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D I S T R I C T  C O U N C I L  O F  L OX T O N  W A I K E R I E  
ENTERPRISE BARGAINING VARIATION AGREEMENT (AWU) No. 13, OF 2022 

 
 
 
CLAUSE 1: TITLE 

This Agreement shall be referred to as District Council of Loxton Waikerie Enterprise 
Bargaining Variation Agreement (AWU) No.13, 2022. 
 
CLAUSE 2: ARRANGEMENT 

1 Title 
2 Arrangement 
3 Parties Bound 
4 Period of Operation 
5 Relationship to Current Award 
6 Consultative Mechanisms 
7 Objectives of the Agreement 
8 Work Conditions 
9 Transition to Retirement 
10 Income Protection 
11 Managing Organisational Change 
12 Dispute Resolution 
13 Definitions 
14Wage Increase – Quantum and Timing  
15 No further claims 
16 Not to be used as a Precedent 
17 Signatories 
Appendix 1 New Pay Regime 
Appendix 2 Wage Rates 
 

CLAUSE 3: PARTIES BOUND 

This Agreement shall be binding upon District Council of Loxton Waikerie (the Council) in respect of 
its employees employed pursuant to the Local Government Employees Award (the Award) and the 
Amalgamated Australian Workers Union (SA) State Union in respect of its members employed by the 
Council. 
 
CLAUSE 4: PERIOD OF OPERATION 

This Agreement shall commence from the 1st day of July 2022 and remain in force for a three year 
period until 30 June 2025. This Agreement will be reviewed and renegotiated in the six month 
period prior to expiry of this agreement. 
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CLAUSE 5: RELATIONSHIP TO CURRENT AWARD 

This Agreement shall be read and interpreted wholly in conjunction with the Local 
Government Employees Award as operative at the date of signing; provided that where there is any 
inconsistency this Agreement shall take precedence. 

This agreement cancels all enterprise agreements previously agreed between the Union and the 
District Council of Loxton Waikerie, specifically the District Council of Loxton Waikerie Enterprise 
Bargaining Agreement No 12, 2019. 
 
CLAUSE 6: CONSULTATIVE MECHANISMS 

The parties agree that the effective operation of this agreement is dependent upon honest 
communication and trust between the parties and the continuation of the established consultative 
structures within the workplace. The principle consultative structure is the Workplace Consultative 
Committee (WCC).  The Workplace Consultative Committee (WCC) shall consist of: 

 
a)  Up to a maximum 4 Employer representatives nominated by the Council  
b) Up to a maximum 4 Employee representatives elected by the employees of the Council to 

whom this agreement applies 
c) The state secretary of the AWU (or their nominee) if the employees who are members 

of the AWU and to whom this agreement applies so request their involvement but 
have no voting rights 

d) An Industrial Officer (or their nominee) appointed by the CEO who shall have no voting rights 

The role of the WCC shall be: 

a) To reach decisions by consensus. All decisions will operate as recommendations. 
b) To hear and acknowledge reports and ideas generated by employee and employer 

representatives on a range of issues. 
c) To provide a forum for information flow between the employer and employees 
d) Parties will develop and agree upon a Terms Of Reference 

 
CLAUSE 7: OBJECTIVES OF THE AGREEMENT 

(1) Developing our Culture 
Council understands that constructive leadership, management and teamwork are significant 
elements necessary to maximise both community benefit and employee satisfaction.  The 
parties will work together towards building a constructive culture, which means showing a 
balanced concern for getting the job done whilst also satisfying the needs of the individual or 
group. 
 
Basic characteristics of constructive culture include: 
(a) A tendency toward consensus decision-making 
(b) The ability to generate creative solutions 
(c) A high level of enjoyment and satisfaction; and 
(d) A commitment to increasing organisational effectiveness. 

(2) Multiskilling our Workforce 
The parties to this Agreement understand that a viable future for in-house delivery of services 
is to some degree dependent upon the workforce being committed to a multi-functional 
approach.  This means the willingness to work across the wide range of disciplines covered 
under the Award and not remain limited to working in a specific work stream such as civil works 
or horticulture.  It is also recognised by all parties that the ongoing improvement of existing 
skills is an essential component of meeting customer needs in a competitive environment.  
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(3) Working to Plan 
To achieve more efficient and proactive outcomes for the community and to provide for 
planned maintenance and civil works, the parties to this agreement agree that work is to be 
planned ahead of time with sufficient lead time.  This will be achieved in part, through the 
implantation of team-work plans, at first on a weekly basis and then on a fortnightly basis to 
allow for greater lead time. 

(4) Maximising Time on the Job 
The parties to this agreement agree that starting on site rather than at the Council’s depot 
should be an option for all employees. 
This arrangement may be varied depending on programme/project logistics but will apply by 
mutual consent between the relevant Coordinator / Team Leader and work teams.  
Agreement to starting on-site should not be unreasonably withheld. 
All staff also agree to comply with recognised departure and return times as follows: 
 

• All employees working away from the depot are to have prepared materials sufficient to 
complete the workday by the time of departure from the depot. 

