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1. Title 
 
 This Agreement shall be known as the City of Campbelltown Field Staff Enterprise 

Agreement No 8, 2011. 
 
2. Arrangement 
 

 Clause Title 
 

 1.  Title 
 2.  Arrangement 
 3.  Definitions 
 4.  Date and Period of Operation, Parties Bound 
 5.  Relationship to Parent Award  
 6.  Objectives and Intent 
 7.  Single Bargaining Unit/Consultative Mechanism 
 8.  Job Security 
 9.  Working Hours and Leave 
 10.  Contestability 
 11.  Fixed Term Contracts Employment 
 12.  Training 
 13.  Grievance Procedures 
 14.  Dispute Procedures 
 15.  Poor Performance Process 
 16.  Disciplinary Procedures 
 17.  Occupational Health and Safety 
 18.  Union Workplace Representatives 
 19.  Long Service Leave 
 20.  Family/Professional Development Leave 
 21.  Study Leave 
 22.  Commitment to Collective Bargaining 
 23.  Classification Levels 
 24.  Absorption of Work Related Allowances  
 25.  Salary Sacrifice 
 26.  Superannuation 
 27.  Procedures for Commuter Users of Council Fleet 
 28.  Performance Standards 
 29.  Work Cover Make Up Pay 
 30.  Recovery of monies by Council 
 31.  Carers Leave 
 32.  Wage Adjustment 
 33.  No Further Claims 
 34.  Review of Agreement 
 35.  Signatories 
   
 Appendix A Contestability Process 
 Appendix B Key Performance Indicators  
 Appendix C Wages Schedule 

 
3. Definitions 
 

‘Agreement’ shall mean City of Campbelltown Field Staff Enterprise Agreement No 8, 
2011. 
 
‘Award’ shall mean the Local Government Employee’s Award. 
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‘Employee’ shall mean any person employed by the City of Campbelltown whose 
wages and conditions of employment are subject to the Local Government Employees’ 
Award. 
 
'Employer' shall mean the Corporation of the City of Campbelltown. 
 

 'Wage', for the purpose of wage maintenance in Clause 8 shall mean total income 
including superannuation payment, use of vehicle, regular overtime, allowances. 
'Union' shall mean the Australian Workers Union (AWU).  
 
 

4. Date and Period of Operation, Parties Bound 
 
 This Agreement shall operate on and from 1 January 2012 and shall remain in force 

until 31 December 2014 and shall be binding on employees, the Union, in respect to 
their members engaged by Council and shall be binding on the Council. 

 
5. Relationship to Parent Award 
 
5.1 This Agreement shall be read in conjunction with the Local Government Employees (SA) 

Award at the date of signing and the award will be preserved until the nominal expiry date 
of the agreement.  Where inconsistent with the Award, the terms of this Agreement shall 
prevail to the extent of the inconsistency. 
 

5.2 This agreement supersedes the previous agreement as listed below: 
 
• City of Campbelltown Field Staff Enterprise Agreement No 7, 2009. 

 
6. Objectives and Intent 

6.1 This Agreement provides the vehicle for management and employees to work positively 
together to provide a more productive local government environment, resulting in gains to 
the Council, the employees and the local community. 
 

6.2 The parties recognise that the present economic environment, competitive pressures, 
reduced government funding and municipal restructuring (taken collectively) requires the 
introduction of greater productivity, efficiency and flexibility in the day to day operations of 
the Council.  This Agreement provides the vehicle for this to occur with gains to the 
Council, the employees and the local community. 
 

6.3 The Objectives of this agreement include: 
 
6.3.1 Value and Quality Services for ratepayers, residents and shareholders in the 

community. 

