end, the Employer agrees that training for employee commitiee
representatives will be undertaken in the Employer's time. Further, such training is
to be discussed and approved by agreement between the Employer and the
Employee. ‘




3 SECTION 3 - EMPLOYEE RELATIONS

3.1

3.2

Work/Life Balance Approach

3.1.1 We recognise that achieving a balance between employment and family/personal
responsibilities is important for Employee health and wellbeing and productivity at
work. Our commitment to providing a balanced work approach/family friendly
organisation is recognised through:
3.1.1.1 Paid parental and adoption leave;

3.1.1.2 Ability to access personal leave as defined in clause 9 — Leave
Entitlements;

3.1.1.3 Flexible working arrangements through:
(a) Flexi-time;
(b} Rostered Day Off;

(c) Right to access Time Off in Lieu at short notice for family and
personal matters; and

(d) Access to one or more days annual and long service leave at short
notice due to immediate family or emergency situations.

3.1.2 Extemnal counselling for assistance in work related, family and personal issues
through an Employee Assistance Program (EAP) as outlined in the Employee
Assistance Program Protocol; and

3.1.3 Leave without pay.

Study Leave and Financial Study Support

3.2.1 The parties are committed to training and development of Employees to enhance
the career options of Employees and to increase productivity and effectiveness.

3.2.2 Employees may apply for study assistance. Consideration will be given to the
following factors in assessing study assistance:

3.2.2.1 The course of study will have a direct relationship to the Employee’s
duties;

3.2.2.2 Alternatively, the course of study may be a component of the Employee’s
Performance Development Review for long-term career development;

3.2.2.3 The ability of the work area to meet the operational service levels of
Council. ‘

3.2.3 Study assistance will consist of one of the following options:
3.2.3.1 Option One — Study Leave

3.2.3.1.1 Employees undertaking courses of study will be allowed time
off with pay of up to five (5) hours per week (inclusive of any
travelling time) to attend lectures and/or examinations and to
undertake practical training, during ordinary work hours,
subject to the following provisions:

3.2.3.1.2 The Study Leave is approved by the Employer priof to

attendance; and




3.2.3.1.3 Employees undertaking approved courses of study by

correspondence are permitted time off with pay of two (2)

. hours per week for the purposes of completing compulsory
exercises/assignments, practical fraining and examinations.

3.2.3.1.4 As a means of providing greater flexibility in the provision of
training and development opportunities, structured training of
up to eight (8) hours per annum non-cumulative, may be
conducted by the Council outside of ordinary work hours and
will be paid at ordinary work rates. Such training shall occur
at a time mutually agreeable to the majority of participants and
given adequate noftification of five (5) working days.

3.2.3.1.5 Where structured fraining occurs in accordance with Clause

' 3.2.2 above, Employees with family responsibilities may seek

reimbursement from the Employer for reasonable childcare
expenses.

3.2.3.2 Option Two — Financial Study Support

3.2.3.2.1 An Employee may seek, in lieu of any paid study leave, fo
have prescribed course fees refunded of up to $2,500.00 per
annum. The study support payment is not subject to Fringe
Benefit Tax (or as legislation is amended).

3.2.3.2.2 Payment of study fees will be subject to the following:

3.2.3.2.2.1 Subject fo the cap outlined in clause 3.2.3.2.1,
enrollment fees will be paid on presentation of
official enrolment documentation and receipt of
payment;

3.2.3.2.2.2 The Employee must produce evidence of
successful completion of all subjects for which they
are enrolled;

3.2.3.2.2.3 If subjects are not passed, the Employee will either
repeat at their own expense until passed or refund
the fees paid by Councit.

3.3 Work Health and Safety

3.31

3.3.2

The parties recognise that workplace' safety education and training shall be
fundamental to maintaining Work Health and Safety at Council worksites in
compliance with all applicable legislation, codes of practice and Council policies,
protocols and procedures. -

The parties recognise that problems or issues relating to Work Health and Safety
and other hazardous situations may arise from time to time in the workplace and
that these issues should be dealt with in accordance with the Work Health and
Safety Act 2012, regulations and Council protocols as amended from time to time.

3.4 Performance and Disciplinary Arrangements

3.4.1

The processes and principles regarding the management of Employee
performance and addressing Employee misconduct are outlined in the Council's
Performance Management and Misconduct Protocol, as amended from time to

time,



4 SECTION 4 -TYPES OF EMPLOYMENT

4.1 Probationary Period of Employment

4,11 The Council may engage new Employees on a probationary period of up to six
(6) months duration for the purpose of facilitating the assessment of the
Employee's work performance.

4,12 A probation period enables the Council to monitor the Employee’s work
performance, attitude and conduct in order to determine whether the Employee
meets the fundamental requirements of the position and is willing and able to
adhere to the Council’s policies, protocols, procedures and standards.

4.1.3 Assessment of a new Employee's progress during probation will be based on
regular meetings and feedback. Reviews should occur at regular intervals usually
after 1, 3 and 5 month service periods and prior to six (6) months.

4.1.4 An Employee’s employment may be terminated at any stage during the
probationary period due to unsatisfactory performance or misconduct. This
outcome will not be taken before the Employee has been reasonably counselled
by Council.

4.2 Full-Time Employment

4.2.1 An Employee who works 38 hours on a weekly basis (76 hours on a fortnightly
basis) or an average of 38 hours over a specified pericd is a full-time Employee.

4.3 Part-Time Employment

4.3.1 An Employee who works less than 38 hours on a weekly basis (76 hours on a
fortnightly basis) or less than an average of 38 hours over a specified period and
whose Ordinary Work Hours are fixed is a part-time Employee.

4.3.2 Part-time Employees are entitied to the same leave entitlements as full-time
Employees but on a pro rata basis, according to the hours worked.

4.3.3 Part-time Employees may also, from time to time, be rostered, by mutual
agreement, for additional work hours to a maximum of 38 hours per week or
averaged over 38 hours per week to meet organisational requirements. These
additional work hours will be paid at the Employee’s Ordinary Work Hour rate and
leave entitlements will accrue on a pro rata basis.

4.3.4 Subject to the provisions of Clauses 4.3.1 and 4.3.3, overtime and penalty rates
shall apply to a part-time Employee where work is performed outside of the hours
set out in Clause 5.1.3.1 of this Agreement.

435 A parttime Employee will qualify for incremental progression within the
classification level after 12 months continuous service.

44 Fixed Term Contracts

4.4.1 The Council may employ an Employee pursuant to a Fixed Term Contract to:
4.4.1.1 undertake a specific projebt of limited duration;
4.4.1.2 work of a limited duration;
4.41.3 covering an Employee who is absent from work of a limited duration;
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4.4.1.4 where employment is being facilitated by funding from an external source.

4.4.2 The Council may engage an Employee in special circumstances other than those
provided for in clause 4.4.1 where the Employee agrees to employment for a fixed
term. '

4.4.3 A review of the contract will commence eight (8) weeks prior to the conclusion of
any Fixed Term Contract.

444 The Employee will be advised within four (4) weeks of the expiry date of their Fixed
Term Contract whether further employment will be offered.

4.4.5 An Employee who is offered and accepts a Fixed Term Contract will be deemed to
have accepted and acknowledged their fixed ferm contractual employment
relationship. Hence they will have acknowledged that there is no right to ongoing
employment at the conclusion of their Fixed Term Contract.

Casual Employment

4.5.1 A casual Employee is an Employee who is employed by the hour and paid a casual
loading in accordance with the Award in addition to the applicable wage rates
prescribed under Appendix A of this Agreement.

452 A casual Employee is paid only for time worked and the casual loading
compensates the casual employee for not being eligible to receive leave
entitlements (other than Long Service Leave where applicable) and payment for
public holidays not worked.

4.5.3 Where a casual Employee performs work at a time which attracts penalty rates
under this Agreement, the penalty rates will apply for the work performed by the
casual Employee. Overtime and penalty rates for casual Employees shall be
applied to the hourly rate which includes the casual loading.

4.5.4 The minimum engagement for a casual is three (3) consecutive hours.

455 A casual Employee who works more than 800 hours in their first year of
employment, shall be engaged as a pari-time or full-time employee, unless the

Employer and the Employee otherwise agree. A written copy of any such mutual
agreement shall be signed by the Employer and Empioyee.

Continuous Service

4.6.1 Continuous Service will be in accordance with Clause 7.5 of the Award.

Position Classification Structure

4.7.1 Position Classification Structure will be in accordance with the criteria outlined in
Appendix B of this Agreement.

Progression through levels

4.8.1 Progression through levels will be in accordance with the criteria outlined in
Appendix B of this Agreement.
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5.2

SECTION 5 — ORDINARY HOURS OF WORK

5.1 Administration Employees

5.1.1 The Ordinary Work Hours of part-time Employees covered under this Agreement,
shall be determined by their employment contract and may be worked within the
span of hours prescribed in Clause 5.1.3.1.

5.1.2 The Ordinary Work Hours of casual Employees covered under this Agreement
shall be determined by their employment contract and may be worked within the
span of hours prescribed in Clause 5.1.3.1.

5.1.3 With the exception of Rostered Employees and subject to Clause 5.2.4, the
Ordinary Work Hours of full-time Tenured Employees or full-time Employees
employed pursuant to a Fixed Term Contract shall comprise of 38 hours per week
(7.6 hours per day) or an average of 38 hours over a specified period, subject to
the following: :

5.1.3.1  The Ordinary Work Hours are to be worked between the spén of hours
of 7.00am and 7.00pm Monday to Friday inclusive,

5.1.3.2 The Ordinary Work Hours or the span of hours worked by an Employee
in any one day, as defined in Clause 5.1.3.1, may be altered by written
agreement hetween the Employee and their Manager without attracting
penalty rates, provided that an Employee works no more than ten (10)
hours.

5.1.4 Employees who regularly and directly supervise Employees covered by the City of
Burnside Field Employees Enterprise Agreement, as amended, and depot-based
Employees who regularly provide administrative support to those Employees, may
work the same hours as those Employees covered by the City of Burnside Field
Empioyees Enterprise Agreement provided such hours do not exceed 152 ordinary
hours in a four-week period.

Time Off in Lieu

52.1 Where a part-time or full-time Tenured Employee or a pari-time or full-time
Employee employed pursuant to a Fixed Term Contract works additional hours
outside their Ordinary Work Hours, they may accumulate Time off in Lieu (TOIL)
in relation to the additional hours worked, fo a maximum of 22.8 hours (‘Maximum
TOIL Hours').

5.2.2 Once the Maximum TOIL Hours have been accrued in accordance with Clause
5.2.1, the Employee and their Manager will reach agreement for when the TOIL
will be taken or for a pay-out of the TOIL.

5.2.3 The provision of the accumulation of TOIL in Clause 5.2.1 will not apply in
circumstances where an Employee is required by their Manager to work overtime.
In such circumstances, the overtime provisions in Clause 7.3 - Overtime, of this
Agreement will apply.

5.2.4 Employees with accumulated and untaken TOIL at the time of the termination of
their employment will be entitled to a pay-out of the TOIL.




5.3 Flexi-time

5.3.1

5.3.2

The Council is committed to the promotion of work-life balance and offers a Flexi-
time Scheme to eligible Employees which enables them to vary their start and finish
times with the aim to improve efficiency and engagement and to enable Employees
to meet their out of work commitments.

The principles and procedures regarding this scheme are outlined in the Flexi-time
and Rostered Day Off Protocol.




6.1

6.2

6.3

6.4

6.5

SECTION 6 — REMUNERATION AND ALLOWANCES

Payment of Wages
6.1.1 Wages are paid fortnightly.

6.1.2 The Council may pay wages by way of cheque or by means of direct transfer into
a bank or other recognised financial institution of the Employee's choice.

6.1.3 The minimum annual wages to be paid to Employees will be in accordance with
the wage rates set out in Appendix A (subject to the deductions for taxation
purposes and any other purpose approved by the Employee) and will include
relevant prescribed allowances.

6.1.4 The Employer will provide each Employee a pay slip (delivered electronically or
printed hardcopy) at the time when wages are paid and which provides particulars
of the payment.

Wage Rate Increases

6.2.1 The following annual Wage Rate Increases of the wage rates set out in Appendix
A apply to all Employees covered by this Agreement:

a) 0% of the applicable wage rate effective from the commencement of this
Agreement;

b) 1.25% effective from the first full pay period after 1 July 2021 or ABS
Adelaide CPI March Quarter, whichever is greater; and

c)  1.25% effective from the first full pay period after 1 July 2022 or ABS
Adelaide CPIl March Quarter, whichever is greater.

Overpayment of Wages

6.3.1  When an Employee is paid for wbrk not subsequently performed or is overpaid in
any other manner, Council is entitled to recover overpayment from the Employee.

6.3.2 Council is required to notify the Employee in writing of its intention to recoup
overpayment and to consult with the Employee on the mutually agreeable and
appropriate recovery rate. ‘

Trainees

6.4.1 Trainees employed directly by Council shall be paid in accordance with the
applicable percentage of the adult rate, as detailed in Appendix A.

Higher Level Duties

6.5.1 An Employee appointed to undertake work in a position with a higher classification
level than their substantive employment position, on a temporary basis and where
the Employee is required to perform the majority of functions of the position with
the higher classification level, will be temporarily employed in an acting capacity in
the position with the higher classification level for a nominated period (‘Higher
Duties Appointment’) and at the end of the Higher Duties Appointment period the
Employee will resume the role and function of their substantive employment

position.




6.6

6.5.2 Appointments made pursuant to Clause 8.5.1 must be discussed with the People
Experience Department to determine whether they need to be internally advertised
and to determine the appropriate classification level and wage salary/wage rate of .
the Higher Duties Appointment. Appointments will not be automatically made in
every instance an Employee is temporarily absent from work or in relation to every
employment position.

6.5.3 Where the Employee is directed to perform such duties for five or more consecutive
working days, the employee shall be entitled to a higher duties allowance which
reflects the increase in the level of duties and responsibilities being undertaken.

6.5.4 Subject to clause 6.5.5 of this Agreement, the remuneration payable to an
Employee whilst undertaking a Higher Duties Appeintment will be calculated from
the first year increment of the classification level appropriate to the duties that they
are required to perform or as mutually agreed and approved by the Manager.

6.5.5 An Employee undertaking a Higher Duties Appointment will normally not be
classified and paid at the same rate as that of the incumbent.

6.5.6 Employees undertaking the position of an Acting Manager will be paid 80% of the
incumbent's salary package or as mutually agreed.

Drivers’ Licence

6.6.1 Employees are required to ensure that they maintain a current licence in
accordance with their employment position requirements.

6.6.2 Where an Employee requires a driver's licence in order to carry out their
fundamental employment duties, they shall inform Council of any impediment,
downgrading or loss of licence as soon as possible.

6.6.3 An.-Employee who has lost their licence must not operate any City of Burnside
vehicle. Any Employee who does operate a vehicle whilst not in possession of a
current driver's licence will face disciplinary action. Driving a City of Burnside
vehicle whilst not possessing a current driver's licence is violating the law and can
potentially be invalidating the City's vehicle insurance policy.

6.6.4 Where an Employee has lost their driver's licence and it is a fundamental
requirement of the position that they hold a current licence, then the Employee’s
immediate Team Leader and Manager, together with the Group Manager People
and Innovation and/or General Manager shall formulate a strategy to deal with the
situation based on the individual merits of the case,
6.6.4.1 Factors that shall be taken into account shall include:

s the extent to which the Employee is required to use the City’s vehicles
‘ in performing the functions of their role;

s the reasons for loss of licence;
+ whether alternative duties/suitable vacancies are available;

s the Employee’s length of service, work performance and behaviour
record; and

» the length of time before the employee will gain an extraordinary
licencefregain their driver's licence.

6.6.4.2 Depending on the merits of any particular case, the following strategies

may be implemented:
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6.8

» the Employee shall perform alternative duties which do not require a
driver’s licence within their current section/division payable at the
applicable pay rate;

o the Employee shall be redeployed elsewhere within the City of
Burnside payable at the applicable pay rate;

e the Employee shall apply for and be granted annual leave, long
service leave or leave without pay;

» the Employee’s services shall be terminated.