(5) Continuous Improvement 
The parties agree that participation by employees is essential for decisions that involve work 
methods and related practices.  This is to ensure that employees are able to contribute their 
particular knowledge and understanding to improve workplace operations and to engender a 
sense of commitment through the ability to influence matters which affect the way work is 
performed. 
 
Continuous improvement is a key to ensuring Council provides appropriate, quality, cost 
effective services to the community. As part of meeting the changing needs of the community, 
services and activities will be reviewed on an ongoing basis to ascertain if they need to be 
improved or if they are no longer required. 
 
The shared aims of the parties are to work together co-operatively and constructively in 
achieving benefits for: 

• Council, by continually improving workplace methods, practices, quality and productivity 

• Employees, through improved wages and conditions as reflected by the improvements 
made in flexibilities as contained in this agreement 

• The community, through a continual increase of client focus on service delivery, increased 
value for money and a more efficient and effective workforce. All of the above will be 
achieved within a framework of active employee involvement and participation, operating 
as a team to accept greater responsibility and accountability for improving efficiency and 
productivity. 

(6) Measures and Indicators 
The parties agree to use data, information and knowledge to better inform decision-making 
and to assess and improve the following: 

• How well are we performing as an organisation? 

• What are we good at? 

• What do we need to improve? 
 
Training and support in the use of improvement methods and tools is provided to ensure that 
employees can proactively improve the way they carry out their roles. 
 
Agreed measures and indicators play a vital role in the mapping and understanding of 
organisation processes as they identify areas where there is potential for further improvement. 
The primary role of performance measures and indicators is to assist in the attainment of team, 
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department and corporate goals in the interest of customer, staff and Council.  Performance 
measures and indicators may include: 

• Customer service, satisfaction and/or value (internal and external) 

• Wastage and rework 

• Service delivery cost 

• Workforce participation in productivity improvements 

• Skills, education and training 

• Equipment down time 

• Work, health, safety and welfare 

• Equal Employment Opportunity 
 

(7) Improvement Plan 
During the life of this Agreement, employees agree to support management with the 
implementation and achievement of an improvement plan that will involve the following 
activities: 

• Review service levels 

• Conduct service and activity reviews 

• Implement sustainable asset management plans 

• Implement work plans 

• Document workflows 

• Implement project management and capital works management frameworks 

• Implement appropriate information management systems 

• Support organisational structure and staffing changes 

• Define and implement key performance indicators (KPI); and  

• Effectively manage knowledge capture and sharing. 
 

CLAUSE 8: WORK CONDITIONS 

8.1 Flexible hours - Aggregate Hours Agreement 

1. Deployment of employees on flexible hours outside the normal working hours will be by 
agreement between the employee and the Council on the basis of seasonal and/or 
organisation needs. 

In cases of special projects or by mutual agreement employees may work on nonwork days, 
Public Holidays, Annual Leave, Saturdays or Sundays. 

The exception to the above would be those employees who routinely work on Saturdays, 
Sundays and Public Holidays. In such instances special conditions shall be agreed between 
the employee and Council. 

Employees to work up to 50 hours per week on the basis that time worked in excess of 38 
hours per week and up to 50 hours per week wil l  be remunerated at ordinary time 
when employees elect to be paid the overtime due at the end of each fortnightly pay period or 
alternatively: 

Employees to work up to 50 hours per week on the basis that time worked in excess of 38 
hours per week and up to 50 hours per week wil l  be remunerated at ordinary time 
when taken as time off in lieu. (TOIL) 

2. Any work performed in excess of 50 hours per week shall accrue at time and a half (1.5) and 
after 52 hours double time (2.0). 
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3. (a) The hours of work shall be based on 38 hours per week, (currently an 8 day 
fortnight) to be worked between the hours of 4.00 am and 11.00 pm with 12 hours per 
day maximum at ordinary rates. Time worked in excess of 12 hours to be paid at double 
time. It is understood that work in excess of 12 hours will only occur in daylight hours or 
in cases of emergency. 

(b) The terms of the Agreement also apply to employees engaged in working at Council 
operated Waste Transfer Stations, which include Saturday, and Sunday work. 

4. In regard to Community Event Work conducted after hours or on a weekend or Public Holiday 
the following penalty rates will apply: 

• 7:00 am to 10:00 pm time and a half (1.5) 
10:00 pm to 7:00 am double time (2.0) 
 

5. In regard to relief staff for weekend Waste Transfer Station (WTS) work, it is agreed that 
weekend and public holiday relief work at the WTS be paid at time and a half. These agreed 
penalty rates do not apply to the appointed WTS Operators as weekend work is within their 
normal span of hours. 

This extra time worked can either be paid or accrued as time off in lieu (TOIL) at the applicable 
rates as above. 

6. Employees required to return to work after normal working hours where this has been 
planned to occur prior will be remunerated at the ordinary rate for time worked 
provided such time is within 50 hours for that working week. 