6.3.2 The development of a skilled, flexible, informed and appropriately resourced 
workforce 

6.3.3 Increased accountability for customer service and management of resources at all 
levels of the organisation 

6.3.4 Implementing changes necessary to work toward best practice and ‘Sustainable 
Excellence’, eg Australian Business Excellence Framework 

 

6.3.5 A participative and consultative process of productivity improvement and 
performance measurement 
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6.3.6 Development of initiatives to enhance job satisfaction 

6.3.7 A safe and healthy working environment. 
 

6.4 Accordingly, it is the objective of the parties to this Agreement to implement measures 
which will provide for more flexible working arrangements, improve the efficiency and 
productivity of Council’s operations, enhance skills and job satisfaction, and assist 
positively to ensure that the Council becomes a more efficient organisation. 

 
7. Single Bargaining Unit / Consultative MechanisM 

 
7 1 Single Bargaining Unit 
 

7.1.1 The Single Bargaining Unit (SBU) shall consist of Employee Representatives 
(including the AWU Organiser) and management nominees of the Chief 
Executive Officers (which may include an Industrial Consultant) as mutually 
agreed between the parties from time to time. 

 
7.1.2 Employee Representative shall mean an employee covered by the Local 

Government Employees Award elected annually by the employees. Their role is 
to represent the interests of field staff employees during communication, 
consultation and negotiation with Council on enterprise bargaining. 

 
7.1.3 One or more of the parties may convene the SBU throughout the period of this 

agreement.  The role of the SBU is to provide a forum for consultation to 
discuss the interpretation of this Agreement as well as renegotiation of the next 
Enterprise Bargaining Agreement. The SBU will also meet bimonthly to monitor 
the achievement of targets identified in Appendix B  -  Key Performance 
Indicators. 

 
7.2 Consultation 

 
7.2.1 Clause 3.1 of the Local Government Employees Award regarding the 

introduction of change will apply. 
 
8. Job Security 

8.1 Job Security 
 

8.1.1 Where an organisational change occurs, the Council shall consider practical 
ways of mitigating any adverse effects of the change on employees through 
discussions involving the employees and the AWU. There shall be no forced 
redundancies as a result of any change process either internally or through 
arrangements with other councils during the life of this agreement.  Without 
limiting the range of options for consideration the discussions may cover 
transferring to alternative (available) suitable work, retraining or a negotiated 
Voluntary Separation Package (VSP). 

 

8.1.2 The means of adjustment in situations where an organisational change results 
in positions being no longer required will be dealt with in the following way: 

 
(i) Natural attrition 

 
(ii) Redeployment to a position of the same classification level 
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 (iii) Redeployment to a position of lower classification level with wage 

maintenance 
 

 (iv) Voluntary Separation Package. 
 
8.2 Redeployment 
 
 8.2.1 It is the primary aim to redeploy employees into a position of equal classification 

and status as their pre-redeployment position. 
 
8.2.2 After examining all options, if it is agreed by the parties that redeployment to 

such a position is not feasible, an employee may be redeployed into a position of 
lower classification level of the employee’s substantive Award classification 
stream on the following basis: 

 
(i) the employee must agree to the redeployment (or alternatively enter 

into negotiations over an appropriate VSP) 
 

(ii) the employee will, as a matter of priority, be provided with training to 
assist the redeployee into the new position 
 

(iii) the employee’s wage shall be frozen until the wage of the new 
classification level equals the employee’s pre-redeployment 
classification level 
 

(iv) within the first 3 months of an employee commencing duties in a 
redeployed position, the employee may enter into negotiations over a 
VSP 

 
(v) Council may also initiate VSP negotiations with a redeployee after the 

initial 3 month redeployment period where it has become apparent 
that the employee’s performance has proved unsatisfactory. 