6.6.5 The Chief Executive Officer shall have the final decision as to whether employment
shall continue, however the affected Employee shall be advised of their right to
contest any such decision through the appropriate dispute resolution process.

6.6.6 Should an Employee's services be terminated, that person may reapply for
employment.

6.6.7 Should the period of suspension, cancellation or restrictive usage be in excess of
six (6) months the person’s employment may be terminated by Council.

Uniform and Protective Clothing

6.7.1 The Employer will supply uniforms and protective clothing as outlined in the Dress
Standards and Uniform Protocol.

6.7.2 Employees will wear such clothing including:

' 6.7.2.1 Approved corporate attire;
6.7.2.2 Wet weather gear;
6.7.2.3 Sun protection;
6.7.2.4 Appropriate safety attire as outlined in WHS protocols.

6.7.3 Employees are to ensure that clothing provided in accordance with this clause is

maintained in a fit for purpose and tidy condition. Damage to clothing must be

" reported to the Council and the Council will take appropriate steps for repair or
replacement.

Work Breaks & Meal Allowance

6.8.1 Employees may take an unpaid meal break of between 30 and 60 minutes each
day if required to work more than 5 hours to be taken between 11.30 am and 2.00
pm or as mutually agreed. :

6.8.2 Should an Employee choose to delay their meal break to after five (5) hours due
to work demands or personal circumstances, overtime will not be payable.

6.8.3 Employees may take a paid rest period or tea break of ten minutes duration during
the morning and afternoon of each working day. Where adequate kitchen facilities
are available, the break shall be taken at the Employee's normal work station at
such times as are arranged by the Employer and shall allow for the continuity of
work where the circumstances so require. ‘

6.8.4 All other applicable provisions regarding overtime meal breaks and allowances

apply in accordance with clause 4.4.4 of the Award.
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6.10

6.11

6.12
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6.8.5 TOIL or Flexi-time cannot be accrued for working through this break.

Mileage Reimbursement
6.9.1 Anemployee who, at the direction of the Employer, is required to use their privately

owned motor vehicle for official use in connection with the business of the Council
will be reimbursed in accordance with the Award.

Travelling Expenses
6.10.1 All authorised travelling expenses incurred by any employee in the course of their

employment duties shall be paid by the Council on the provision of satisfactory
evidence (i.e. tax invoice).

Availability Allowance

6.11.1 An Availability Allowance will be provided to Employees in accordance with Clause

4.4.1 of the Award.

First Aid Allowance

6.12.1 A First Aid Allowance will be paid to Employees appointed by Council in
accordance with the Award.

Journey to Work Insurance Cover

6.13.1 Subject to clause 6.13.2, the Employer will provide Journey Insurance, which will
apply in respect of an Employee’s travel to and from work.

6.13.2 The Employer will provide the Journey Insurance Cover on the foilowing
conditions:

(a) Cover will be for the term of this Agreement from 1 July 2020 to 30 June 2023;

(b} Cover will only be provided whilst brokered through Local Government Risk
Services (LGRS) and while premiums remain at a similar cost as at the
commencement of this Agreement;

(c) If the Journey Insurance Cover ceases during the term of this Agreement, the
Employer is not obliged to find an alternative provider; and

(d) Upo'n cessation of the Journey Insurance Cover, no compensation will be
payable in lieu of the monetary value to Employees.
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7.2

SECTION 7 — PENALTY RATES ON ORDINARY TIME

7.1 Penalty Rates on Ordinary Time

7.1.1 Employees who as part of their ordinary hours of duty regularly perform work prior
to 7.00 am or after 7.00 pm on a Monday to Friday (inclusive) shall receive a
loading of 15% in addition to their ordinary time rate of pay for all time worked
outside of those hours.

7.1.2 Employees working on Saturdays and Sundays as part of their ordinary hours will
receive a loading of 50% in addition to their normal wage. Saturday to commence
at midnight on Friday and Sunday to finish at midnight on Sunday.

7.1.3 Employees working on public holidays as part of their ordinary hours may elect to
receive either:

7.1.3.1 150% in addition to their ordinary time rate of pay; or

7.1.3.2 50% in addition to their ordinary time rate of pay plus paid TOIL equal to
the number of hours worked, to be taken at a time that is mutually agreed
between the Employee and the Employer.

7.1.4 Employees who are regularly rostered to work over seven days, including Sundays
and public holidays, shall be granted an additional week of annual leave.

7.1.5 If an Employee works Saturday and Sunday as part of their ordinary week, then
they will be entitled to two consecutive days off during the period Monday to Friday,
as mutually agreed between the parties.

7.1.6 The penalty provisions of this Clause 7.1 will not apply to Employees undertaking
supervisory duties as defined in Clause 5.1.4 of this Agreement. '

7.1.7 All time worked in excess of ordinary hours in any ocne work day or exceeding an
average 38 hours per week shall be paid at the appropriate overtime rate as
prescribed in Clause 7.3 — Overtime of this Agreement.

7.1.8 These provisions are not intended to alter or affect TOIL or rostered hours
arrangements.

Library Employees

7.2.1 Library Employees who are required to work, as part of their ordinary work roster,
on any day Monday to Friday (inclusive)} shall be paid a loading for all such hours
worked as set out below:

7.2.1.1 Employees working in excess of 19 hours per week, Monday to Friday,
shall be paid a 15% loading for all time worked after 5.00pm. ,

7.2.1.2 Employees working 19 hours or less, Monday to Friday, shall receive a
15% loading for all time worked after 7.00pm.

7.2.2 These loadings will only be paid where the work time is continuous and does not
include meal breaks.




7.3

7.4

7.2.3
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7.25

7.2.6

Library Employees who are required to work as part of their ordinary work roster:

7.2.3.1 On Saturday up to 12 noon shall be paid a loading of 25% for such time;

7.2.3.2 On Saturday after 12 noon, Sunday or a public holiday shall be paid a
loading of 50% for such time;

Library Employees who are not normally required to work as a bart of their ordinary
work roster on days outlined below, receive the following penalty rates:

7.2.4.1 50% loading for time worked on Saturday before 12 noon.

7.2.4.2 100% loading for time worked on Saturday after 12 noon, Sunday or a
public holiday.

Library Employees who are required to work in excess of 38 hours in any one week
or over an average of 38 hours for a set period shall receive payment for such
excess time at the rate of time and a half, or else be granted TOIL in accordance
with Clause 5.3.

During the life of this Agreement the parties may agree to alter hours of work or
any conditions of employment to address a change of circumstances. Any such
agreement should be in writing as a memorandum of understanding and shall have
full applicability as if the alterations were expressed within this Agreement.

Overtime

7.3.1

7.3.2

7.3.3

7.3.4

7.3.5

7.3.6

7.3.7

Clauses 7.3.2 through to 7.3.6 do not apply to Library Employees.

Unless agreed pursuant to Clause 5.1.3.2 or Clause 5.2 of this Agreement, all work
performed by Employees in excess of the ordinary work hours per week or outside
the span of hours prescribed in Clause 5.1.3.1, shall be overtime and paid at the
rate of time and a half for the first three hours and double time thereafter until the
completion of the overtime worked.

All overtime worked on a Saturday before noon shall be paid at the rate of time and
one half for the first three hours and double time thereafter.

All overtime worked on a Sunday or afternoon on Saturday shall be paid at double
time. '

All time worked on a public holiday as defined by Clause 8.10 - Public Holidays,
shall be paid at double time and one-half. Provided that Employees required to .
work overtime on any such occasion shall be paid a minimum of three hours’ work
at the appropriate overtime rate.

The Employer and an Employee may agree to a suitable employment package to
take account of work that is likely to be performed outside the ordinary work hours
prescribed in Clause 5.1.3. Such an agreement shall be recorded in writing.

All Employees will attend meetings of the Council or any committee thereof
whenever they are directed to do so, notwithstanding that such meetings may be
held outside of the Employee’s ordinary work hours and will be paid in accordance
with clause 7.5.1 of this Agreement.

Rest Period after Overtime

7.4.1

If starting work at the Employee’s next rostered starting time would mean that the
‘Employee would not receive a full ten hour break then either. the Employee may,

g



without loss of pay, start work at such later time as is necessary to ensure that they
receive a break of at least ten hours; or the Employer must pay the Employee
double the ordinary rate applicable for all work performed until the Employee has
received a break of at |east ten hours.

7.5 Call Out

7.5.1

7.5.2

753

An Employee recalled to work, including fo attend Council meetings, whether
notified before or after leaving the Employer's premises, shall be paid for a
minimum of three hours’ work at the overtime rate for such attendance.

Where an Employee receives an Availability Allowance in accordance with clause
6.11 of this Agreement, they will be paid the equivalent of a minimum of two hours’
work, at the appropriate overtime rate for each time they are recalled to work.
provided that, except in the case of unforeseen circumstances arising, the
Employee shall not be required to work the full two or three hours, as the case may
be, if the job they were recalled fo perform is completed within a shorter period.
Time worked in the circumstances specified in this subclause shall not be regarded
as overtime for the purpose of Clause 7.4 - Rest Period After Overtime of this
Agreement, when the actual time worked is less than three hours on such recall or
on each recall.

This clause 7.5 shall not apply where the overtime is continuous (subject to a
reasonable meal break) with the completion or commencement of ordinary working
time. '




8 SECTION 8 ~ SUPERANNUATION AND SALARY PACKAGING

8.1 Superannuation Fund and Payments

8.1.1 ' Choice of Fund applied from 1st January 2012 and enabled existing and new
Employees to have the option to nominate a superannuation fund of their choice
in accordance with applicable legislation. For any Employee that does not provide
a Choice of Fund form within the requisite period determined by the Employer, all
contributions will be paid to Statewide Superannuation Pty Ltd ABN 62 008 099
223 (AFSL 243171) Trustee and RSE Licensee of Statewide Superannuation Trust
ABN 54 145 196 298 (Statewide Super).

8.1.2 ‘Statewide Super' means the superannuation scheme that merged with the Local
Government Superannuation Scheme (‘Local Super’) which was established under
the Local Govemment Act 1934 (SA), continued in existence under Part 2 of
Schedule 1 of the Local Government Act 1999 (SA) (1999 Act) and then continued
in existence under a trust deed dated 25 November 2008 (Trust Deed) pursuant to
amendments to the 1999 Act that took effect on 1 January 2009, before merging
with Statewide Super pursuant to the provisions of the Local Govemment
(Superannuation Scheme) (Merger) Amendment Act 2012.

8.1.3 The amount of the Employer superannuation contribution will be:

8.1.3.1 For each Employee who is making a “Salarylink Contribution” to

Statewide Super:
(a) 3% of the Employee’s salary (or as amended); and;
(b) Any additional contributions which the Employer is required to

pay in respect of the Employee pursuant to the Trust Deed as
advised by the Trustee of Statewide Super from time to time to
finance the Salarylink benefit for the Employee; and

{c) Any additional superannuation contributions which the
Employer agrees to pay in respect of the Employee.

8.1.4 “Salarylink Contributions” has the meaning given to that term under the Trust Deed.

8.1.5 For each other Employee:

8.1.5.1  Contributions which the Employer must pay to a superannuation fund in
respect of the Employee in order to avoid becoming liable for a shortfall
in respect of the Employee under the Superannuation Guaranfee
(Administration) Act 1992 (Cth); and

8.1.5.2 Any additional superannuation contributions which the Employer agrees
to pay in respect of the Employee.

8.1.6 Salary sacrificing of superannuation contributions shall be available to
Employees. An Employee may elect to vary the amount of salary sacrifice paid to
an eligible superannuation fund on a prospective basis at any time during the life
of this Agreement.

8.1.7 The Employee's salary referred to in this Agreement shall be the pre-sacrificed
salary. However, the parties agree that the net salary paid to an Employee will be
reduced by any amount salary sacrificed to superannuation.




8.2 Salary Sacrifice to Superannuation

8.3

8.2.1

8.2.2

8.2.3

8.2.4

8.2.5

8.2.6
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An Employee may apply to Council to salary sacrifice any part of their salary to
make additional contributions to the applicable superannuation fund in accordance
with this Clause 8.

As salary sacrifice is a complex matter, it is the Employee’s responsibility to seek
advice and fully understand all implications of salary sacrifice before seeking to
enter into this arrangement. '

The Employee’s substantive gross salary for all purposes, including but not limited
to superannuation, annual leave and long service leave, shall be the pre-sacrificing
salary. The Employee recognises that, as a consequence of entering into a salary
sacrifice arrangement with the Council, there will be a reduction in the Employee’s
actual net take-home pay.

Any-such arrangement shall be by mutual agreement between each individual
Employee and the Council, provided that approval by the Council shall not be
unreasonably withheld.

The application shall be in writing and shall detail the percentage of salary to be
salary sacrificed taking into consideration the Australian Taxation Office
Contribution Caps. The remaining “cash” component cannot be lower than any
minimum salary amount, which the Council may otherwise be required to satisfy in
respect of an Employee.

Each Employee may vary the amount of salary sacrifice and withdraw from the

~ arrangement at any time. The arrangement may only apply to future salary

arrangements and cannot operate retrospectively. The Employee shall bear the
responsibility and costs associated with taxation and any other matters in respect
of the salary sacrifice arrangements. This means that contributions made to the
applicable superannuation fund will be adjusted (at the Employee’s cost) to take
account of taxation payable in relation to those contributions.

Any information or figures provided on request by Council's Payroll Officer to
Employees on the implications of salary sacrificing will not constitute professional
advice or a recommendation.

Salary Packaging

8.3.1

8.3.2

8.3.3

8.34

8.3.5

An Employee may apply to the Council to salary package any part of their salary
for items outlined at Clause 8.3.5.

As salary packaging is a complex matter, it is the Employee’s responsibility to seek
professional advice and fully understand all implications of salary packaging before
seeking to enter into this arrangement. '

The parties agree that the introduction of salary packaging, will not result in any
additional cost to the Employer, including taxation. Employees will bear the
responsibility for any and all costs associated with taxation and other matters in
respect of the salary packaging arrangements.

Employees may package part of their ‘salary’ or ‘remuneration’ in return for other
benefits, as approved by the Australian Taxation Office, as legally allowable items
(e.g. novated car lease).

Payroll will manage on behalf of Employees, the fortnightly payroll deduction for
salary packaging, however it will not provide financial advice to Employees
regarding salary packaging.




9.1

9.2

SECTION 9 — LEAVE ENTITLEMENTS

| eave Provisions

9.1.1 Employee Leave provisions will be read in conjunction with the relevant leave
clauses of the Award. Principles outiined in the Council's Leave Protocol, as
amended from time to time, will be alsc read in conjunction with this Agreement.

9.1.2 The Council recognises that is important for its Employees to balance their work
and personal commitments. To enable this balance, Council will continue to
provide Employees with the opportunity to access leave which is available in
varying degrees of flexibility and dependent on Council’s operational requirements.
Managers will actively encourage Employees fo take their leave entitlements each
year. ‘

9.1.3 A work day for the purpose of leave entitlements is deemed as a 7.6 hour day with
the exception of part-time Employees whose daily contract hours may vary.

9.1.4 For the purposes of this Clause, the following definitions apply:

9.1.4.1 Child or adult child includes an adopted child, stepchild, ex-nuptial child.

9.1.4.2 De facto spouse means a person, including same sex partner, who lives
with the employee on a genuine domestic basis.

9.1.4.3 Immediate family or household member means the employee's
spouse, child, parent, grandchild, grandparent or sibling, or the child,
parent, grandchild, grandparent or sibling of the Employee’s spouse.

9.1.4.4 Spouse includes the employee’s current or former spouse or current or
former de facto spouse.

Annual Leave

9.2.1 An Employee (other than a casual Employee) is entitled to 4 weeks’ (20 days)
annual leave for each completed year of continuous service (or in accordance with
clause 7.1.4) paid for at the ordinary weekly rate. A part-time Employee accrues
annual leave on a pro-rata basis. Payment must not be made or accepted in lieu
of taking annual leave except in the case of termination of employment.

9.2.2 An Employee may elect to accrue and carry forward any amount of leave fo'a
maximum not exceeding 304 hours {8 weeks full time equivalent} from the date the
employee becomes entitled to the leave. Council may give reasonable written
notice to reduce entitlements greater than 40 days by no more than a quarter.