Hours accumulated in excess of 38 hours per week shall either be paid or taken as time 
off in lieu (TOIL). In the case of time off in lieu, hours accumulated shall not exceed 
38 hours (4 days) and shall be taken or paid out at a mutually agreed time. 

7. Employees called out after normal working hours, that is unplanned work, will be 
remunerated as follows: 
 

• 7-00 am to 10-00 pm time and a half (1.5) 

• 10-00 pm to 7-00 am double time (2.0) 

Call out and emergencies will be by mutual agreement and be paid at a minimum of 3 
hours. 
 

8.2 Workplace Health and Safety  

All employees, visitors, volunteers, labour hire, contractors and sub-contractors of the Council 
shall be ensured a safe working environment at all times. 
 
The Council and the Union shall give full cooperation to the achievement of high standards 
of Workplace Health and Safety 
 
The parties recognise safety education and programmes shall be fundamental in 
achieving this objective. On all of the Council's projects shall be strict compliance to all the Acts 
and Regulations, Industry Codes of Practice and other relevant Workplace Health and Safety 
guidelines so as to provide and maintain a safe working environment. 
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8.3 Start/Finish of Working Day 

1. Where an employee is required to work at a different work location from where they normally 
commence their daily duties, then a Council vehicle will be provided to travel to the alternate 
worksite from the base Depot. In the event that a vehicle is not available then a Motor 
Vehicle allowance will be paid at the appropriate rate under the Award. 

2. Council employees will continue to start and finish the working day at their current Depot 
unless otherwise agreed as per clause 7(4) 

8.4 Leave 

The parties recognise that absenteeism is costly, affects efficiency and is disruptive to the whole 
operation in terms of work not undertaken and loss of service.  Accordingly, the following 
arrangement will apply to assist employees to reconcile their family and work responsibilities. 

8.5 Personal/Family/Carer’s/Sick Leave 

The entitlement for Personal Leave accrued under the Award can be used for: 

• Absences from work due to personal illness (excluding any worker’s compensation related 
injury) 

• The care and support of an employee’s immediate family (see definitions) or household 
members when they are ill, providing they are responsible for the care of the person 
concerned – generally, an employee should not take carer’s leave when another person 
has taken leave for the same purpose; and 

• To deal with emergency situations or other matters of a pressing domestic nature that 
cannot be scheduled outside of normal work hours or during annual leave or rostered days 
off. 

 
Employees must advise their immediate supervisor as soon as reasonably practicable before the 
commencement of their shift, that they cannot attend work and should advise of their return date 
as soon as it is known. 
 
A medical certificate or satisfactory evidence is required when: 

• Personal leave exceeds two consecutive days 

• Personal leave is taken either side of a public holiday, non-workday or weekend 

• More than five single days of Personal Leave are taken in a year 
 
The maximum deduction is 76 hours per calendar year for family/carer’s/personal leave. This is 
not applicable to sick leave. 

8.6 Compassionate/ Bereavement Leave 

Employees are entitled to two additional paid days per annum not to be taken from their personal 
leave entitlement.  Compassionate Leave is made available when a member of the employee’s 
immediate family dies. (see definitions) 

8.7 Payout of accrued leave 

Employees with a start date prior to 11 March 2015, being the date of certification of agreement 
No 9, 2014 will be paid up to 10% payout of accrued personal leave on retirement, permanent 
disability, resignation, death or redundancy. 
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ACCUMULATED DAYS  PERCENTAGE PAID 
0-25     2.5 
26-50     5 
51-75     7 
76 and over    10 

8.8 Support of Emergency Services’ Leave 

Employees listed on the Emergency Services Register will be allowed leave with pay for the 
period of time they are released during work hours to participate in a Riverland approved 
emergency response.  This payment does not come from accrued leave or affect entitlements. 

8.9 Leave accrual whilst accessing personal income protection 

Employees when accessing personal income protection shall be considered to be on leave with 
no pay and no leave entitlements will accrue while absent.  The period of time absent on 
income protection will not break service and will not count towards service. This does not affect 
the continuity of service for Long Service Leave. 

8.10 Hot Weather 

1. We recognise the need to operate effectively and efficiently during periods of inclement 
weather, whilst continuing to recognise the importance of both WHS and the need to 
achieve the required budget and works programme outcomes and objectives. 

2. The general conditions relating to employees and inclement weather are as prescribed in 
Council's adopted Policy and Procedures for such matters. 

3. The following conditions relating to alternative work during inclement weather shall be 
read in conjunction with Council's adopted Inclement Weather Policy and procedures: 

4. Where practicable, the Council will attempt to provide (during inclement weather) 
alternative work or training for employees which may occur at any Council location. 

4.1 In this regard, employees may be required to undertake duties outside of their norm — 
but in accordance with the requirements of clause 2.2 (Multi Skilling) and Schedule 7 
(Classification Criteria) of the Award. 

4.2  Employees may be required to commence duties earlier in the day, but within the 
limits of this Clause to minimise exposure to extreme hot weather conditions. 