 
8.3 Voluntary Separation Packages (VSP) 

 
Where positions are identified as redundant, an employee may seek a voluntary 
separation package based on the following: 
 
(i) 10 weeks notice of termination, or payment in lieu of notice 
 
(ii) 3 weeks severance payment for every year of continuous service in Local 

Government (up to a total of 104 weeks) 
 
(iii) pro-rata Long Service Leave will be paid, and  
 
(iv) Council shall reimburse an employee up to 10% of an employee’s annual wage 

for expenses incurred by the employee to gain other employment.  This may 
include the provision by an external organisation of such things as education and 
training, counselling, job seeking and preparation of resumes and job 
applications, or any other assistance agreed between the employer and the 
employee. 
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9. Working Hours and Leave 
 
9.1 The parties agree that the business needs of the Council should be the primary 

determinant of hours of work.  Employees will commence their daily work at their first job 
site as directed by their Coordinator. 

 
9.2 The parties agree that employees’ lives, obligations and commitments extend beyond the 

workplace and vary from employee to employee and as a consequence the parties agree 
to: 
 
9.2.1 the use of flexible working hours arrangements 
 
9.2.2 flexibility in  the hours and the times any employee may choose to work or be 

required to work 
 
9.2.3 management will give at least 2 weeks notice of a need to vary employees normal 

finishing time and must give due regard to arrangements for leave or time off that 
may arise from working the varied hours 

 
9.2.4 recognising that the performance of work at a particular time and place need not 

be limited to the employee usually expected to undertake that work during normal 
working hours 

 
9.2.5 take account of unplanned situations that arise in employees’ personal lives. 

 
9.3 Hours of Work 

 
 9.3.1 The normal hours of work for field staff will be: 

 
 (i) 76 hours per fortnight, Monday to Friday between the span 6.00 am to 

7.00 pm 
 

 (ii) All hours worked (Monday to Friday inclusive) in excess of 76 hours up to 
100 hours in a normal pay period will be credited on an hour for hour basis 
and taken as time off in lieu (TOIL) 

 
(iii) Work performed in excess of 100 hours per normal pay period or performed 

on weekends shall be overtime and paid in accordance with the relevant 
provisions of the respective Award, or taken as TOIL, at the overtime 
equivalent hours 

 
(iv) Nothing contained herein shall prevent the employee(s) and management 

from reaching a mutual agreement over more flexible working hours to suit 
operational or individual requirements 

 
 (v) Any such mutually agreed arrangements will be recorded in writing. 

 
9.3.2 Accumulation of Hours 

 
(i) All hours accrued in a financial year in excess of 16.88 hours remaining at 

30 June must be taken within three months of that date. 
 

(ii) To accommodate seasonal factors and inclement weather an employee(s) is 
required to have accumulated the equivalent of two Rostered Day Off (RDO) 
(ie 16.88 hours) in the first three months of each financial year 

 
(iii) Where an employee is sick or suffers personal injury on an RDO or during 

TOIL time no re-instatement of time will occur. 
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9.4 The conditions relating to employees and inclement weather are: 
 

9.4.1 Where practicable the Chief Executive Officer (or his nominee) will attempt to 
provide during inclement weather alternative work for employees which may 
occur at the Council depot or any other Council location.  

 
9.4.2 When, in the opinion of the Chief Executive Officer (or his nominee) the 

inclement weather is such as to make a practical return to work unlikely, the 
employees in a workgroup may: 

 
 (i) by mutual agreement, finish work for that day provided that where any 

such decision to finish work occurs prior to 12.00 noon 
 

(ii) be directed to finish work provided that where any such decision to finish 
work occurs after 12.00 noon. 

 
9.4.3 Half of the time between the decision to finish work and the normal finishing 

time for that day shall be taken by the employee(s) as accrued time-off and the 
remainder as paid time. 