9.2.3 An Employee may take annual leave at a minimum of one (1) hour at a time up to
a maximum of eight (8) weeks in any one anniversary year. Annual leave shall be
given and taken at a time mutually convenient to the Council and Employee
concerned.

9.2.4 An Employee may request a cash-out of their annual leave entitlement as guided
. by Council's Leave Protocol.

9.2.5 [fthe period during which an Employee takes paid annual leave includes a statutory
or gazetted public holiday on a day which would have been an ordinary working
day, the Employee is taken not to be on paid annual leave on that public holiday.

9.2.6 Annual leave Ioading' of 17.5% and shift loadings do not apply as they were
annualised and absorbed into annual salary rates through previous enterprise

agreement negotiations.



9.3 Personal Leave
9.3.1 Personal Leave means either paid sick or carers’ leave.

9.3.2 An Employee (other than a casual Employee) is entitled to 11 days personal leave
per completed year of service. Part-time Employees accumulate an accrual on a
pro-rata basis calculated accordlng to their ordinary hours of work per completed
year of service.

9.3.3 Subject to clause 9.3.6.3 and 9.3.7.3, personal leave prescribed shall be granted
and the Employee shall be entitled to payment in respect of an absence, provided
that if so required by Council, the Employee produces medical evidence, to prove
that they were unable to attend for duty on the day or days in respect of which they
are claiming personal leave. Medical evidence being a medical certificate from a
medical practitioner or statutory declaration. Medical evidence required by the
Employee to support a personal leave absence will be sourced in the Employee's
own time.

9.3.4 Any personal leave not taken shall accumulate from year to year.

9.3.5 Personal leave cannot be cashed out and any unused entitlement wilt not be paid
upon termination.

9.3.6 Sick Leave

9.3.6.1 Sick leave means an Employee who is absent from duty on account of
personal iliness or injury, other than an injury for which workers
compensation is payable, shall be entitled to sick leave.

9.3.6.2 An Employee must give the Employer notice of the leave. The notice must
be given where practicable prior to the commencement of the working day
and provide an estimated duration or expected period of the leave.

9.3.6.3 An Employee shall be allowed a maximum aggregate of five days
personal leave per annum without providing medical evidence. Provided
that for any period of personal leave exceeding two consecutive days, or
single days taken together with a public holiday or rostered day off
(including flexi-days), satisfactory medical evidence shall be submitted by
the Employee. Council may request the Employee to provide medical
evidence for any sick leave absence.

9.3.6.4 Failure to provide medical evidence to Council’s satisfaction may result in
non-payment of leave.

9.3.7 Carers’ Leave

9.3.7.1 Carers’ leave means an Employee with primary responsibilities for the
care of either members of their immediate family or household member,
as defined in clause 9.1.4, who need their care or support due to iliness
or injury shall be entitled to carers’ leave.

9.3.7.2 An Employee must give the Employer notice of the leave. The notice must
be given where practicable prior to the commencement of the working
day, relationship to whom the care is being provided and provide an
estimated duration or expected period of the leave.

9.3.7.3 An Employee shall be allowed a maximum aggregate of five days
personal leave per annum without providing medical evidence. Provided
that for any period of personal leave exceeding two consecutive days, or
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9.5

single days taken together with a public holiday or rostered day off, or
where (both) the days preceding and following a weekend are taken off
duty, satisfactory medical evidence shall be submitted by the Employee.
Council may request the Employee to provide medical evidence for any
carers’ leave absence.

9.3.7.4 Failure to provide medical evidence to Council's satisfaction may result in
non-payment of leave.

9.3.8 Unpaid Cérers’ Leave

9.3.8.1 An Employee may elect, with the consent of the Employer, to take up to
two (2) days unpaid leave per occasion for the purpose of providing care
to an immediate family or household member as outlined in clause 9.1.4
if their personal leave entitiement has been exhausted.

Compassionate Leave

9.4.1 An Employee (other than a casual Employee) is entitled to up to two (2) days
without loss of pay per occasion when an immediate family or household member,
as defined in clause 9.1.4, dies; or contracts or develops a personal illness or injury
that poses a serious thieat to their life.

.8.4.2 Proof of such illnessfinjury or death shall be furnished by the Employee to the

satisfaction of the Employer, if so requested.

9.4.3 An Employee who is eligible for Compassionate Leave as outlined in clause 9.4.1
may request up to three (3) days Personal (Sick) Leave (pro-rata for Part-time
employees) in addition to this entitlement to supplement their compassmnate
leave. Medical evidence is not required to support this absence.

9.4.4 An Employee may access other forms of leave on such an occasion.

Long Service Leave

9.5.1 All Employees are entitled to Long Service Leave (LSL) in accordance with the
Long Service Leave Act 1987 (SA), including provisions for ‘cashing out’
provisions.

9.5.2 Employees are entitled to 13 weeks LSL after completing 10 years of continuous
- service. LSL accrues at 1.3 weeks per completed year of service. Employees are
eligible for pro-rata LSL after seven (7) years of completed continuous service.

9.5.3 Employees may request to take their LSL entitlement once seven (7) years pro-
rata continuous service has been completed. Granting a request to access pro-
rata LSL is at the discretion of Council,

9.5.4 Employees are entitied to take LSL after 10 years' continuous service with 60 days’
notice, unless mutually agreed otherwise.

9.5.,5 Employees may take LSL at a minimum period of one (1) day unless mutually
agreed otherwise. Public holidays which fall within a period of LSL is counted as
LSL.

9.5.6 Where an Employee has accumulated an entitlement in excess of 13 weeks LSL,
Council may give the Employee 80 days' written notice to reduce their entitlement

to 13 weeks.



9.6

9.5.7

Employees undertaking a transition to retirement as per Council's Transition to
Retirement Protocol will not be required to take LSL if they are eligible to retire
within two (2) years from the date of the entitlement to take LSL.

Parental L.eave

9.6.1

9.6.2

9.6.3

9.6.4

9.6.5

9.6.6

9.6.7

0.6.8

All Employees are entitled to up to 52 weeks’ unpaid parental leave for the birth or
adoption of their child {inclusive of any paid leave taken) provided they have
completed 12 months’ of continuous service and will have primary responsibility
for caring for their child.

An Employee is required to provide a minimum of 10 weeks’ notice before the
anticipated date of the birth of the child or in the event of an adoption, unless it is
not possible to do so.

An Employee is required to provide a letter or certificate from a medical practitioner
as evidence of the actual or expected date of birth of a child or in the event of
adoption, reasonable evidence of the expected date of placement.

An Employee returning to work after taking unpaid parental leave is entitled to their
pre-parental leave position or, if that position no longer exists, an available position
for which the Employee is qualified and suited, which is nearest in status and pay
to their pre-parental leave position.

An Employee will notify of their intention to return to work to their substantive
position after a period of parental leave at least four (4) weeks prior to expiration
of the leave. If the Employee wishes to request an aiternative work arrangement
after a period of parental leave, the Employee will request at a minimum seven (7)
weeks’ prior to the expiration of the leave.

Where an Employee wishes to make a request to return fo part-time work under
clause 6.5.3.1 9 (c) of the Award, such a request must be made as soon as possible
but no less than seven {7) weeks prior to the date upon which the Employee is due
to return to work from parental leave.

An Employee on a fixed term contract whose contract expires during a period of
paid Parental leave shall not be eligible for further leave after the date of expiry of
the contract unless the Employee is re-employed and there is no break in service.

Paid Parental Leave

9.6.8.1 Eligible full-time and part-time Employees will receive Council Paid
Parental Leave after the birth or adoption of their child at the Employee’s
ordinary wage rate, provided they have completed 12 months’ of
continuous service with Council. This leave will be paid based on the
Employee’s contracted hours prior to taking the leave. Council Paid
Parental Leave will be paid as follows:

9.6.8.1.1 10 weeks for Employees with 12 to 24 months continuous
service with Council,

9.6.8.1.2 12 weeks for Employees with more than 24 months continuous
service with Council. ‘

9.6.8.2 This Paid Parental L.eave shall be available only to the parent who is
fulfilling the. role of primary care giver of the child/children. It is not the
intention of this clause to enable both parents to take paid parental leave
as the primary carers simultaneously except in the following
circumstances:
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9.8

9.6.8.2.1 Secondary carers will have the period of paid parental
leave reduced by the length of any period of paid parental
leave received by their partner from their partners
employer if they intend {o become the primary carer.

9.6.8.2.2 Secondary carers converting to primary carers will be
required fo provide documentation confirming their
partner's pregnancy as required by the Award and
“verification of any period of paid or unpaid parental leave
taken by their partner from their employer

9.6.8.3 On the birth or adoption of a child, eligible full-time and part-time
Employees may receive up to two (2) weeks Council Paid Partner Leave
at the Employee’s ordinary wage rate, provided they have completed 12
months’ of continuous service. . This leave will be paid based on the
Employee’s contracted hours prior to taking the leave.

9.6.8.4 Periods of paid Parental Leave are not in addition to the periods of unpaid
Parental Leave provided in Clause 6.5.2 of the Award or any entitlements
under state or federal legislation (including, but not limited to the Paid
Parental Leave Act 2010 as amended from time to time), or any relevant
industrial instrument, whether the employee claims for such entitlements
or not.

9.6.8.5 Any amount of Council Paid Parental leave which an Employee is eligible
to receive pursuant to this Agreement will be reduced by the amount of
any other entitlement to paid Parental Leave the Employee is entitled to
receive pursuant to state or federal legislation (including, but not limited
to, the Paid Parental Leave Act 2010 as amended from time to time), or
any relevant industrial instrument whether the Employee claims for such
entitlements or not.

For example, an Employee who is eligible for 10 weeks of Council Paid
Parental Leave and who is also eligible for any Government Paid Parental
Leave which is expected to be paid by the Council, will be entitled to the
monetary difference (if any) between the amount the Employee is entitled
to receive by way of Government Paid Parental Leave, and the amount
the Employee is entitled to receive pursuant the Council Paid Parental
Leave entitlement. :

If any paid Parental Leave entitlement under legislation is more generous

than the Council Paid Parental Leave entitlement, Council will not be
required to make any payment to the Employee.

Leave Without Pay

9.7.1 A period of up to 12 months unpaid leave (leave of absence) may be granted to
full-time and part-fime Employees.

9.7.2 Applications for leave must be in writing seeking CEO approva! or nominee with
each case viewed on merit and organisationai needs.

8.7.3 The period of leave without pay granted to an Employee will not be counted as
services, however does not break continuous service.

Jury Service/Witness Leave

9.8.1 Employees are entitled to paid.leave for the period of jury service, or to attend a




9.9

9.10

9.11

Court as a witness. Such leave shall include necessary travel.

9.8.2 Employees must forfeit and reimburse Council all jury service or witness
attendance payments, other than the payment received as a travel allowance.

Defence Forces Leave (ADF)

9.9.1 All Employees are entitled up to 20 days paid annual training leave per calendar
year (pro-rata for part-time and casual Employees). Such leave is non-cumulative.

9.9.2 Employees are entitled to special instruction (induction) leave of 10 days per

calendar year (pro-rata for part-time and casual Employees). Such leave is non-

- cumulative. Part-time and casual Employees must complete 12 months’ service
before becoming eligible for such paid leave.

9.9.3 Employees are required to provide written confirmation and verification of the
training or special instruction to be undertaken.

9.9.4 Employees will be granted leave with pay for enlistment or medical purposes
without limit, provided that special instruction leave entitlements have been
exhausted.

Public Holidays

9.10.1 Public Holidays will be in accordance with clause 6.9 of the Award.

Purchased Leave

9.11.1 Purchased leave is where Employees are able to request and take periods of
between one to four weeks paid leave per financial year, funded by reduced
salary payments. This allows Employees to continue to receive pay during the
periods of purchased leave. Purchased leave must be taken in whole week
blocks.

9.11.2 Purchased leave is available to Employees who are employed on a Tenured
contract or Fixed Term contract which is longer than 12 months in duration
aligned to the financial year.

9.11.3 Purchased leave must be made via an application in writing to the CEOQ or their
nominee by 1 May in the year prior to the financial year in which the leave is being
sought. Approval of applications made after this date will not be granted.

9.11.4 Approval will be determined by the relevant General Manager in conjunction with
the Employee’s Department Manager.

9.11.5 A request for Purchased leave will not be automatically granted. Granting of such
leave will depend upon organisational and operational requirements. Thereis no
right of appeal for denied Purchased leave.

9.11.6 Purchased leave must be utilised within the financial year in which it has been
Purchased or the leave will be forfeited and the payment reimbursed to the
Employee by the end of June each year. Purchased leave cannot be carried over
from one financial year to another.

9.11.7 An Employee’s fortnightly deductions will remain unchanged if they elect to

Purchase leave under this Agreement.




9.11.8 Where an Employee/Employer requests cancellation of the Purchased leave
before the leave has been taken due to exceptional circumstances, and this is
agreed by the parties, the necessary adjustment to salary will be paid as a lump
sum.

9.11.9 Where an Employee ceases paid employment during the year in which the
Purchased leave has been approved, reconciliation will occur to ensure that all
monies owing to the Employee or Council are accounted for and an appropriate
recovery or payment is made.

9.11.10 Purchased leave will count as service.
9.12 Family and Domestic Violence Leave
9.12.1 Eligibility
9.12.1.1 The Employer is committed to supporting Employees experiencing

Family and Domestic Violence. This clause applies to all employees,
including casuals directly employed by Council.

9.12.2 Definitions for this clause
9.12.2.1 Family and domestic violence means violent, threatening or other
abusive behaviour by an employee’s close relative that seeks to coerce
or control the employee or that causes them harm or fear.
9.12.2.2 A close relative of the Employee means:
9.12.2.2.1 A spouse or former spouse, de facto partner or former de
facto partner, child, parent, grandparent, grandchild or
sibling; or .

9.12.2.2.2 A current or former spouse or de facto partner's child,
parent, grandparent, grandchild or sibling; or

9.12.2.2.3 A person related to the employee according to Aboriginal
or Torres Strait Islander kinship rules.

9.12.3 Entitlement to leave

9.12.3.1 An Employee is entitled to two (2) weeks (10 days) paid leave to deal
with family and domestic violence, as follows:

9.12.3.1.1 The leave is available in full at the commencement of
' each 12 month period; and

9.12.3.1.2 The leave does not accumulate from year to year; and
9.12.3.1.3 Is available pro-rata for part-time Employees and for
casual Employees at their average hours of the last 12

months at the time of taking leave.

9.12.3.1.4 The Employee may request other leave types to
supplement this leave if required.

9.12.3.2 A period of leave to deal with family and domestic violence may be less
than a day by agreement between the Employer and Employee.




9.124

9.12.5

- 9.126

9.12.7

9.12.8

Taking leave

9.12.4.1 An Employee make take leave to deal to deal W|th family and domestic
violence if the employee:

9.12.4.1.1 s experiencing family and domestic viclence; and

9.12.4.1.2 Needs to do something to deal with the impact of the
family and domestic violence and it is impractical for the
Employee to do it outside their ordinary hours of work.

9.12.4.2 The reasons for which an Employee may take leave include making
arrangements for their safety or the safety of a family member
(including relocation), attending urgent court hearings, or accessing
police services.

Notice
9.12.5.1° An Employee must give the employer notice of taking leave:

9.12.5.1.1 As soon as practicable (which may be a time after the
leave has started); and

9.12.5.1.2 Advise the Employer of the penod or expected period, of
the leave.

Evidence

9.12.6.1 An Employee who has given their employer notice of taking leave
under clause 9.11 must, if required by the Employer, give evidence that
would reasonably satisfy that the leave is taken for the purpose
specified.

9.12.6.2 Depending on the circumstances such evidence may include a
document issued by the police service, a court or family violence
support service, or a statutory declaration.

Service and continuity

9.12.7.1 The time an Employee is on leave with family and domestic violence
counts as service but does not break the Employee’s continuity of
service.

Confidentiality

9.12.8.1 Employers must ensure that information an Employee has provided
concerning this leave under clause 9.12.6 is treated confidentially, as
far as reasonably practicable.