4.3 Where extreme hot weather conditions exist or are predicted, then every endeavour 
will be made to provide alternative work or training at the workplace to ensure the 
principles of productivity are maintained. 

 
5. Council agreed to conduct a trial in the 2022/2023 summer to gauge the lost time due to 

inclement weather with the intention to discuss further a 50/50 leave payment arrangement in 
the future up to the amount of 19 hours per season. 

8.11 Payment of Wages 

Payment of wages will be made by Electronic Funds Transfer (EFT) to a Financial Institution 
nominated by the employee. 

All deposit fees will be debited to Council. 
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In the event that employees incur bank fees due the late deposit of wages by electronic funds 
transfer, and the fault for the late deposit lies with Council, Council will reimburse all 
reasonable bank fees associated with the late deposit incurred by employees upon 
written proof of fees levied by the banking institution. For the purposes of this clause the 
nominated payment time is 10.00am on each second Friday, however both parties acknowledge 
that this date may be varied from time to time by reasonable prior written advice by Council. 

8.12 Salary Sacrifice 

An employee may apply to the Council to salary sacrifice any part of their salary (including Award 
or Enterprise Bargaining Agreement based salary/wages) to their choice registered 
superannuation fund. 

(a) 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 entering into this agreement. 

8.13 Workers Compensation Top Up Benefit 

Council will take out on behalf of the employees covered by this agreement the Workers 
Compensation Top Up Cover and forward the applicable rate per employee to the Local 
Government Risk Services. 

If an Employee covered by this agreement purchases full income protection from Local 
Government Risk Services, the additional amount as calculated by the Scheme for the top up 
benefit will be paid by the Council. An employee does not have to be actively involved by 
purchasing income protection through the Local Government Risk Services Income 
Protection Scheme to access this top up benefit.  

The Cover 

Compensation shall only be payable when the employee suffers an Injury or Sickness under 
such circumstances as gives the employee the right to claim Compensation in respect thereof 
from the employer, or any other person or body liable to pay Compensation under or by virtue of 
any Workers’ Compensation Act Ordinance or WorkCover providing for payments of Weekly 
Compensation whether such right is exercised or not. 

The Benefits 

After the expiry of the Excluded Claim Period, the Fund will provide Workers Compensation Top-
Up to 100% of the employee’s average pre-injury earnings for up to a maximum of 52 weeks. 

The maximum benefit payable will be in relation to a reduction pursuant to Section 39 1A and B 
of the Return to Work Act 2014. 

8.14 Absorption of Allowances 

The parties agree that the past increases granted pursuant to all Enterprise Agreements, 
include the absorption of all work and expense related allowances in Schedules 4 and 5 with 
the exception of the Meal Allowance, Motor Vehicle Allowance, Cleaning Public Lavatories 
Allowance and annual driver’s licence reimbursement. 
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8.15 Superannuation 

Choice of fund will apply with all new employees to be provided with a standard choice form to 
enable them to select a fund in accordance with relevant legislation.  For any employee that does 
not provide a choice form within an appropriate period, as determined by the employer, all 
contributions will be paid to  Council’s default fund Hostplus if no other fund is found through 
investigation with the ATO stapled super fund request service. 
 
The amount of the employer superannuation contribution will be: 
 
(a) For each employee who is making “Salarylink Contributions”: 

 
(i) 3% of the employee’s salary (or as amended)and  
(ii) 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 from time to time to 
finance the Salarylink benefit for the employee; and 

(iii) any additional superannuation contributions which the employer agrees to pay in respect 
of the employee. 

 
“Salarylink Contributions” has the meaning given to that term under the Trust Deed.  
The Super Rules in respect to employees making Salarylink contributions 
ensure that all members under any circumstances are provided with at least a minimum  
benefit that meets the requirement of the Superannuation Guarantee (Administration) Act  
1992 (Cth). 

 
(b) For each other employee: 

 
(i) 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 Guarantee (Administration) Act 1992 (Cth); and  

(ii) any additional superannuation contributions which the employer agrees to pay in respect 
of the employee.  

8.16 Training and Personal Development Review 

An annual training needs analysis will be prepared. Provision will be made available for 
adequate consultation with all employees during their annual Personal Development Review 
(PDR) in order to provide them with the opportunity to identify their individual and/or group 
training requirements. 

Council will prioritise the training needs identified via this process to be completed in sufficient 
time to enable recommendations for budget allocation to be made in the preparation of the 
annual business plan. Council shall allocate for training a minimum of 1.5% of the total 
employee's salaries budget, as defined: 

For the purposes of this clause the Employee's salaries’ budget is defined as the budgeted base 
rate including budgeted leave loading plus budgeted increase per clause 12 of this agreement. 

8.17 Loss/Suspension of Driver’s Licence 

An employee who requires a licence to perform their normal duties must immediately advise their 
supervisor if they lose their licence. 

All reasonable steps will be taken so that the employee can pursue normal duties within the 
scope of the restrictions.  
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Where this is not possible, the employee may access any accrued annual or long service leave 
entitlements. 

In the event of an employee losing his/her license where there is not reasonable coverage for 
that loss of licence period, their employment with Council may be terminated. 