9.12.8.2 Notwithstanding clause 9.12.8.1, the employer may disclose
information provided by an Employee if the disclosure is required by
law or is necessary to protect the life, health or safety of the Employee
or another person,




9.13 Emergency Services Leave

9.13.1

0.13.2

9.13.3

9.13.4

9.13.5

9.13.6

9.13.7

Council supports participation by Employees in emergency management
activities which provide valuable community protection against loss of life and
property.

The Chief Executive Officer may approve paid Emergency Services Leave for
Employees who participate in emergency management activities related to an
emergency or natural disaster during normal working hours.

Voluntary atiendance at incidents would not normally qualify for approval.
Alternative leave entitlements should be utilised.

Employees who are members of organisations such as the Country Fire Service
(CFS) and State Emergency Service (SES) should give prior advice of their
membership to their line manager.

Where possible, Efnpioyees should advise their line manager in advance by
telephone if they are required to participate in an emergency management activity
which could involve them being absent from work.

An Employee who applies for leave under this clause shall provide evidence that
they have been requested by or on behalf on the body to carry out the activity.

Upon completion of the emergency or naturai disaster, the Employee wili provide
a statement of attendance to support taking such leave.

9.14 Blood Donation

9.14.1

9.14.2

0.14.3

Employees have the opportunity to request paid time off to donate blood or blood
products. Such time may be granted subject to operational requirements as
approved by the Team Leader/Coordinator for up to two (2) hours on no more than
three (3) occasions per calendar year. '

The Employee shall arrange for the absence to be at a time suitable o the
operations of the Employee’s work group and he as close as possible to the
beginning or ending of the Employee's ordinary work hours.

An Employee may be requested to provide a certificate of attendance.

9.15 Community Volunteering

9.15.1

9.15.2

Employees involved in a formal volunteering arrangement are able to access one
(1) day unpaid leave per calendar year to undertake their volunteer activities.

Community volunteering must be arranged with the line manager in advance and
be taken at a time that is mutually convenient. An application for leave must be
completed for each occasion.

9.16 Shut Down or Christmas / New Year Period

9.16.1 A shut down is when Council needs to temporarily close a service or department

for operational reasons. For instance, during slow periods of the year and
renovations, or between Christmas and New Year when all public facing facilities,
services and administration (except the Swimming Centre and Regal Cinema) will
close unless otherwise approved by management.




9.16.2 Essential Council services will be reviewed by management to ensure departmehts
are appropriately staffed during this period.

9.16.3 Where the Council requires the business operation or part of it to be temporarily
shut down the Council may require the Employee to take either annual leave or
long service leave by giving the Employee notice of the requirement at least four
(4) weeks before the period of leave is to begin.

9.16.4 No more than two (2) shut downs can occur in one (1) calendar year in addition to
the Christmas / New Year break.

9.16.5 In addition to Employees using their available leave entittements, accrued TOIL,
Flexi-time or RDO hours may be utilised during this time. Alternative options if
leave entitlements are exhausted may include requesting Purchased Leave or
annual leave in advance accumulating a negative entitlement to a maximum of 76
hours (pro-rata for part-time Employees). Should the Employee’s employment
cease, any outstanding monies will be recovered by Council.

9.16.6 Where an Employee is required to take leave and the Employee does not have full
or pro rata credit of leave, the Employee may be required to take leave without pay
during the period of the shut down for any time in excess of the Employee's leave
credit as outlined in clause 9.16.5, i.e. where no accrued leave is available, Leave
Without Pay is to be taken.

9.16.7 Notwithstanding clause 9.16.5, all time that an Employee is stood down without
pay for the purposes of this Clause 9.16 will be counted as part of the Employee’s
period of continuous service. : ‘

9.16.8 Should the prescribed public holidays be amended under the Holidays Act 1910
(SA) (as amended), the nominated period may be adjusted accordingly after
consultation with Enterprise Agreement Committee.




10 SECTION 10 - ORGANISATIONAL CHANGE

10.1 Change Management

10.1.1 The parties recognise that change is an ongoing feature of the work environment
and that the appropriate management of change is essential for the benefit of
Employees and the Council.

10.1.2 The parties recognise the need to foster mutual frust and understanding and are
committed to building relationships based on respect and empathy. They also
recognise the need for Employee involvement and commitment to decision making
processes in order to achieve real and sustainable improvements in productivity.

10.1.3 When Council undertakes to investigate in detail the feasibility of making changes
in function, organisation, structure or resource sharing with other Councils, which
would potentially impact on Employees, it shall notify those Employees likely to be
affected.

10.1.4 During the course of such a feasibility investigation, Council shall discuss with the
Employees affected: :
10.1.4.1 The changes being considered;
10.1.4.2 The basis for such contemplated changes;
10.1.4.3 The significant effects such changes are likely to have on Employees;

10.1.4.4 Measures which can be taken to eliminate or lessen any adverse effects
on Employees;

10.1.4.5 Matters raised and alternatives submitted by the Employees in relation
to the contemplated changes.

10.1.5 For the purpose of this Agreement, ‘change’ is deemed to include, but is not limited
to any, or all, of the following:
10.1.5.1 Modernisation of and significant improvement to work practices;
10.1.5.2 Purchase of significant new equipment;
10.1.5.3 Introduction of new technology;

10.1.5.4 Reduction in the number of Employees through voluntary redundancies
and/or natural attrition;

10.1.5.5 Changes brought about by any internal service review;

10.1.5.6 Work carried out by contractors in areas where it does not presently
happen;

10.1.5.7 Changes brought about as a result of resource sharing and/or
amalgamations with other Councils.

10.2 Job Security

10.2.1 In the event of any change process occurring at the City of Burnside during the life
of this Agreement, the following arrangements shall apply in respect of
employment security:

10.2.1.1 There shall be no forced redundancies as a result of change

processes, or organisational requirements, internal or external, for the
life of this Agreement. The parties recognise the changing environment




in Local Government and agree to discuss job security and redundancy
packages.

10.2.1.2 Natural attrition, voluntary redundancies and redeployment will be the
' - normal means of adjustment in those situations where organisational
change resuits in positions being no longer required.

10.2.2 When an Employee has been advised their position is being made redundant,
redeployment will be sought (refer to clause 10.3) or a voluntary redundancy may
be offered (refer to clause 10.4).

10.2.3 This Clause 10.2 does not apply to:
(a) Employees with less than one (1) year of continuous service with Council
and have completed the probationary period outlined in clause 4.1,

(h) Trainees and apprentices;

(c) Employees engaged pursuant to a fixed term contract for a specific period of
time or for a specific task or tasks; or

(d) Casual Employees.

10.3 Redeployment

10.3.1 Management will aim to re-deploy Employees to positions of equal classification
with due consideration to skills and qualifications.

10.3.2 Where an Employee is re-deployed to a position carrying a lower classification,
their pre-transfer salary, including Employer superannuation contributions, regular
overtime and penalty payments will be maintained for a period of one (1) year. At
the conclusion of the two-year period the Employee will be reclassified and
remunerated in accordance with the new position.

10.3.3 Within four (4) months of re-deployment the Employee may reconsider their opticn
to access a voluntary redundancy package.

10.3.4 Training shall be made available to assist in re-deployment or appointment to a
changed position.
10.3.5 This Clause 10.3 does not apply to:

(a) Employees with less than one (1) year of continuous service with Council
and have completed the probationary period outlined in clause 4.1;

(b} Trainees and apprentices;

(c) Employees engaged pursuant to a fixed term contract for a specific period of
time or for a specific task or tasks; or

(d) Casual Employees.

10.4 Voluntary Redundancy

10.4.1 An Employee, whose position has'become redundant, may choose a voluntary
redundancy package consisting of the following:

10.4.1.1 Eight (8) weeks' notice of termination, which may be taken as payment in
lieu of notice. The payment will include Council's superannuation
contributions, allowances, regular overtime, penalties and compensation
for use of a vehicle but only where it forms part of a written salary package

arrangement.




10.5

10.4.1.2 Three (3) weeks’ pay for every year of service, or part thereof, with the
Council.

10.4.2 The maximum payment for notice and service will be fifty two (52) weeks.
10.4.3 These payments will be calculated at the ordinary rate of remuneration.

10.4.4 Access to a Council Outplacement Program to the maximum value of 10% of
annual salary will be provided.

10.4.5 For the purposes of calculating redundancy provisions, an Employee who, at the
conclusion of a fixed term contract applies for, is offered and accepts a tenured
contract of employment, the total length of service will be calculated from the
commencement date of the fixed term contract in place immediately prior to the
Employee commencing the tenured employment.

10.4.6 All of the above payments will be made at the time the Employee ceases
employment at the Council.

10.4.7 Excepting for those positions that are declared redundant within the parameters
of this Agreement, other separation packages will be at the discretion of the
Council, following negotiation between the Employee and the Council.

10.4.8 This Clause 10.4 does not apply to:

(a) Employees with less than one (1) year of continuous service with Council
and have completed the probationary period outlined in clause 4.1,

(b) Trainees and apprentices;

(c) Employees engaged pursuant to a fixed term contract for a specific period of
time or for a specific task or tasks; or ' '

(d) Casual Employees.

10.4.9 The general obligation of the Employer is no more than to give such Employees
an indication of the impending redundancy at the first reasonable opportunity, and
to take such steps as may be reasonable to facilitate the obtaining by such
Employees suitable alternative employment.

10.4.10 This Clause does not apply to Employees where employment is terminated as a
consequence of conduct that at common law justifies summary dismissal.

Termination of Employment
10.5.1 Notice of Termination by Employee

10.5.1.1 The Employee may terminate their employment (resignation) by
providing two (2) weeks' notice. If the Employee fails to give the required
~ period of notice, the Employer may recover from any monies owing to
the Employee the value of ordinary time wages for the balance of the
required notice period.

10.5.1.2 Providing that, where the express provisions of an Employee’s
employment contract provide for a longer period of notice, such
provisions shall apply.




10.5.2 Notice of Termination by Employer

10.5.2.1 In order to terminate the employment of an Employee, the Employer
must give the Employee the period of notice specified in the table below:

Period of continuous service Period of notice
-

Up to the completion of three (3) Two (2) weeks
years

Over three (3) years and up to the | Three (3) weeks
completion of five (5) years

More than five (5) years of Four (4) weeks
completed service

10.5.2.2 In addition to the notice in clause 10.5.2.1, Employees over 45 years of
age at the time of the giving of the notice, with not less than two (2) years
continuous service, are entitled to an additional week's notice.

10.5.2.3 In calculating any payment in lieu of notice, the Employer must pay the
salary/wages the Employee would have received in respect of the
ordinary time the Employee would have worked during the period of
notice had the Employee’s employment not been terminated.

10.5.2.4 The period of notice in this Clause 10.5 does not apply in the case of:
(a) Dismissal for serious misconduct;
(b) Casual Employees.

10.5.2.5 The Employer may terminate the Employee's employment summarily
(immediate dismissal) for serious and/or willful neglect or refusal of duty,
wilful or serious misconduct or other lawful cause.

10.5.3 Upon the termination of employment, the Employee must deliver to the Employer
all equipment, documents, keys and any other property in their possession that
belongs to the City of Burnside.

10.6 Statement of Employment

10.6.1 The Employer will provide to the Employee whose employment has been
terminated, upon request, a written statement specifying the period of the
Employee’s employment and the classification of or the type of work performed by
the Employee. .
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Signed for and on behalf of:
City of Burnside

Chris Cowley.
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......................................

Signature

LSSAORA | G220k 3] fao20..

Name Date

Signed for and on behalf of:

Administration Employees

ﬁ F\S)ﬂ\etﬂlf\\éhﬂ 15]ulzoz0

Signature Name Date

’Qd T Secagmmn.... 13/0/402

Witness Name Date
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Junior rates apply to Level 1A and Level 1 as follows:

Trainee (as defined in the Award) rates to apply to Level 2
as follows:

Years of Age Percentage of 1% Year adult service rate
17 and under 62%
18 72%
19 82%

20 92%

Percentage of 1st year of Level 2 rate

72%
1%t year of service ’
2™ year of service 82%
3 year of service 92%




A4

*SISDIYJ0 IDIUSS 0) BOUBISISSE
apjaord pue {Jaoyo ay) o Aygisucdser 8j0s auy)
g Jour pinom Aaoe yons ybnoyye) sainpasord
pue seandend paysygese Apeap ou gie aaly) ‘saunpasord pue saonoesd paysijgelse FINVLISISSY/LIHOddNS
Yoiym 10} SI3fEW jo uonejaudiaiur o] sinquiuo) | Buiwsdued SISO PIIPSSED JOMO| 1SISSE AW ANATY 40 NOISIAOUd
*SUOINISW pue spoylal ‘sainpasord ‘sauapinG Jofpue sjuapsoald ‘sainpasoid
0] souatepr Aq punop swegord o] suonmog | W pungy aq of saueping yim uawBpnl pajuu *sanpasod
‘Apxeidwos pajuy Jo swajquud of uoMjog | Jo 3siorexa ay) annbal Aew swajgoud o) suonnjog | pausigElss ul punoy swajqoid 0} suopn(og “IND90 SWHGoNd UaLM ajqejlene SOUBISISSY ONIATOS N3130ud
“§10Mm JO S)oadse “y10M Jo asueuoyad ay) ul “aaenIul pue
JOPEGIG UO UORINNSU] BAM18ga) ABW SIS0 'seonoeld | wawhpn( asmiaxs 0] WEpSal UANS ARy
‘sampaaoid pom pausigelsa jo uoneoqdde | pue saanpasoud  paysigeise  Apes)p  wum - ABWw suano pasusuadxe Jaasmoy ‘sainpasold “sempaaod
oy w1 JuawBpnl pue sane Buisionsxa Jop adosg | Juawhpnl pue aaeniul a5 o) adoos pajwry | pue splepueys AQ pajun) S| joe O Wwopaaud | pue SPIEpUE]S AQ pajwi| S| Ye o} wopsalq INTWSANE ANy SALLYILEINI
"uoIsIAISaNS 1031p JpUN JIOM [343)
siu jo doy auy 0 pajuiodde Afleniun ssjenpelg
$30IUAG AunLuuL?)
“Hom UONIMNILSU] 9AI893) SSIENPEIEL)
Jo s)08dsE JApEOIG 10 [BIIULIS] U] UO UGHOTASUL ‘uoisintadng JepnBal [Spur syrom
uaniB aq Aew pue uoistazadns J22.p Japun oKeRene Axpea: Buiag
YioM [BAB] m._E e um““_o&m z_mm_:_ Sejenpesn SOUBISISSE Y UOIIDR1ID JE[nBal SOPUN SKIOM ‘upisuadns JoBIP JpUN SYOM UOISIARINS F02AP JAPUN SHIOM
UOISIAISUNS [EI3USD J3pUN S3I0M “paIyap Aea(o “PICILOL 1 SAIOYIO RIOM ‘a)qefens Aypess Buiaq aouejsisse pue ‘3|qe|leAR SKEME DIUB]SISSE PUE
SIa01jC 10JUAS WOJ) SgE|eAe osiord $30 UOIONASU| YA UOTOSIP S0D JaPUN SHIOM UCIJUISUI UPM UORISIP 8501 JSPUN SHI0M
aouesIsse oiaanp [eJauab Jepun swo Josion " . )
. UEISISSE M ORISR (EIBUBDSSPUR SYOM | | uofjouny Jouiw e Joj saanpasoid Buiysiqe)se ) 3|qeulene Alipea) pue pauyap paiojuow
sjoaloid oyoads Jo} samioalqo Ao 198 Aep U] JSISSE PNCY [9AS] SIU} T8 SISO 'BOIE OM Alpa)3 ‘pauojiuol Aj9s0|2 ale SALLOIIN0 HIOM K|3S00 80 0] PABU |14 SSWI0IN0 SHOM
‘paysIqe)sa [[am aJe yom ‘sauapinb | ay) o) wessas ssinpsaoid yiom jo Buipue)s-iapun ‘sanbluyoa) *31]Ua0 2JEIPIYD B U 9j0) Hoddns AKRONOLINY JO
pue spoypw ‘sampasoid  Jo  uonesyddy | ue pue afipamouy ‘sjys paunboe jo uogeaddy | pue sins aiseq Jo  uoneondde [eonoerd | ewr sanbiuyoa) pue synis siseq o uones)ddy TIATTHUSYL 40 AL 1dWOD
"Wea} [euoissajold e jo Jaquisw e se Bujjesado ¢
eale pasieioads e uiyym Gupetado +
SpnaUl "pauyap Apes)o ale sanpasold pue
pIN02 PUB ‘INJEU SUNNOI PUB PRUYSp APES[D | SPIEPURIS ‘SPOUBW ‘SAMNG S13um SUONIUN) 1O "anjeu poddns e Jo saljiaoe "BIJUa3 81D PIYo € U 3jo) Yaddns
83| B JO SUOIoUN /SaAe jo afiuer e wopad | SeIAROE aUNNOI pauyap Ayes|s jo abuel e uuopad | sugnas pauysp Apespy jo abuel e unojiad | e ul semiAnoe sunnos psuyap Apeeid wuopad SNOILONNA/SIILIAILOY
£ 13A31 ¢ 13A31 b 13ATT VI 13A3T JLSTHILOVHVYHD
€ OL VI STIATT STAUNLYId TVHIANID - | VINILIED - NOLLYJLJISSV1D SH3TI440 TVHINID