8.18 Employee Assistance Programme 

Council is committed to the development of a healthier workforce. A number of programmes will 
be available aimed at increasing employees’ awareness on issues which have an impact on their 
general well-being. 

The employee assistance programme will also focus on the psychological and the emotional 
support of staff, in so far as to minimise psychological hazards. 

8.19 Employee Access to Union Training 

Employees who are the recognised and elected workplace Union representatives will be 
permitted to access and attend Union training as required, where such training is prior approved 
by Council. There shall be no more than 4 workplace Union representatives attend training at 
any one time. 

8.20 Meal Allowance Reimbursements  

Employees will be reimbursed for meal allowances in the amount stated in the Staff Allowance 
Procedure - Accommodation and Meals.  If meals are provided as part of the official program 
they are attending, additional reimbursement will not be offered. 

 
CLAUSE 9: TRANSITION TO RETIREMENT 
 
9.1 Transition to retirement is an initiative that enables employees who are either unable or do not 

wish to continue to work full time, to reduce their weekly working hours. 
 

Employees who are within three years of their nominated retirement date and have completed 
at least 3 continuous years of service with Council may, apply in writing to participate in a 
transition to retirement plan.  Transition arrangements to retirement will be offered at the 
discretion of the Chief Executive Officer and in line with operational requirements. 
 
An employee participating in a transition to retirement program may be eligible to work part time 
and access accrued annual leave or long service leave entitlements, or may access leave 
without pay to make up their substantive fortnightly pay, subject to the following conditions: 
 

(a)  The employee is not receiving workers compensation payments, temporary disability 
payments under a superannuation related insurance policy, or payments under any 
income protection or similar insurance policy. 

(b) The employee will attend work for the number of days mutually agreed between the 
employee and Chief Executive Officer. 

(c) The employee does not enter into any other paid employment with another employer 
during the hours for which they are being paid from their accrued leave entitlement. 

(d) The employee has received advice from their nominated superannuation fund on how the 
change of employment arrangements affects their superannuation. 

(e) The employee is aware that when opting for part time hours, Long Service Leave will 
accrue and be paid in accordance with the Long Service Leave Act.1997 
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CLAUSE 10: INCOME PROTECTION 
 
10.1 Council agree to employee’s salary sacrificing the cost of Income Protection through payroll 
with the Local Government Income Protection Fund (LGIPF) subject to Agreement in the LGIPF 
Product Disclosure Statement. 
 
10.2 Protection benefits, Waiting Periods and Conditions are all covered under the LGIPF Scheme 
Rules and will be determined under these scheme rules. 
 
10.3 During a period of absence on Income Protection, the employee’s continuity of service is 
suspended but not broken. 
 
 
CLAUSE 11: MANAGING ORGANISATIONAL CHANGE 

11.1 Job Security 

The parties agree that changes to workplace methods, practices, quality and productivity must 
be consistent with the efficient operation of Council.  Further, the parties acknowledge that the 
current workforce of Council is a critical element in the improvement of quality service provision.  
Arbitrary job reductions will not be pursued to secure the ongoing improvements in productivity 
and efficiency sought under this agreement. 

The parties are committed to optimising the employment security of employees by; 

• Taking steps to ensure Council has the benefit of a stable and committed workforce and that 
no forced redundancies will take place during the life of this Agreement for employees 
covered by this agreement (excluding casual and temporary staff) 

• Training and developing employees to increase their level of skill and ability and providing 
retraining where necessary 

• Providing an environment that supports career development and equal opportunity 

• Implementing consultative mechanisms to ensure timely advice and discussion between 
employees and management about any significant changes to service delivery that may 
impact on staffing requirements. 

11.2  Organisational Structure 

The parties agree that the organisational structure must support the achievement of Council’s 
Strategic Plan whilst ensuring optimum productivity is achieved through the principles of 
continuous improvement. 

Consequently, the organisation structure will from time to time be reviewed to ensure that it 
supports the achievement of Council’s Strategic Plan. 

11.3  Change Management  

The parties recognise that organisational change is an essential consequence of meeting the 
needs and expectations of the community. 

The Council is committed to honest and open consultation with employees and their 
representatives. Any proposed significant change(s) would be subject to consultation with 
directly affected employees. 

Changes should be planned and take into account all resource implications, particularly those 
that are related to employees. The likely consequence of change should be considered and 
possible scenarios, including the financial and human costs of each, considered. Council will act 
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fairly and objectively with the individuals affected by change and minimise disruption, distress 
and costs to both employees and the organisation itself. 

Employees, and/or their nominated representatives, directly affected by management’s plans 
will be consulted regarding these plans and their implementation. 

Consultation will include both verbal and written communication. The Council shall provide in 
writing to the employees, the Union and their representatives on request all relevant information 
concerning the proposed change, including the expected effects on employees. The input of 
employees and that of their representatives through consultation will be genuinely considered 
before finalising plans and implementation. 