"Mo[3q umoys si seakojdwg jo Buipesd sieldosdde sy} sulug)ep 0} pasn
eLSIO UoledlIsseo ayl ‘seafo|dwg episwing jo AND Jo) S|8A9| g JO SISISU0D JuawaalBy siuy Japun paiaacd saafojdwl 10} 81njontis UoITedlISSe|d auy |

FHANLONYLS NOILVIIHISSV1O - 9 XIANdddV




144

SHIOM JOUIL JO uonewIpIo-0a pue Buueld +
weiboud syom

8Ly} 40 uBuodinng BUO LIEY AI0W JO uoislAIadnS 4
wesboid

SHIOM [B10] 3U] UILIM SHIOM JOUTIL JO 13qLWINU B +

-apnjaul

PINoS pue ‘RIN0I Japun suoljouny 3y} 1oy saanasigo

aulLLRap pue SWoM 10} Alqisuodsal asiaxg

*suonelado

Aep-oFABp pUB SI39140 J0 SalAoe
au) jo Buneuipioos pue Buuuerd ‘voisivadns +
-:apnjoul pinoa pue {sioaloid jswelbiord
SYIOM JOUIW JO) UoisIUBNS JO [aAs) 1S11)
108loid 10 ‘uonoun) sylom ajbuis/swelfiold syiom
Joupw Jo uoisiatadns [euoierado o) sjgisuodsay

*g59001d
Buiien suy) jo ped se spouyjsw paysiqelss
g AyAoR  syiom Jouw g obuemy

VUV SHAEOM
3HL NI 81 ALITIFISNOdS3Y
AN FHL IIHM

“SISO0 BIRUPIYNS AQ dUop iom Bumairal +

SpNfaUL pINeD pUe sm)naiyiot; pue
fnfaans BuuasuiBua ‘uonanuiisucs Buipnjoul spiaiy
SNOUeA U SUojoun) ¥a(dwioo Ajorerepow uuopad

“Joalosd Jouu e 1o AJqisucdsal +

sainpasold

pue saanoeld paysige)sa Jo uoneadde

:8pNj9UI PINOJ pUE M NIIOY

pue Asans ‘Buussuibus ‘uonoruisuod jo spiay
Al ul sapaoe [eauysa) jo abuel e Jo janpuos)

“uofjejasdisiul o)

2doas ou Y SaIAN0E [BAUYSSE) JO Sbur

E Jo Jonpucs ay} Uy seanpaaasd pue saoijoesd
paysigeisa Adde s1so1o [eiuyIa) saues] ¢
sampasd pays|qe)sa pue suonansul
0} Buipioaae 123lod piay jo uonajdwos
apnjaul

PINCA PUE SSIANIE SYI0M Joui jo Jybisien
[BaMY29) aey ARl S1B3Y0 paduspadxg

anuag aJen prys @ Ul ajos Poddns e asg,

07314 TYIINHOAL
¥ NI 317 ALITIGISNOdS 3
IAI¥d FHIHM

£13AT1

2 13AIN

L 13Aa

VI 13A31

JILSRHALIVIVHD

“anjeA Jejlwis e Jo asoyj Jo saiijiqisuodsal ayi1oads Buimoljo} ay3 Jo awos apnjoul Aell S[9Ad] SNOLIBA 3Y) Je suonisod
€ O1 ¥V} S13ATT SALLNIFISNODSIY I14I103dS - € VIMILRD - NOLLYIIJISSVY 1D SH3JI440 TVHINTD

*Buren
qol-ayl-uo yim seakodws euipiogns Gugsisse «

JuauaBelew 20N0SAI uRlny
Jo sajdiaupd a1 jo aBpatmouy 2jseq e Buisin +

E3IE YIOM
al) ungym sanss) Aeuidios)p |euwoy yum Bujjeap ¢

uojsiadns ¢
som [euonerado xaduwos awos Bupjepapun «

weibosd yom-Jenanred uso nay

10} SaWoaN0 pue saaaalqo ‘sieob Buiysyqe)sa ¢
:apnjoul Az

yomm sanugisuodsal aARY [9A9] SIU] 1B SIDIWO

"sainpasoid paysiqe}sa Gujwasuod s1901y0
PAYISSEID 1MO] O} SIUBJSISSE 10 UOISIADI] +

SISTU0 PAIYSSeII JAMO] 10 FRqIUNU PajHAl|

B JO oM o) jo asuepink Jojpue ybisiaan «
sajm xaidwod g Jeajo jo Butpue)siapun
UO[JELLIOJUl SUIN0J UL} S10W 0 UoISIADID L}
BUipnjaul 21mjeu aA)ISuSS e Jo syse) Bunkoyad «
:apnjoul ABLUjm

Isuodsal oAy [aAa] S| 1B SIBIWO

“ANAIIE S3IOM JouLL

e 10 Jybis1an0 [eajuyas) e saey Aew R0
paoualadxa Jasomol '|aaa) Sy} Je alimes)
210U 51 s9a0(dwg Jewo jo uoisuadns
1apnjaul ABWI|IAM YITUM

saniqisuodsal aARY [2A9] SIY) J8 189910

aIjuan a1es ppun e vl ajos Yoddns e 538,

S3LNIFISNOdSIY TVHINTD

BAIE HI0M U} LILIM LOIUN) B+
wieafiond syJom ay) jo ease

poseads e u) sejaoe snouea 10) Aqisuodsan -
"R3JE YI0M 3] Ut S3IIA0E aJelpI0-09 pue uejd -

~:apnjoul pinos pue ssakoidg ajeuiplogns STIMS TYNOLLYSINVOHO
jo Jeu pue wiom umo Buued pue Gubeuy | Womumo Buiswefiro pue Buued ‘s Guibeuepy | yom umo Jo $$SUNHWY ayY o) JiIsuodsay 2 INTFWIOVYNYIN INIL
€ 13A31 Z13Aa I 13A31 VI 13A31 JILSIHILIVHEVHO

€ O1 VI STIAIT STUNLYIL TVHINID - | VIMALIYO - NOLLYOIJISSYTO SHADIH40 TVHIANID




4%

Jaysignd do) ysap
2 30 suoiouny gny ayy Buisiin eaues e spiaod +

. dsame
JOIUAS B JO UDHDAIP JopUn uonejuswadw) pue
2ouUBUBjWEW ‘Juswdoenap SWRISAS Ur SIS pue
ofpamouy Sunuweibosd Bugndwos jo uojeodde +

suwisjgoid [euonessdo
10 uojediuap sy) Jojpue sabiensedsswaishs
slemjos  Jendos  jo uonosNod  Iofpue
UONEOLIPOW 2qeus o] Jandwos ay) Jo uonelado +

wa)sAs auj jo Aubaju

JAlunaas ayy sapnjul Ayligisucdsal s5oUymM Jounog
pazZis WMpall jlBws Ul JOJRNSINIWPY SWASAS +
:3pnjaul p[no2 pue }IoM
Jo aouewmoped By u Anupsuss pue ANRIUPILSD
‘aajerw uswlpnl jo ssifep ubmy e EBuuinba
yoddns amjeJSIULUPE JO/PUE |ELEJRISAS SpIAOI

‘siakedaielsiua
IS1SSE PUB SALIOW 10} JUNOIIE PUB SAD0D) +

aqnd au} Jo SIBquUISW
JOYI0 pUB SJUSND Yt UO[EDIUNLILICD
USJIUM PUE [BIO W S|IHS 1SRG 3SINN +

ELE
aiseqeunng: e e Jaystqnd dopsep e ajerado ¢

UOJEULIOJU] SUINNOI UBY] 3101 JO uosiaoid ¢
aInjey aAsuss e Jo syse) Bujunopad +

asn Ji2yy Ul uaroyord
aq pue SWajsAs Jo suorouny ayy Bursimn +

[9A3)

Klejuswale Ue J8 UijIe aaasL02 Bu
pue sidaouoa Sunndwoes aseq Busiin +
Juawgdmnba
|essyduad pue s1emyos SsaLIsng Jaylo
Jo/pue 1ossasord plom Jainduwos e Guijetado
:apn[osH pjnoa pue
poddns aAljel|SIWPE JOPUE [BUESIZSS SPIAGI]

‘sannp owydesbous)s eroual ¢
safnp Jsiuoydajs} pue uondaoal [erausb +
uoIRLLOU BulNe jo uoisiaoud +
. BAlE
BIOM SU] O} JUBAJ[R! 'S[IY§ LO[RIIUNWIWG
[BQU3A pUE UaPUM "AJBIBWINU JISE]
ndul ejep Buissasord plom o1seq ¢
wswdnba
pieoqgAsy Jo uolesado piesio; ybrens «
:apN[oul PO pue Joddns
SANEJSILIIPE PUE [BUB)RISES APIADIY

JAILVYLSININGY
MRV EIYI3S NVIRIFTI NI S)
ALITIBISNOASTY TN JHIHM

‘uoisiuedns a131d ,TYNOISS3d0Hd.
anp Japun  juoumbisse xgdwod swew o ¥ NI SI ALITIFISNOJS3Y
peolq e J0 aseyd Joliw slos ayepapun ABLL SISO JANTEd FHL 3YTHM

auy) Japun suonebiao uo ..”%_wﬁ__wwﬂ_,mw%o_m QHv0d 1041N0D
S : | INVYTd ONV TYRINY V20T
by 3
puE SaMSeall pue sanbiuysay o1uos Em_w_wu_mmmww : JHL NI S1 ALMISISNOJSTY
JBURLSAOE [SSNUOLINE [B00] /SISPIOUBUE SSIADY JHI¥d FHL FH3IHM

"lood Buiwwims abie| so xa|dwea uopesisal jonenbe
uoijaung- nw 10} Ayjigisuodsal [euoljelado 3SR

"saUjoW G
el ss9) Jo jeod Buunums 1o xa|dwod ay) umm
uonouny 9)Buis e Joy Aqisuodsa) puonesadn

“SI)USY S U1y UONIUNY ay1oads e jo
whisiaao syy Gupnjoul xaidwon Euo)eaIsal
1o onenbe ue jo uonesado &yl ypm JSISSY

(910L¥NDY NON HO JILYNDY)
X3TdWOD NOILYIHOTH ¥ NI SI
ALITIHSNOSTY TN THIHM

yauelq AreIqy) [[ews e jo abieys aye}+
Jo saakodura

Aeiqy euoissajoxd-ered Jo yiom au) asiadng + 'saakojdwg
10 uolsUNYRoIAIaS Aresy| JENolped e Jo uoisiaoid Kretqy paiijenbun j0 3I0M AU} 99SI9A0 ¢
aly) ul pasjoaul Ajueujwopaid aq Aeiq afiej e ur e “Raeag)) :
10 S30IAIAS UONBULOY | 8y} unuym uonaung Jo Jaimo Aelgl) e jo sbireys ur SLINJ3J pUB SaNSS]+
pue Areiqy) jo abuer e apieid ‘Aeiq)) ||ews e ul + JSUBLERIY)| _ Buiaays augnod + SIRIVHEIT NI SI
“apn|aUl Py sal peyenb o} poddns [euoissajoid-ered apinoid 'saynp AJEIg)| SUNAo! SyeyspUr ALITIGISNOdSTY NI JHIHM
¢ 13AI Z 13ATT L 13A371 vi 1I3AIN JLSIHILIVIVHO

*an[eA Jejluis e Jo asoy} Jo saijiqisuodsal oyioeds Buimoj|o} aty} Jo awlos apn]oul ABW S|9AI] SNOLIBA 8Y} J& suonisod

€ QL VI STIATT SALTGISNOdSTY JiHI03dS - € VIHIALIMO - NOILVYIIHISSYTO S¥301440 TVHIANIO




14

JUSLISIOUN PIg YY) 0} SOUBAPE [|eYS SJENPEIS) +
‘YoM jeucissajeld pajeisosse ayepapun

0} pannbar s1 oym aa16ap Jeak-Ino} JUeASSL

B Ym apenpeib Aue 10§ |9A2) Juawjuioddy +

Z 13A3) jo doy

B1} 1B 3NAIDS SLJLOL BARM] JO UON3(dUIDD 13)je [3AS)

1BU} sasigin oym saibap Jeak-sany) Juesdjal

e yum sjenpelf Aue Joj [aAs) Juaunuiodde

AU} St [BAS] S} JO JUBWAIIU] Uiy BY L, ¢

aeoiia

1eUt O} pojejsr jom ayeupepun o) paunbat
ale pue 2jEaypes 9jeudosdde ue pajeidwon

‘areap|Iya Ul SYeNes
pasueape al) 1) pajdacoe pue  S[S

‘afuel
8U) J0 JUSWSIAUI PIE BY) 1B SIUSWILIOY |BYS
10V Sa91A18g SUBIPIYY U3 sapun pasiubooal
S1 UMM uoieayrenb juseanba ue 10 34v)
Aq papnpuod asinod (Auojnponul) $eMAISS

514y 03 ssalboid |jeys siapjoy saibop Jeak aaIyl ¢ | 9ABY OUM SISOW0 o} [PAe] Juawjuioddy ¢ | 2JeD pjyo 0} uoionponul jo uopedwo) ¢ | Ajunwuios W djedYEed Jo ugjjeidwos) + NOISSTIO0Md
¥3D1440 NOILNIATYL
‘saiBalel)s uouaaald 14 JoWsIq Jo uojleswadun ; Juld V S1 ALITFISNOdSIY
au} pue Jay sai4 AIuno?) o sjuawRimba) Jajstupy dAlbd JHIHM
‘loAs] Xa|duwoo alow e e Weiboid ajbuis e ¢
anjeu pasieveds e Jo sanp +
sisAreue pue ufissp
Aonns 'sishieue aiyderBowap ‘Bujuued [e1oos +
sueljoun) xajdwoo Apjeepow Buluopad + $301AY3S ALINNWIWOD
“apnpoun pnod pue ‘swesfold fsyoaford ‘[aAa| Alejuawsd Ni 81 ALITIFISNOdS3Yd
paseq AIUnunUa) AleJusiuale 9)EuIpIo-02 PUB UE)d ue Je wesbosd a0aas Aunuwos e ajeiado JWRId 3HL S¥IHM
*sliolpoadsu) Buipgng 1o wiesy o1seq aXEUSPUN ¢
"saioled 1ounod pue smer-Aq
‘sprepue)s *stonenbal 'sapo2 ‘sjay B33l ) ’
Yy souendwon Joj sjuswwainbal uo aMApe BpjAdId
"asuel(duwiod Joj sucijeodde Suiyoays +
10y Butued auj Jo sjuswannbal ayy Jsjsuwpe ¢
apnjow pinoo pue [GCLEIEENEI
SA[Np JUBWSSSSE JuawdojaAsp JOUIW SYEUaPUTY ~Jaou0 payenk Jojuas e Jo uoraanp
*5a0U2}J0 Jo uonnoasosd 1oy Sjeuajew Jenbia ayy Japun suonosadsu (01U ued pue
Jo uonejuasaid ayy Buipnjow saianod pue sme| [eLwiue o yyeay ‘Buiping ABjusws;s )M JS|ssy SIIIANAS TVINIWNONIANT
-Aq ‘suonenbar (yyeay sGuippng o} Bunera asou) ‘sjoaford [eioads ypm NI SI ALITIGISNOGSTY
Buipnjoxa) *s)ov snoLea Lym soueldwod aoI0[us | SI9010 JojUas Jsisse ‘suonemnbalsme -Aq Jereuab ‘|lans) Alejuswse ue Je suojein sl TN THTHM

o) suonoadsui JessusB, ayepapun Apejntiay

10 Wwawanoue ay) Buiaoau) ssnnp jeuoyedsuy

pue sme| Ag aien s aoueydwos asiojul

‘uole|sibal jueas|a:
ay} Jspun suonedigo uo uoneuwoln apiaoxd
PUE S3INSBAWS PUE S3NDIUYDS) (00D [UONEIPRIS ¢

. ‘U0 SI82140
jowwanob [ssuoyne [290] fSI9pjOUPUE| SSIADY

siayom payenb Jasssl aswadng «
SUORIUN) SARRISIUILIPE UYM ISISSY +
sigyiom payienb Jassa) asuadng +
101331|p BY} YIM UORE)NSUOD
U] usIpjiyo Jo sdnosb Jo [enpapu) Joj
siueifoud [e10ads Jospue [Rjuatudojaasp
alenjeas pue Juawadut ‘siedald +
dnosb suo ueY) B10W JO SAIIARIE ATRUIPIC-O)) +

afie 10 sIRak OM] J2AO JO/pUe Japun
ualp(iyo Jo sdnouB 1oy Aupqisuodsar oy +

slaoo
V1 [2A97 J0 Uopoallp pue Jybisisa0 +

spaau tejnoed yym
URIID [ZAPIABLE L) SHOM BYELIAPUN +

uci}oalIp 250 JSPUL +
sjualed U SSIEr] +

Bumas dnoib e v sananoe
pue sweifoid ales ppyd jo uoieuawsdun
au u pefiefus =miayiom payienbun jo
SMAIJIE JO UONDaKP pue JBISIaA0 *uoneuiplo
-02 ayy pue sweiboid jeyuswdojgasp
81e3 pJIyD JO UOENEAR pUB uoiejuawadun
‘Bunwed ‘uawdopaop Bty YIm ISISSY +

“IBD U1 UAIRIY2 21 40 Alajes B yiesy au)
2Insus pue 1oy au) Japun sjuawalnbal
Buisuaol yym asuepIooe U] YIOA ¢
uoisiuadng Japun
weiboid pooy-ppyo Apes Juswajdw) ¢
paiinbal
SE NOJLL0D JUONUSTE |ENRIALPUI PILIY
yoes anfi pue saulinol AYEp Yim ISISSY +
sdnoib pue uaippyd Erpipul jo spaal
3y} o} panns swelbiord jo uoyejuswadun
pue uonesedaid sty Ui Jsisse
‘3)el)INa2 ayj pajaldwod sey Jaoo ue | +
sasodind
Buuuerd wesbioid 1o} sdnosbiuaipyo
|ENPIAIPUI JO SUBJEAIBSQO Woday +
anuad aJed pys e w o) poddng «

VYO ATUHI NI Sl
ALITIISNOJSIY INTd JHIHM

€ 13A3

¢ 13A31

I 13A37

VI 13A3T

DILSIHILOVHYHO

"anNjeA Jejiuus e Jo asoy} 10 salijiqisuodsal sly1sads HuIMo}|0} 9Y) JO SWOS IPNJIUI AeW S[9A3] SNOLIBA aU} Je SUonIsod
£ OL VI ST13ATT SALLITIFISNOLSTY DIdID3dS - € VINILND - NOLLYIIHISSY 1D SUIDI440 TVHINID




oy

“pannbay seniapoe jo abuel ay) axeuapun
souauadxa pue asipadxd Jo Azt Jusjeainba ue Apns
JpUE 301198 ‘sjualujuicdde snommaid yBnoly; paulelyy

H0

sauaLadxa JURASIS! U)IM S)ela0 ayeudosddy

40

auydiasip JueAZ[al 8y} Ul

bouayadxa jeunssejoud Jeak | smd aaibap Jeak aaiy |
HO

sauauadxa yym ewoidp aje100ssy

¥o

ousLSdxa

eAsa: pue Guesy gol-auj-uo sjeudosddy
0

pannbai

sa[iaoe Jo abiues sy} axepspun o) asusnedxe
" pue asiHadxs J0 [HAS] JUBEAINDS UR S0IAS
o sjuawwpiedde snojasid ubinoiy) pauiERE sABY [(IM
40

aousyadxe Mouym a]enyueo ajeydoiddeewoldip
gjeioossesaaibap seak sany soj uiod Aug

“S|[14S UONEIIINULIOD

[BQJBA PUE LUS}UM ‘DUSLUNY JISeq

95N 0] PAINEAI PUB JIOM JI3UJ JO SSALI[ALLT
ay} Joj a|qisuodsal 8q |[IM SIS0 +
UGIIIaS oM a1} Jo sanalao

pue seoB aty) ypm uonezuenwe) Buipnow
Bujuley qo-au-uo aASUSIXE Ul SI9010
BAIDAU | [9A8| SN 1B Alferul SUoHisOd
-[e]

Buiiesy |ewayns Jo el Jauya
Bupjeyapun o sjeoipes sieudoidde ue
Joy Buikpr)s 21 s120140 Jeu) 3|qeNSIp S} ¢
Bujures qof-our-uo (enueisqns sayo

LIOI93S YoM 3L} 0

ONINIVYL HO/ANY SNOLLYOIAITYND ‘FONINMI4XT ‘9

audissip JueA3|a1 Ay} Ul €0 0) pajoadxa aie sishoidws 'aAs| Sy Iy + sanoaigo pue sieob auyy y)im uolesterkEe)
wojdip s1enpeib styd aaibap Jeak aaly) Joj jaas) Alug pasnbar suonesyienb euwoy o + [9Ag] Buipnjour Busurey) gof sy uo ansuIXe
¥O B3IE YoM 3] 0} JUBAS|I SIU) Je pannba) suoieoyenh |BLUO) ON ¢ | UI SIS0 SAIOAU] (1M [2A8] SIY) 1B SUONISO] +
josip | sjuawsinbs: Lonels jo abpajmouy Butdojaasg EaIE YoM ‘[2A9] SIU} 18 Sa)INp wuoyad
uRAS(2) 3U) Ul 3316ap seak Inoj 10 [aAa] AU ¢ tAJE YIOM U 0} JUEASS! Sanbjuyos) Jo uoledddy « U} 0} JUBASI2I S||INS UOIEDIUNLULIOD [EqIaA 0} sousuadxd pue abpamouy USRS +
2aJ JI0M 8] 0} sydasucs Bundwod ojseq jo Bulpuejsiapun + pue uaum ‘preoqhsy ‘Aaeiawnu ajseq + fleausd aleudoidde ue
EAafal sjuawannbal Aiojnyels jo abpamouy Buryiop + sam2 xa|dwioa ng Jea)d jo Buipuejsiapun + EaIE YIoMm JuBASja) B} jo saionod pue | 10) BuiApn)s ale S1201)40 Jeu a|gensap si| ¢
sidasuoo Buyndwos Aidde o] Aqy + el jiom oy | seanoeid yom Jo afipaymouy Buidoaaap v ¢ usieanks fo
afipamouy pasieveds 10 |puoissajmd asinn Az « | 0) Buijeras suonenbas pue sajoijod jo abipaymouyt + BaIE }I0M (34v1) seojaes Amnwwod ul LAY ¢
eI YIOM U} JO BSIR JIOM aU) 0} JuBAdjal Saunpasoud 8U} 0} Juensier saunpasoid pue ssonoeld [ELE]
poylsw [euoneladofeinpaaod o afipajmouy punog + pue saojaeld oM paysyge)se jo afipaymouy + | aanensiunupe/estisi jo abipamouy Mseg « S|y} Je pannbai suonesytenh |euwoy oy +
B2IE YoM 3} 2gnd sy} Jo SIeqUIBW JaYIO PUE S| vonesade pue wonsuny Juswyedapueijoas saopoesd
[im pautoped sefitanoe uom Jo sBpamouy yBnoIoy L + P LONBIUNWILLGY USPUM pue [2I0 UL S|iyS oiseg + | 2y Jo  obpomouy Buidopasp v« | pue Aojod anjuad jo sbpomouy Budopaag « g0r FH1L 40 SINFWIHINDIY
€ 13ATT 2 13Aa1 L 13AIT Y 13A31 JILSIHIALOVHYHO
€ 0LVl S13AT

OAITMONMN ‘STIIMS - ¥ VIRILIND - NOLLYIIJISSVT1D SH3DI440 TVH3NIO

"|2AS] S Japun saliqisuodsal

9YELAPUN pue a)AIaS AIDJOBJSIIES JUBAS|S)

PEY SAEY pue slealyed sjendodde auy paueqo
SRRl A3tf) 2910 [3A3] SIU} 0) patowod aq fleys eale:
{10M 3t} O} JUBAS|3] S]ENINAD B YIM SI230 +
22)ABS SYLIOLLE AIAM] JAYHN B 1BYE ¢ [3A3)

Jo Juawaiou| Is|. auy op ssaibod |leys pue afues ay)
1O WBLWIOUT S| SU) UC SIAIIS SUUOW SA[aM] Ja)je

"3AISS AI0JOBISES SUIUOLU SA|19M] JISYE € [249]
10 |UBLLBISU| IS} S} O} BOUBADE [[IM SSIENPRID) +
“Hom

[euoissajoId paje|aosse ayelapun o) uopesyenh




Ly

"uojjesieidads Jo piay jeuibuo sy}

Jo apisino aq Aew YAy 'seysecidde
2UNUAIDS J0 [edN1a100Y) Uy Auayed
ybiy & pue yoeordde jeandeue ue

“Juswbipn| punos uo paseq sanbiuyss)
pUe SpPOLSLY JO UOJ39|as i

‘sanss! [euoyjesiuefio

aA|0S3! 0] S|yS [BuosIadIaL

10 joA9] yBiy e pue Bujsos waiqord
euorssajoid xa|dwos sannbay

-sowmppmb pue sjuapacard
"sanbiuyse) pauawWRIoD ul

“SuoKInSUl
Jo saunapinG ‘sjuapaoaid
uy punoy Aesaual swajgosd

Buuinbas swajgord xajdwod o} uonn(og sanjoaUl swalqoud xajdwo: o) wopnjog swajgosd xaidwod o) uonnjes punoj Aeouaf swaqord o) uonjog xajdwoa AjRjelepow o} uojnjog SNIATOS NI1904d
‘SHIBNUOD
BunenoBou  Buipnipwr  soueaubis *pauyap AUBala jou e
“BAIE HIOM B} 10 JiBYaq Uo s1ajew | jo siapew ajejobau pue samnioe sainpaoosd alaym s|ys faBpsjmouy
-kajod aperodios Jo ualwpedsp | Gunenobeu pue Awoune psjefsep | |euoielsdo souanyul o) adoos auyy [eoquo Buipnou sjulensuco Jefipng
o SENsues  ayp  wuyum  uonoe | juesyuBis Buppnioul ‘1ounoa jo seare | Buipniout 1ounos puswiedspuonIas Jojpue saAa)2alqo Jesp Ag pawanob
Jo aouspuadapu; Juesyubis yum Bupew | oo o) aaiape padxe jo uoiswoid sy | ‘eare  yiom  sepnoed sy | cpaunep Apeapo Jou samnpadoud araym | sanpaaord  pausygeisa Buiidde INIW3Ioanr
uoisoep Joj Aiqisuodssr spuewsq | pue Bupeu-usisiep o) Alpgisuodsay | up Bupjewr uoisioap Joj Aypqisuodsay | JuawBpnl pue  Sapeu  asiexg | Wl juswBpn pue sajenut 8skuax] ANV JALLVILINI
“SIMEU [BIUD IO
|GA0U 'ZAIEACUUL UB JO SE1INP S¥EUBPUN
palinbal uaym sjgejeae
"gjusiuse [euoyesiuebio 20UBISISSE Ul Seale paquosald
[onu03 Jo sweibosds 5195l01d ajenjeas upym weswbpnl jeuaissajord
pue Jojuow ‘Juswajdil 'sje|nuugy ‘uojesiuefiio auy ulyym ‘siRjjew pue Awouoine jo saifiap e asiaexa
PUE UOI22IIP PE0IQ 1PUN 3OM s)qejiea Ajlpeal sAeme jou aaueping [Ensnun Jo xa|dwod uo sjqefeae pure Loijoaip jesauab Japun som ‘giqeeAr A|lensn sauejsisse
UIIA UCJ5IP DAL JSPUN MIOA | S91ADE UIm eaie yiom e sfieusw Aew ~o )M UORoSID [BIauah Japun JIop
. pue Awouoine jo aaifap e asitaxe ,
SOLIODWO SABIYDE spoytaw
0) safiajen}s Jo Juawdojaaap au) pue “uonauny PUE LORIBAP PRI SN H0M Wom doloaap JaUpNG pue salLoono "pauyep you s1 ainpasod
suondo simngAuaLNg Jo Uonesynuap] | juonoas/eale YI0M aY) JO) SALIOIIND 158 aouewuopad ayaeds 19s o) paimbay yom [eiauab araum spoujaw
‘Jaunodyjuswpedap ayy wiom dojaaap Jayung pue salwoano
- -UINUALIOD 3] J0 SUOROS Jo sanloalqo aasiyoe o} Aypqisuodsal “paulyap Ageapp jou aie saonaeid aoueunopad oynads 19 0] paunbay
ayelodion aAsiyJe 0} Bale Wom oy) | AQ USHEUAPUN SANINIOE JO/pUE |IOLNOD 10 ESIE $i0M 3L 0} SSWIOANNO S}o3 asym  uswlpnl pue  aanenul
10 51908} |[e Ul saInpagord pue seanoeid | AQ pIARIUDE  SOWODNOJUSNENBDUN #510J2%9 0} painbal aq Aew s1z0y0 ‘paysIgelSa
yom ‘'senbiuyse) Jo uopRuswaidur | saanoe uo oed (TN 08 ‘seonoeid yiom pue sanpasoad | “Jaaamot} ‘ssanoesd yiom paysiqelse | Aessusb ase sampasoud spom pue
pue Juswdojpnsp syl up ealelmn | sanpascid SsUSIGRISS puB SIS pue | Saysigeisa pue 'S|iys pue sBpamouy | 0} salaupe pue s|is pue aBpamouy | sauaping wom ay) of sjeudordde ANONOLNY 40 T3A3T
BAOME oM 3y) jo uojod Joleyy | aBpaimouy jo sjansi ubly Jo voneoiddy | jo  sieas) uBly  jo  uoneoyddy | jo jassp ybly e o uojesyddy | sGpapouy pue s Jo uoneoyddy AHSYL 40 ALITdNOD
"Ilounod Jo sjusurredap snouea ‘uoisiuadns
0} 801ApE jRUOIAUN-RINW Buipiaoid -Apuapuadapu) Bupom “wea Josfoxd auidiosip 10 Wauodwod [enuesqns e+
1sie10ads Jojuas B se uoneiado + “wes) [euoissajord pastjeivads 9)buis e Jo JaquuaL 10jUSS B + . BalR JIOM B LM SUOKSUNY
‘seale B J0 Jaquisw B $e uonelado + 10 siseraads Jo abue e Joj Ayqisuodsal +
[euonessdo Jo Jsieiaads ‘aasensuwpe 1Sie1oads e se uoielado ¢ se Ajuapuadapu Buppop + -:apnjau pnog
Jo afiuel e $S0I9E SUOIILN) + suanouny pasyetoads ¢ :apnjaul pinea pue padojaasp 8q yojym aimeu ¥adwos e Jo SaiiAle
- apnjau piNeo pue :9pNjoly pINeS pue [15Uncd Jofpue | o} pasut Aew ssu|apind pue saonoeld wuopad Aew pue Lanpp adlAles
‘AyAljoR JueASja) S [Iouncafustuedap | JuSLWPRASP SU) UILIM SUOKOUN) SnoLiea ‘sorgijod [euojetado yoiym soj | USWHEdap Jo/pUE LONIAS S} LILIM | o ‘saalioe weiBoud Lym pajeioosse
e 10} Aypgisucdsa) eusbeueiu asiolexy 10} Ayljigisuodsai [epabeuew asjoloxg suoiouny jo aue e Joj sjqisuodsay suonoun; Jo sfues e 1of Aqisuadsay ‘safiMoe Jo abuel pis e ULoHad SNOILLONNA/SIILIALLIY
2 13AIT 273A31 9 13ATT A EE ¥ 13A31 DILSIHILOVHVYHD