In the event of positions becoming under-utilised as a result of organisational change, a re-
organisation or restructure of Council operations and/or employee’s functions, the contracting 
out of work previously performed, technological change or the reduction or abolition of functions 
or services carried out by the Council, the following arrangement(s) shall apply in respect to the 
employment security of all Council’s permanent employees: 

11.3.1 Under-utilised Employee 

An employee may become “under-utilised” where one or more of the following occurs: 

• Discontinued functions, operations or activities. 

• Amalgamation of functions, operations or activities. 

• There are more employees than is necessary for the efficient and economical working 
of the Department or Work Area. 

• Introduction of technological change that will displace functions, operations or 
activities. 

• Structural change, including but not limited to, workplace change and/or restructuring. 

11.3.2 Redeployment 

The Council will make all reasonable efforts to redeploy employees who have been 
identified as under-utilised, provided that such redeployment has been identified as 
available. 
Where employees have been deemed to become under-utilised, the following will apply; 
An employee shall be entitled to representation throughout this process: 

11.3.2.1 Redeployment Principles 

The following principles will apply to the redeployment of under-utilised employees: 
(a) Under-utilised employees will be assisted sensitively and consistent with the 

requirements of merit and equity. Every effort must be made to place the employee 
into a position suitable to the employee’s existing skills, experience and substantive 
salary level whilst also meeting the needs of Council. 

(b) Under-utilised employees who are considered for redeployment will for their part 
make all reasonable efforts to participate in processes such as assessment and 
retraining to maximise their redeployment opportunities. 

(c) Concurrent with the Council’s responsibility to attempt to redeploy and retrain an 
under-utilised employee, the employee has a responsibility to actively seek 
alternative employment within the Council and if so desired external to the Council. 

(d) Having particular regard for the personal circumstances for the employee, the 
redeployment is not to disadvantage the employee unduly; however, disadvantage 
will also have regard to the overall employment environment before and after the 
redeployment. 
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11.3.2.2 Suitable Alternative Position 

(a)  A decision about the suitability of a position for an under-utilised employee is to be 
made having regard to, and attempting to match as far as practicable, matters 
including, but not restricted to, hours of work, quantum of hours of work and rates 
of pay. The skills, knowledge and experience will also be taken into consideration, 
including the ability to retrain and obtain relevant skills within 12 months. 

(b) A suitable alternative position may include a position of a lower remuneration and/or 
classification level below the employee’s previously held substantive position. 

(c) Where a suitable alternative position is available the affected employee will be 
offered the position in preference to other employees. 

(d) Offers of redeployment will be in writing, quoting the classification, salary/wage, 
and location and attaching a copy of the position description. 

(e) All vacancies must be considered for suitability to under-utilised employees before 
the vacancy is advertised internally or externally to determine whether the skills of 
the employee match (including with reasonable retraining) the required skills of the 
vacancy. 

11.3.2.3  Redeployment to a Lower Classification 

Where an employee is redeployed to a position carrying a lower classification, their 
pre-transfer wage will be maintained for a period of two years. At the conclusion of 
the two-year period the employee will be reclassified in accordance with the new 
position. The Chief Executive Officer may elect to negotiate a longer period to 
satisfy any extraordinary circumstances. 

11.3.2.4 Training 

(a) Where Council considers that a suitable alternative position(s) is available and it 
has been identified that skill or knowledge differences exist between the current job 
and proposed job, management will provide the under-utilised employee with a 
position description, proposed training programme and discuss the position with 
the employee. 

(b) The training programme is to be developed by the manager in consultation with the 
employee. The programme will then be confirmed in writing prior to appointment to 
the new position. The purpose of the programme is to ensure that the employee 
can overcome identified skill or knowledge differences. 

(c) Council undertakes to provide the necessary training for all employees affected by 
workplace changes that result in under-utilisation. 

(d) All training is to be at the Council's expense and any training that may have to take 
place outside normal working hours will be paid at the normal rate of pay. 

(e) Within the first six (6) months following redeployment in an alternate position, an 
under-utilised employee may still apply to the Chief Executive Officer for a voluntary 
separation (severance) package (as prescribed within Clause 9.3.4). Any such 
application may or may not be approved. 

11.3.3 Redundancy 

A ‘redundancy’ will be identified only after all reasonable effort has been made to redeploy 
an under-utilised employee utilising the Redeployment Process as defined within 9.3.2 and 
no suitable position is available. 
Where a determination is made that a redundancy exists, Council may elect to offer a 
voluntary separation (severance) package to the affected employee. Employees are under 
no obligation to accept an offer. 
Where the affected employee has indicated no interest in a voluntary separation 
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(severance) package, consideration shall be given to expanding the field of employees 
who may be offered such a package. 

11.3.4 Voluntary Separation (Severance) Package 

An employee who agrees to take a voluntary separation package as a result of a 
redundancy shall be entitled to the following amount of severance pay in respect to a 
continuous period of service: 
(a) Equivalent of ten (10) weeks remuneration plus three (3) weeks’ pay for each 

completed year of service to a maximum of fifty two (52) weeks, not inclusive of any 
accrued leave. 

(b) $2,000 outplacement fee (paid to the service provider). 
(c) Pro-rata Long Service Leave when five (5) years of service has been attained. 
An equivalent net workforce reduction must be achieved for each voluntary separation 
package, which arises out of a bona fide redundancy. 

11.3.5 Re-Employment 

An employee, who has taken a voluntary separation package under the provisions of this 
Clause, shall not be re-hired or re-employed in any direct or indirect capacity for a period 
of two (2) years from the date of separation from the Council. 
All staff members are to ensure that when using employment agencies to engage staff for 
any purpose, it must be specified that the requirement is for staff who have not accepted 
a voluntary separation package funded by Council in the last two (2) years. 

11.3.6 Vacancies 

Permanent vacancies arising out of organisational change under this Clause shall be 
advertised internally and may be advertised externally. All employees including those on 
fixed term contracts shall be entitled to apply for such vacancies. 
 

CLAUSE 12: DISPUTE RESOLUTION   

1. Stage One 

The employee(s) and/or AWU Workplace Representative will contact the relevant 
Coordinator / Director and attempt to settle the issue at that level. 

2. Stage Two 

If the issue is not settled at Stage One, the employee(s) and the AWU Workplace 
Representative and, if requested, the Union Industrial Officer will meet with the Director, and 
if necessary, the Chief Executive Officer. 

3. Stage Three 

If the matter is not settled at Stage Two, the Industrial Officer of the appropriate Union 
involved will meet with the relevant Chief Executive Officer, the employee(s). 

4. Stage Four 

If the matter is not settled at Stage Three, the Chief Executive Officer and the relevant Union 
Industrial Officer shall seek resolution through the South Australian Employment Tribunal as 
specified in the Fair Work Act 1994. 
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The process contained in Stages One, Two and Three should be completed within ten (10) 
working days of the issue being raised at Stage One to ensure its expedient resolution. 
 
This procedure is not intended to preclude ultimate access by either party to the South 
Australian Employment Tribunal for conciliation or arbitration purposes or access by an 
employee to their Union for any reason. 
 

CLAUSE 13: DEFINITIONS 

‘Acting Status’ assignments will occur when an employee assumes the full scope of responsibilities 
associated to a recognised vacant position for a period of greater than 9 weeks. Whilst an employee 
is undertaking an acting status assignment their substantive role is to be backfilled in its entirety by 
another person and the employee will be paid at the appropriate rate for the role. 
 
‘Agreement’ means the District Council of Loxton Waikerie (AWU) Enterprise Bargaining Agreement 
2018 
. 
‘Award’ shall mean the Local Government Employee’s Award in force at the time of certification of this 
Agreement. 
 
‘Consultation’ is a process that considers the employees’ and their representatives and provides them 
with the opportunity to have their viewpoints heard and considered before a decision is made. 
 
‘Council’ shall mean the District Council of Loxton Waikerie 
 
‘CPI” shall mean the Consumer Price Index.  The annual percentage change used to determine the 
annual wage increases in this agreement is published by the Australian Bureau of Statistics and is for 
the “All groups Adelaide” quarter preceding the negotiation period. In terms of the first, second and 
third stage payments pursuant to Clause 12, this will be the 12 month movement effective the March 
quarter immediately preceding the respective payment date 
 
‘Eligible Employee’ means a person paid directly by the Council and excludes contracted casuals. 
 
‘Employee’ means a person paid directly by the Council who is employed to perform work covered by 
this Agreement and the Award. 
 
‘Employer’ means the District Council of Loxton Waikerie 
 
‘Forced Redundancy’ means a reduction in the overall budget allocation of full-time equivalent (FTE) 
positions that results in a decrease to the number of FTE required to accommodate the existing 
number of employees. 
 
‘Grievance’ means any other individual issue not covered by the District Council of Loxton Waikerie’s 
Grievance Policy, which does not concern the application of this Agreement. 
 
‘Immediate Family’ includes partner (legally married or de facto) including same sex partners; child or 
adult child (including adopted child, stepchild, foster child, son or 
daughter-in-law or an ex-nuptial child); and parent/guardian, partner’s parents, step-parent, 
grandparent, grandchild, sibling, stepsibling or sibling-in-law of an employee. 
 
“Multi-functional” shall mean an individual has the competency to work across a wide range of 
disciplines covered under the Award. 
 
‘Parties’ means the Australian Workers Union (AWU) and the District Council of Loxton Waikerie 
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‘Scheduled Work’ relates to that work/task that is programmed, i.e., a task or work that has been 
planned as part of a working day or week’s schedule. It is not related to works that is a call out or 
where less than one working days’ notice has been given to commence a task. 
 
‘Teams’ shall mean a grouping of employees and may either be within or across teams. Teams may 
change depending on the task of the grouping. 
 
‘Union’ means the Amalgamated AWU (SA) State Union or AWU. 
 