8 Ol ¥ S13ATIT STUNLYIL TVHINIO - | VINILIND - NOILYOIJISSY IO SHADISH0 TVHINIO




8y

ucljoa1ip [euoissajord ou Jo B[y ¢

senoalqo 1ounoo
AJsIies pue U[ERE 0} S|IS [BIA[BUR
Jo 19a9) Yy e yo uoneaijdde +

1seRads Jouas e se alesado 10
uonoasAuswpedap e jo Jualabeuew +

Konjap 221u38 J0 Jualuabeuew +

AlEge 10 99| JayBiy e je paunod
J0 BaJE JI0M © 10 Juawabeuew +

5jeoB jo uonenieAs
pue uonejuswaidiu uswdojaasp +

sieof ayerodios/eswyedap
Uitm aoueplosae ul swedBoud

{spafoid amsuBIXe +

Apxs{dwo Jojpue

odo9s Juesiiubis 1o ytom Buryepapun +
saAnaslqo pue sjeol

§J10Uncd uo joedw yoym swelbold

pabeuew

Buiag seare yiom fs1oa(ord swesfosd
uo joaya weayubis e aney Aew (93]
SIL} JE Ua¥e) SUONIR PUE SUOISIO3p +
SOOI YIoM

Buuoyuow pue Buys)ge)ss pue [aa9)
Sy} 12 anea) g Ajjeuuou st saakojdwy
jo uoisintadnsuawabeusw: +

[19UN02 JO/pUE SIZ0IYO JOILUSS

Joj suo|ssigns 19Bpng siedaid +
$30IA18S pasieIdads fupiaosd

ur sanbiuyoa) uaatad Adde pue
ABoppoyaur sjepdoidde dojensp +

' SSauanDaye

suILRIap 0) suoniado Buimaiar +
sampazoid leuoliendo Juedyubis

§0 uoneawajdw) pue Juatudojaasp +

sjoalosd snouea Joj sainpaooid
pue saonaerd yom Jo Juadojeasp +

S10)020u09 Jo uoisiuadns +

wawabeuewl s2Inosas

UBwINY aA03418 J0 uojjejuawadun +
eale }J0M JO Lonessdo; uonauny
a)bws Jolew Jo 'Apuydinsipynw

B UIyyIM Pasialoxs sefqisuadsal
wawabeuewyuolsivedng 4

sjulensuos Aejafipng uiypm eaie
JOM E JO UOTJEUIPIO-00 PUE [0I]LOD 4

sjafipnq asedasdpyym Buiysisse +

suolauny
Jojpue sweifiord syiom Jofpue
sj2sfoud Jueoiubis jo juswafeuew «

awbpn|

J0 as105%a ay) pue Buueld
‘uopuyep waqord Buipnjaur 'ease
$IOM 3L} UILLM S3HNP Jo aBuRs B ¢

SI0J2BJJUOD J0 UCISIAIRANS ¢

BWHedsp e 'auned J|ews o ased
BUJ Ul IO UO[JIBS JO uoisiaadnS ¢
sjefipng uonoes

10 Juswyedap asedauduoieledsid
ay) u Buisisse +

stweifosd Jojpue sjosfoud [o jjuod +

lasyjo
J101UaS B 0} 30UBISJal OU YUM 1301j0
BU) Y)M 152J SPEW SUDISIDAP AlsUm
audiosip u) 48010 ISie1ads ¢
wawubisse

[euoissapoud xadwioo atouw

10 15pe0Iq B §o aseyd Joulw e

1oafoud xajdwoo
Ajaleiapow e 1of Appqisucdsal ¢

sanpaooud

"SIO}BIUOS JO UOIStadnS «

sy3aload 10 eare YoM B LIYIIM
SUDIJOUNY STIOUEA Jo UojSIsdns «

asipadxa

18ieroads apiaod 10 uoisiaradns

JO JuauOdwWoD [EIUBISGNS B ¢
SLW)shs

paseq Apeoifiojouyosy dopasp pue
puejsiapun 0} Algaey sy} Buipnjoul
A0IAIS LONELLIOUL [BIULDS) JO/PUE
yolessat ‘sousiafal e Burpaoid +
abipamouy

snowaad 1o aw J3A0 esjedxe

Ssuofjoun) pue sweiford Juswpedapuoiioes 10 Juawdojpasp ay) Buuinbar
Jstaaload 2AI5UB13 JO UOHE(NULO) 10 jpuesjostord Jueoyubis « Buiysyqelsa ul waluaAoaul + ainjeu pasie10ads e jo sannp ¢
pUE LONRIYU 8Y) Ul JUSWSA|OAU] yiom Juesiyubis e 10 Ay apnjoul apnjou apnjoul
“apn|oul Aewim yaym saiiiqisuodsal :aPN|aU) ABUIM YOIUM S fewmm yom ssqisuodsal Aews flpw yomm sonyiqisuodsel | Aewie  yomm  sepisuodses SALITIFISNOdSTY
gABY [9A3] SIU] 1B 19010 DABL [5A3] SIU} 1B S19910 FABY [2A3] SIU} I IO SAEY [OASISRBIE SISOMO | BABY  BAS] SIY 1B S0 AYHINTD
8 13AdT L13AaI 9 13AT S 13ATT ¥ 13A31 JILSIH310VEVYHD
8 OL ¥ STAATT SALLITFISNOdSTY TVHIANID - Z Vid3 L4 D - NOLLYJIJISSVY1O SHADEL0 TVHINTD
“uoised
‘suolyesado a1 Jo yueuodwoo e s| ugisiaedns
JO uCHEN|EAR pUR |0AjUCD ‘UCHoBNp aloym  ‘sasfoidwy  Srewprogns
“[oauoa igys Jepun siosfoudsswesboud || Buueld  apmppur ma yam 'spob jo By pue yiom umo Busiuefio
JO SSAUNAUN pUe 1500 'SSSUSANOSUR | SlRIodIoofeusISIAD UpM BUI Ul S|nSal *SBLLI02IN0 ‘seakoidwg sjeupiogns jo jeyy | pue  Buwued  ‘sepuoud  Bupes STTIMS TYNOILYSINYOHO
‘Apenb a}  Joj  S|gENO30Y | BASIYIE O} Suolipucy jo abuel apipy | 9ASIyIE o) [eyussse st awy BuiBeueyy | pue yiomumo siay) asiuebio pue ueld | ‘awn fufeuew w sIMs  eanbay 2 AININIOVYNYHN FAIL
“koijod xajdwios Ja)srimupe/abeueul +
‘leuonetado
ugpnoul Aaijed uo aojApe
BAJJeNS|UIWIp. Jof pue [eucssajord
[ [ Q .
|E2IUY2) ‘|B1oueuy isieloads Bugopow )
804ARS AQUBKNSUDI B | 1o yuauidojansp Jiaup O ajnquiuod | -juewudopassp JiaL 0] SINGUIUQD pue —
-Buipnou; | pue sralew Aonod Uo SAAPE pUe @IS | suaNew Aaod Lo SMApE pUe S01AI9S suom ajeudordde auy ur sanpacosd
sweibosd;soriod s)1ounoo uo yedwy | Aosueynsucs e Bupoid apnppul pinoa | Asueynsuca e Buppaoid apnjsul pnod Bulysigelsa Ul aBpoymoLy ainquiLos
wesyubis e yam ounod 10 suewpedsp | woiym siepew xadwes uwo sundiosip | youm 'sishew Xeidwod uo auydiosip “01ApR
SnoleA o} asuejsissefoddns | Jo yuawpedsp mOR0sS 10 BB SPom | 10 Juswuedap uoidas 1o BAIE YoM 2sIp nnw apiacid o} painbad
pue aoiApe Jsieadsyuadxs | ueoyubis e o) jueaaja) aoueysisse pue | s o)jueasio) aoue)sisse pue poddns | aq Aew sjsieRadg "SIRNL0 PSS *aU)|dioSIp JUBAS[R! JONYLSISSYILY0ddns
feucoun-ynw apiaold | poddns ‘aojape Isieoadspusdys apjanid | ‘saape  Istemadspiadxa  opioid | Jamo] O] sompe 1adxe SpIAOI4 | UL SdjADE jasiuadxs Isieiosds apiaotd AJINAY 40 NOISIAQYd
g 13aaa 2713Aa 9 T3AAIN § 13ATT ¥ 13AT7] JOILSIHILOVHVYHD

8 OL ¥ ST13A3T STUNLVYIH TVIINTO - | VIIILIYD - NOILVIIHISSVTD S¥3IDI440 TVHINIO




514

"spoljaw pue sanbjuysa)
‘sajdiouud paysiqe)se
jo uonesdde pue uonos|as

ay u) wawbpn| famenul asinn + REE)4- 8]
~:sen1as ABIqy JO pel NI SI ALITISISNQdS3
auy} ul SaMAIE Jo AjaLea e Jno AUED JWIAd IHIHM
"Jafipng weaboxd
sylom jo ued to) Aqisucdsal
suonespads pue $apod
) ‘suonembal yym aoueldurod pom
. “SJIIUNDI BUS J0 Ayenb pue prepuelsjsjuawubisse
w swesford syiom Bunsigejsa + jo uonaidwoo so Ayqisuodsal
Suensuey | pauyap Apeaje jou sainpasosd a1aym wesboud syiom Jo 1o8(osd
Kieabpng uynm wesboid syiom aaleniul pue Juawbpnl Buisiexs ¢« | pajejes sutdiasip e LiLim wea) & pea
U} JO UDIJELIPIC-0D PUE [DIUOT + swelbord 10 sdnoub yom 1oy Agisuodsar
"Sispew weiboid syjom SSOUBNIZBYe JiBl} | Som o) Auigisuodsa jpuolieiado + wesboid
pue Agjjod xajduwoa Bupsisiujwpe * sUnta}ap 0} suoijelado Jo mataa) + -:apnjou pinoo pue sieob aunoa | syiom [10) jo ped/sioaloid/eaie ytom
-~:apN|ouL PiNod PUE SI0JIRIU0D Aualupedap aA3|YoE 0 SSWIONN0 | B Ul SUDIOUN) SNOLBA JO LoiSiAzadns « VIV SHNOM
-Xapn|sul pinea pUE JIOUNo Jojpue  aoiopyom  spisino  sbie] | ysigeiss o) paunbal aq pue suoluNy -;apn(su pinod pue ainjeu x3jdwod '
Muawypedsp o) swesbosd pue sueyd ‘swerbord syiom | e Jof pue swerbord syom Wweayubs tompue spozford ‘sweiboid sylom | e Jjo sweaBod xrom Jo Juslysige)sa 3HLNI SFALITIISNOdSTd
fwoB-uo asjuebio pue jonuos ‘ysiqeisg | jueayubls Juswedun pue dojpasg | wewadun pue ssiuadns ‘dojaasg | xaidwioo Ajelesapols Jof ajqisuodsay | Syl ypm IO  Joluas  JsIssY ELILEELEREEE )]
"$90IAISS "sjoafoid jo soueusiuEW pue
[eauyos) pasiersads Bupiaasd | Juswidoeaap syt o) ubisapysisieue
1) sanbiuyos) uaaoud Jo uojeoydde sinsaysassaoold
. pue £Bojopoyisw jo uswdo@asp + Jainpasordpuawdinba jo Aupaeyns
‘sanbinne) sanoe jo abuel e 1o} [BAIUYZS) L0 SUOIJEPUSLLILIOIDL ‘SpoljeL pue
ABojopoytaw jo uoisiasaustdopasp ¢ 20138 AQueR)nsuca e Jo uoisiold + | pue Juawasbeuew o) syodas apiaod ¢ sanbjuyss) ‘sajdipuud pausigelss
a01nas ASLUBYNSUOD ABojopoyiaw pue sanbiuyda) mau sanbuyda) o uoeaydde pue vonosjes ay) ul
welBoid Gunesado s,1aunoo Jo uawdojaaap ay) o] UOINGUIUOD * ‘sajdiound pays)qeise jo voneoydde | juawBpn{ pue sajem Jo uonesin ¢
1O Yiomauer} sy upm swesbosdgns ‘Sanpsuotsal jepual o) 1310y + auldiosip ~ pue uoajas sy u uawbpn| :apnau
pue swesboid poddns Eaiuyas) + AUD UBY) 2U0WW SAICAL] YDILM S3NIND + pue angeul Jueobis asolexa + | pnos pue swerbord s juawyredap a13H YIINHOAL
*apn|aul PINo pUe ‘SaAl2a{qo [BojULa) *s[eof ajeiodios PNl PINOD PUB 'Saalaafgo sjoalod jeolyaa) | sojpue  suoposs sUy) uo  Joedwn”
jo Buijsyes pue uawuene a8yl | yumaouepiosoe Ul syosfoud jo uonewpio | eowyssy jo Juswysydwosoe xadwoa Aje)elapow uo swes) pes)+ | youm  spalodponeiado  [ealuys) ¥ NI 8311 ALITIGISNOdS3Y
Ul S|is 1eonkeue jo j8ae yBiy e Addy | 03 pue onuos ay) Joj sjpsuodssy | 10 sanpgsuodse)  Jueoubig :apnjou pinos sanqisuodsay | 10 By 8l t SalAgoe 0 ARuBA WA JY3IHM
8 13Aa L73AT7 9 73ATT S 13ATN ¥ 13Ad SILSIHI1OVHYHO

‘BNjeA Je
80l

LS @ JO 950U 40 SanNigis

uodsal sijioads Buimojjoy

8y} JO aWos apnjoul Aew

S|9A3] SNOLEA 8U] Je SUoNISO4
¥ S13A3T SALLITGISNOASIY J14ID3dS - € VINALIND - NOLLYDIJISSVYTO Sy3JI440 TVH3INIO

“Aaijod 2jelodios Jo sjueNsuUoD aly)
ulyym Supyews uglsioap 1op Appsuodsal
PUBLUSP |1t [245] SI] 12 SUORISOd

“Riisuodsas jo ease v) sbueys
ajeMiL pue Juausidw o} Aluoyine «

“80lApE Jadxa Jo uoisiaoid ay)

pue Ajuoyine pajebajap pue juswwbpn]
10 95EIEXD 8] 'BupEW-UD|SIoep

Jo} Aiigistodsan jo [2ae) ouy Ag
pauiuspl aq ABLL (349] Sl 18 SUOIISOA
"Bale om Jueaypubis 1o/pue
Juswyedsp ‘ucoas e JO UoljeUIpIO
09 PUE [0)UOD 3} SYEHSPUN +
{2uUNnod Jo eare

som 1o wesboud syiom e afieuew +

[1ouned jo sieob
uuay} Buo| ayy jo Bupuejsiapun poob +

‘egale

SI0M 3y 10} saaalao/sawwono
DAIEIS JO JUSUBASIUIE JO USYEUSpUN
seniAoe Jo edus £q payhuap;

aq Aew [aA8) S} JE SUONISO

"Iaunoa jo
sjeof wuay-Guo| au) jo uoepaidde
‘uanesado auldiosip-nnw

Jo auydisip ajbuis Jofew e isyp

10} uonejaadisjuysisfeue Guipraosd
Buspnjaul ‘jonuos euabeuew +

“aul|diostp

U0 UeY) SI0W Ueds AL XIOM ¢
sl

gjeulplogns 10 Sawoano Bujes +
Wawpedsp

Jua1j08S 10} spoylsl [euolierado
areudosdde ysow ay) ysyqelsa +

Aupqrsuodsai Jo Seae uy SHOPYIom
Iojuow pue saijuoud Buias +




0g

“A1anap aopes Jo uswsbeusws soppue
sapmoessweabord oyadsiseare
[euoijerado 10 jsi[enads ‘sAesIpe
Jo afiuel e sso15e SUDHOUN) dYERspun

sapqisvodsa; jeraust 0} sa5ay

sanyiqisuodses [p1aush 0] Jagay

“skefdsip/suoneaqnd Jo
noke| ‘Gunipa pue ubisap ‘uosiey Bipatu
‘weiBosd €10} a4} 40 5]938Y JO UOEUIPIO