‘Wages’ shall mean the Agreement wage plus any regular and permanent penalties and regular 
required overtime as set out in rosters and any other benefit which is recorded by contractual 
agreement as forming part of the employee’s total remuneration package. Where appropriate, use of 
a motor vehicle may be taken into account. It excludes higher duties, reimbursement expenses, 
annual leave loading and allowances and penalties of a temporary or irregular nature. 
 
“Workplace Representative” shall mean employees elected by the workforce employed by the District 
Council of Loxton Waikerie. 
 
CLAUSE 14: WAGE INCREASE – QUANTUM AND TIMING 

Upon certification of this Enterprise Agreement with the Industrial Commission, employees 
covered by this Agreement shall be entitled to the following wage adjustments: 

A. First Stage 

Pay an increase of 1.0% or CPI, whichever is the greater effective from first full pay period 
commencing on or after 1 July 2022.  

Appendix 1 

New pay regime and competencies documents to be adopted at commencement of this 
agreement with the addition of Grade 9 and Grade 10  

Appendix 2 

Wages Schedule 

B.   Second Stage 

Pay an increase of 1.0% or CPI, whichever is the greater effective from the first    full pay 
period commencing on or after 1 July 2023. 

C. Third Stage 

Pay an increase of 1.0% or CPI, whichever is the greater effective from the first       full 
pay period commencing on or after 1 July 2024. 

CLAUSE 15: NO FURTHER CLAIMS 

The Parties bound by this Agreement undertake that during the period of operation of this Agreement 
that there shall be no further wage increase sought, or granted, except for those provided under the 
terms of this Agreement. 
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CLAUSE 16: NOT TO BE USED AS A PRECEDENT 

This Agreement represents a compromise on the part of all parties. This Agreement shall not be 
used in any manner whatsoever to obtain similar agreements or benefits in any other Local 
Government Council or workplace and shall not be used by any party in any Tribunal or Industrial 
Commission. 
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Appendix 1 
 
PAY REGIME 
 
The adopted pay regime is reliant on years of service coupled with achievement of an agreed level of competency in various tasks and operations.  
 
The lack of a clear rationale for why staff are on a specific pay level has been a source of frustration for management and employees alike. Whilst the award provides a 
basis for why staff are on a particular level it is cumbersome and outdated and does not reflect our current circumstances effectively.  
 
It is hoped that the following may provide a way forward to bring some consistency to ensure a fair and equitable pay regime for all depot staff. 
 
Pay Regime 
 
The following table summarises the  pay regime. It essentially creates a regime based on years of service with scope for specialty roles requiring specific skills and 
knowledge as well as the creation of Grades 9 and 10 specifically for Team Leader positions to reflect the additional responsibilities of the Team Leaders.   
 

Grade 5 Up to 5 years’ service 

Grade 6 From 5 to 10 years’ service 

Grade 7 10 or more years’ service 

Grade 8 
Specialty role requiring additional skills and/or 
technical knowledge 

Grade 9 (Pay to be equivalent of Grade 8 plus 
10%) 

Team Leader (leading a team of up to 9 staff 
members) 

Grade 10 (Pay to be equivalent of Grade 8 plus 
20%) 

Team Leader (leading a team of 10 or more staff 
members)  

 
It is also to remove all years of service payments so there are no increments within any Grade level. To implement this  all Grades are set at the highest increment.  
 
In addition to years of service that reclassification also be subject to an assessment of required competencies prior to the reclassification being implemented. This assessment 
needs to be simple and easy to undertake however the complexity and diversity of tasks, skills and knowledge required across our teams does pose a challenge to implement 
a required competency assessment. To develop an assessment based on required competencies it is proposed that staff work with management to develop a mutually 
acceptable assessment process. However, if the above regime was accepted and implemented then it will  occur based on current staff years of service and future 
reclassifications be subject to the required competency assessment.   
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Competencies, Roles and Qualifications list 
 
To go from Level 5 to 6 

- 5 years’ service 
- Met at least 5 of the above competencies 

 
To go from Level 6 to 7 

- 10 years’ service 
- Met at least 10 of the above competencies 

 
Level 8 Competencies 
The following technical knowledge, qualifications and responsibilities will be required to be classified Level 8 in the new pay regime - Specialty roles requiring additional 
skills and/or technical knowledge 

e.g. CWMS  -    Aerodrome inspections 
 

Implementation 
 
All current staff are reclassified on the basis of years of service upon commencement of the pay regime.  
 
The assessment of future reclassifications is subject to organisational needs and will occur as required as staff gain experience and expertise. The monitoring and 
assessment of the competencies gained will occur annually through the Professional Development and Review (PDR) process. PDRs are currently being undertaken in 
February or soon after each year.   
 
Conclusion 
 
The above pay regime will be simpler to manage for payroll administration and will provide a clear mechanism for reclassification and rewards longevity and flexibility in the 
organisation. By employing the right people and investing in training and skills our staff should develop more skills and be able to undertake more tasks the longer they are 
employed, and the pay regime reflects this. By providing relevant training and development opportunities the assessment of required competencies should not be a difficult 
task. 
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Appendix 2 - Wages 
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