-00 3y} Buinjoau) welboad suogowoid
pue Apand s110unao Jo YIoMaLwes
oY) uigw Axedios pue adadss pajwy
10 sjuawubisse Ayonand ayeyapun +
uopelado

Bugndiuos S|ISUNGO J0 BAIR PASHEINaUS
210} APqISUadsal 951215%5 +

seae

1stjerads wy uuwes bosd ayepepun +
uopesado Jaindwos

jo seaie ||e jo Bupueisiapun +
patinba) ale sassazoid

-+ pue saInpaoosd MEPUE)S-LOL USLM
SOUEISISSE PUE BIADE JO UO|StA0Id +
119UN03 O E3JE PBSIEDSS

e 10} pgsuodsal as10ax] +

BpNBY| PInod sanniqIsuodssy

"gousuadxa
pue sstpadxa [eauysa) Buumbal
suonesado Jepndwod axepapun +

uonejusLLa[dwe pue

JoUeUBjUIEW "WBWAOEASP SWR)SAS
u s|iys pue abipamouy BunuwesBosd
*32)ndwod Jjo uopedydde «

SIWOING doueLopad

panisap Jo oijioads Jo uoHRIYUSPL ¢
‘apnjau pnoa pue sainpasold
peusiigelse APE9|d OU ale Y}
Yomm JO} SISPBW JO UOHENSIUIIpE
pue uojiejeadisul ayy o) sjngquiuod
PUE SI2IY0 10IUSS 0] aUMjEU Xajduiod
e Jo joddns aAjelSuILpE IPIAOI

INLVYLSININGY

MYIYY 139938 MYOId3To
NI S1 ALIIBISNOdSTY
JARd JHTHM

“Jounca
Ausuryedap soy swesbord pue sueid
BuioBuo pusiwwoas: pue dojaaap ¢
sieob ayeiodion

M samoa(qe [1ounod Jusweduwy ¢+
swesboud paunoaeiuswpedap
2je|nuLoy pue ajeny ¢

Slue)NSUod [pLISp@ SietoIssajold

“{aundiosip ay) w saskojdwg
|EUOISS30Id 19110 SUOISEIN0 LO)
saafojdw3 (2omyaa) Jo uoisiuadns «
fulaos

wageid [guoissajoid xa|durod +
sjuanp jo abue) apim

& 0) aa1nss Koueynsuod e Butptacid «
seob ajelodios

‘seale paquosald Liym

wawabpn [pucIssay0ud 9S1219%3 *

: suoesiuebio

Jayjo pongnd oy yim Bureap ul sjs
[euosiadiajut jo jas] ybiy e asipin ¢
ufiisep jo

sjoadse Buipnjour sjoaford sejnaiped
10} saipn)s Bujuued Ine Aued ¢
SUCHRPUBLILLOTR)

apiaoid pue samnoe

Jo ssa1Boud o spoda apoid

‘slanew presmolybens
U SJUBID UM S)N5a) Jofpue
sanpaooxd ‘sanbueysa) Buissnasip «

18I0 10 R10M pUE yya 3oUepI0ase ul sjoatord ) alnjeu [9A39] [EDIUYDS)
SPIBPUELS JO MDIAZ) PUR JUBLLISSSSSE + JO UGIBLIPIO-03 PUE |OIJU0Y + papelap pasteloads e jo syse) + e Je s[euoissajosd Jaylo yiim uosien ¢
JAPN[BUL PINoY 19pnjour pinea pue aoiyo safise| uonoun) ay) 1o uotsialadns « 109l0ud paje|ad a3 ..._<ZOm_mmh_m_M_vmm__n_m._.
pue Ayxaidwoa Jospue adoos yuesyubis e 10 yed S| yolym JUSWALR ISP SBpN[aLE PINGD YIILM audiosIp B LIYIM Wea) e pes) ¢ VNI SLALNIEIS S
JO }OM [0 SWONN0 Ay} amsug sannqisuodsas jesaual o} agay | e Jo uoiesado abeuew fesivadng | sengisuodsal jeunissajoid asioiaxg :8pnjou) pinoa senljqisuodsay JWRd FHL THIHM
-syabipng s jo uoeledard ¢ s3aA0/dw3 B0 Jo UoISuBdnS ¢ © auvog TONINOD
saahoidwz Jayo jo uoisiuadns « -apn|out
-:@PNIoUl P03 PUB SPJEOY |0NU0Y | PO pUB pIROQ [ONUCO jued pue hwﬁﬂwhﬂﬂﬂmﬂwummm
jueqd jewwiue [2aof jo sajolied /salAoR | [ELUIUB B30} BUy Jo Saplod fSaAee
2} JajsiUiLpe Pue SjeulpIo-0d UEld | By} juawaldw) pue SIeupo-09 'ueld JWIdd 3H1 ¥IHM
2 13A3T L3Aa1 9 13AT1 S 13AATT ¥ 1aAan JILSIHALOYHYHD

"SN[EA JeJIUWIS B JO 950U Jo saljiqisuodsal ouioads Buimo) 0y au3 JO allos apnjoul Ael S|9AS] SNOLIBA 8Uj e SUuol)ISod
8 OL ¥ ST3ATT SILLITIGISNOLSTN D14103dS - € VINALIND - NOLLYOIISSVY1D SH3JIH440 TVHIANID

“wawateusw Epueuy pue Burpodal
fupnjow xadwod anenbeuonealdal
EUORIUNGIINW B Jo uojjesado
3U) JAISIUILPE pUB BjEUIPIC-0) ‘ukld

‘{anenbe ucu Jo oijenbe)

xadwos wopeassas e afeuey

{(o1LvndY

NON ¥O0 21LVNDY)
XT1dWOI NOILYTHDTY
¥ NI SI ALITISISNOJSTY
JWINd IYIHM




LS

YF0HI0 NOLLIN3ATYd
i1 ¥ 81 ALNIFISNOd ST
JARd J¥IHM
amnjeu xadwod Ajsjeiapow “sinteu xaidwod e jo weiboid SIS ALINNWHNOD
e jo weiboid asues Auunwwod | Ajunwwos e j0 uoneuplo-0d pue NI SI ALIGISNOJS3IY
e sedo pue dopasp  ‘weld | Guiuwed sy yym s1a01o J0IUSS ISISSY JIHd SHL IHIHM
“uopadsul 2Yis +
*9)a ‘suoifediidde ‘syunsd ‘sueid +
SJUBID yum Loster) Buipnjaut
suoljeaiidde yjjeay Jo Buippng +
Buipnjou
‘seunpaaoid pue SpIEPURIS '$3p0o
‘suone|nBay 'sjoy JUBAS|R] SNOLEA
unm saueidwon Joy Ajgisuodsay
"oja suopeaydde
UoISIAIP puB|jusdopasp
pue sjuswannbal fsainpaooid
Buiuue)d eaaual uo asiape +
uonoadsul a)s +
'0)8 ‘suoijeaidde
‘spuuad ‘sueyd Suipnpow ‘sainpasoud
puUB SpIEpUE]s ‘sapad ‘suojenfal
'810y snouea yim aoueydwos +
:Buipnjou) S321AY3AS
-aul|diosip-ninw ‘syuswaiinbar [eha) pue Aoinie)s TYINIWNOUIANA
B UM PISIILXs saiqisucdsa) "yyeay pue Suipgng J0 abpajmouy| Butsn suonauny NI SI ALITIFGISNOdSIM
awabeuewuotsiuadng jo sawdiasip sy v saunp exepspun | Buued jo abuer e oy Angisuodsay ARG THIHM
- sl ssakodwsg « JuaLnIal saafojdwiy +
aajunuod ypm uoste)| u) sjafipng *3oRILLIWOD UM uos|el Ul S}afipng
{ENULE S]EN|BAS PUE BB|RULOS + [ENUUE B1EN[BAS PUB S)BNULID. +
ua1piya Joj swesbord [puswidoasp | uaippyd o) sweaboid |ejuswdojasap
Jofpug [EUONEINPS Jo uonejuawaldw |eUONRANPR JO UoNE U LW
aiy aswuadns pue ue|d 'dojpAs + ay) sspuadns pue veid ‘dopasg ¢
SN EENTTTT]
Ly uoster| vl s1a6pnq [enuue yym voste)| ul sjaBpng jenuue
10 UOJjEN|EAS PUE UOREINULOS + {0 UDIEN[EAS PUB UONENULIOS +
) zapnjaul sapniaLy TV ATHD
pinos puy seogid (g UEY) A0 pinea puy saseid Gg vel slow NI 1 ALITIFISNOdSId
ou JO aNua9 a1e9 pjiyd e abeuey oU Jo aljusd alea plyo & abeuepy NN IHIHM
8 T13AdT L1T3ATT 9 13ATT S A3 ¥ 13A31 OILSIHALSVYHVYHD

“an|eA Jejjwis e Jo asoy} Jo sapijiqisuodsal oyioads Buimo| o) ay3 JO awos apn|dul Kew S]aAa] SNOMEBA 9y) Je SUoRISod
8 Ol ¥ STIAIT SALITISISNOdSIY JiHID3dS - £ VIMILIMO - NOLLVYOIHISSY1O SH3JI440 TTYHINTD




¢S

“[@A3] SIU} J3pUN SO
pajeja)  om

an o

ayeuapun
pue g [2A8] B @uMas Aiojoejsnes
sieak anuy) pajo|dwed aAey Asy) souo
193] sy o} ssasbord [RyS uonesenb
Keen)1a) JIsy) 0) JUBAS|D) SB[INP UOLad 0)

*a0IAIaS
o leah Joupn) e J3Ye USRIl
pig au) o ssauboud [ pue (A9
JB S3lA9S SIEDA OM} JO UOjB(dLLeD
3y} UD [3A9] S JO JUBWALIY)

‘30138
j0 Jesh [euopippe ue  Gummojio)
ewalou pig ayy o) ssabod m
pue pajajdwos ale ¢ |9A9] 1B S013S
SURSA OM) S0LO [3A3] SI) JO JUSWAIOUI

paunba) pue yum pakojdus ssjenpeln 15) 91 0} ssasbord pa salenpeiny | 18y ey} o) ssauboid M ssjenpein NOISSTHDOUd
painbal safiaae
[9A3] Sy 1e paainbal ssynp sy} 10 afues 2y} yepapUN O} 3ousuadxe
uuopad 0] Walons asuajadiuoo pue pue asyadxa Jo [9as] Jusjeanba
asiyadxs ‘aousuadxa Jo uoleuIquwIoD ue Apnys J0/pue S)AIaS “sjuswiodde
B }IM SUORedIEnb [Buuo; 1assa snomaud yBnolyy pauleny
¥0 0
sauauadxa ‘padnbal sanimoe aouayadxa
: [BIUEISONS LM BLOIp 81e1008SY Jo a6ues ay) ayepapun o} astuadxa JUBASRI O SIBAK |RILEISANS
"uoisod 8y} Jo sanap sy Ho | pue sousyadxe Jo [ens) WweEANDE ue uyim suoeayiienb [euwog 195sa
uneysd 0} JusYNS sausledwos pue aouauadxa leRueisans ypm aalfag + Apnis J0/pUe anass 'syuswjuiodde HO
aspodxa ‘aouauadxs JO UOJeUIqWOD Y sujdisip snolaaad ybnomy) pauleny aousyadxa
HO "|aAg| SIy) e parnbay sannp ayy | 8y} 0) Jueaajal sjuswBInbel AICINEIS HO JuASIal Ylim BWOIp SIR[0SSY
PIEPUE]S unopad 0] JuaIyns asusjadwod pue 10 afipajmouy aaisuataidwo?) « [oA3] Sy} Je HO '
jusjeanba Ue o) aalejal sousuadxs | asipadxe ‘aousuadxa jo UONeUIqWd Y JUsuIMRdaP/UONaS aY) 0} WeASIA) | uuopad 0) JUSIDUNS S[|IYS pasielsads aougtadxa Jueas|al
9SIAIP PUB SAISUBIXS PUB S|[IYS HO sajolod pounod jo abpajmoty Yl suciieaienh jeuno) ssa Jo s1eak aany yum 2ai6ap Jeak
B|0EIZPISUCD JO uolsinbe sy} ynm pIEpUE)S Juseanba ansuay2ideon pue suonouny 10 Ho 921y} Jo aousuadxa juenajal sieak
J1ayebio suaneomenb [euue) Jassa U 0] souatadxa JueAajal snsuapa | sainjaruls uoijesiuebio jo abpamous) audiosip | om yum saibiap Jeak oy JUBAS|SY +
HO pue s[jIys 3|QeIapISUC Jo uansinbae . AUD URY) 2I0L U] SUCHEDYIENT) saundiosip jueaafal ayy u| sedouud
(uswaebeuewr ul 10 asipadya s suoljeaijiend [BuLo} J9SSa EOJE YIOM 8U} 0] HO Buykyapun ay) jo Buipueisispun
§0 plal} ul suoyeayienb Jayuny ybnony HO | weasjai seanoeld yiom pue safianoe gousuadxa ue annbai s)sijeioads +
palinboe 3q pine)) -asiadxa isienads Saualadxs JuBASjRl SNISUATXS welBoud o afipapmouy pajelaq + [ENUE}SQNS YuM BWadip aeizossy SUDNIUN SOIAIBS
10 PjaY 8Y) Ul $USLAAYS pUB 3SINOD pue |2aa] saufap o0} suoneoyenb uonesjuefio sy jo ¥O I0/pUE ||DUNO3 Ulyltm Siuawpedap
aaJBap ybnom) paanbse Aewuou asoy) |  uonesnps taybiy jo uonadwos ubnony | sieob uuay Buo) ayy jo uoneaddy + aauauadxa 10 8|0 8Y) Jo S6paMoUY| +
puokaq Alesauab ale suolesyiEnD + paunboe Ajjeaid4y “suoje uopeanpa uonesnpa WeAa[al yum saibap JueAD|RY + uonEaNpa 10
sawannbar | Aepe) ybnoiyy paunboe Apuncy asoy) Jo Buuieyy *asusuadya yBnoiy) aotes pue amyoruls | Bulutes) ‘aausuadxa snowmaid yBnoayy
. Aone;s jo abipamouy pajeteq ¢ puokaq A|je1auab ale SuoEIIEND + paueb oBpapmouy suldiasig + $15un03 o jos ay) jo abipamouyt ¢ ¢ pauleB abpapmouy suldiosip punog
afipaimouy suidiosip 10 [3A3) ubiH + afipamouy | uoiesado ‘uopouny ajfus Jofew e Ul 10 aouauadxa ybnony selpAloR pue saoljod
saaoeid | auydiosip jo jaae) ybiy e jo uopeaddy ¢ | *Aeundiosip-ynu e uiyim pasiasexs | pauieb aBpamouy swdosip punog + ‘sanpaoosd uoioas jo afipamouy +
pue sampasoid By pue swelboid sanpaooud pue saolod | semuqe  uswabeuew  juoisiaadns saipaioe pue saiod “stueiboid 2.2 }10Mm 0] Jueaa|al sjuswanba: aor
“fanjod [ounod jo abpamouy pajelsq + | naunoo jo abpapmouy smsuayaidwon « | Jojpue syys Jsiewedseudiosig ¢ | (ewswpedop jo  abpajmoun+ Aojnie)s jo abpapmouy] + JH1 40 SINFWIAHINDIY
8 713A3 L13Ad1 9 13AI S 13A371 ¥ 13AT JILSALOVHYHD
8 0L ¥ S13AT1

ONINIVY.L HO/ANY SNOLLYDIAITVND ‘TONIRITdXT ‘IDATTMONM ‘S1THNMS - ¥ VIMI LD -

NOILYDIHISSY 1D SH3II4d0 TVHIANIO




	ET-20-04885 Orders-ApprovalofEnterpriseAgreement-29-Jan-2021-14-38-47
	City of Burnside EA 2020