 
9.4.4 The maximum TOIL a person can be directed to use is 16.88 hours per year. 
 

9.5 Personal Leave 
 
 9.5.1 Employees may take up to 5 days paid leave per annum as Personal Leave in the 

following circumstances; 
 

(i) Any accrued RDO/TOIL subject to clause 9.3.2 will first be used by an 
employee to meet personal commitments that cannot be adequately dealt 
with outside of normal work hours 

 
(ii) The Personal Leave is short term and the need arises at short notice 

thereby preventing the accrual of time off in lieu under the flexible hours 
arrangements 
 

(iii) Council may direct the deduction of an employee’s sick leave credits to the 
extent of the Personal Leave with pay granted 

 
(iv) Personal Leave with pay will not be allowed for circumstances that are 

normally and reasonably covered by annual leave, rostered days off, time 
outside of normal hours or where arrangements can be reasonably made by 
the employee to prevent taking the leave 
 

(v) Personal Leave with pay will not be allowed consecutively with any other 
form of leave to plan the extension of that leave as Personal Leave is for 
emergency use in the absence of other available forms of leave 

 
(vi) A minimum of one hour Personal Leave with pay applies 
 
(vii) An employee seeking Personal Leave with pay must fully disclose the 

circumstances giving rise to the application and demonstrate why other 
forms of leave are not available or suitable.  The grounds of application will 
be treated in the strictest confidence by Council. 

 
9.5.2 Any personal leave taken in accordance with 9.5.1 above shall be subtracted from 

the employee’s accumulated entitlement to Carer’s Leave under clause 7.5 of the 
Local Government Employees Award. 
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9.6 CALL OUTS   
 

9.6.1 These arrangements require one of the call out team to be always available for 
recall to work outside of their normal working hours, and the expression 
‘availability duty’ means availability in accordance with this agreement. 

 
9.6.2 These arrangements require Council employees on a Call Out Team to 

participate on an ‘availability duty’ roster with one employee being rostered 
weekly commencing on Monday for call-outs.  These employees will include 
employees who are covered by either the Local Government Employee Award 
or the South Australian Municipal Salaried Officers Award. 

 
9.6.3 Availability is taken to mean the ability to attend at the site of a call-out within 20 

minutes of receipt of advice from the contact agency (eg Council’s after hours 
service or SA Police). 

 
9.6.4 The employees are expected to be able to respond within such a time frame 

and comply with all the relevant South Australian laws particularly with respect 
to ensuring that they are not under the influence of alcohol or drugs whilst 
driving a vehicle. 

 
9.6.5 The employee rostered to carry out availability duty shall receive, in addition to 

the wages otherwise payable, an amount of two hundred dollars for each week 
he is required to hold himself in readiness. 

 
9.6.6 The employees available under this clause who attend a call-out in person shall 

be paid at the relevant overtime rate in accordance with the actual time worked 
for each such call-out with a minimum of 1 hour applying. 

 
9.6.7 The employees who attend call-outs shall be subject to the normal Award 

provisions regarding a sufficient break prior to commencing normal duties under 
their substantive position. 

 
9.6.8 The employee rostered for ‘availability duty’ will be provided with a mobile 

phone and a suitably equipped utility vehicle which may be garaged at the 
employee’s home for the week which the employee is on standby. 

 
9.6.9 The employees on the ‘availability duty’ roster, will receive appropriate training 

as required and be supplied with wet weather clothing. 
 
9.6.10 The employee rostered is able to use the vehicle for limited private use 

provided the use is within 10 kilometres from 172 Montacute Road, Rostrevor. 
 
9.6.11 If the subject matter of this Agreement is also the subject matter of any 

provision of the Award or other Agreement(s), the provision of this Agreement 
shall prevail over the provision of the Award or the Agreement(s) to the extent 
that the Award or the Agreement(s) deal with the same matter. 

 
9.6.12 Should no field staff be available in terms of the provisions of this service, any 

other arrangements to provide a callout service can be implemented at the 
discretion of the relevant manager. 

9.7 MORNING TEA BREAKS 
 

9.7.1 The morning tea breaks for the various field staff work groups shall be taken in 
a manner agreed between the Supervisor and the employees having regard to 
the following principles: 
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(i) Hot water for tea/coffee making purposes is available at the work-site 
 

(ii) No more than the 15 minutes is taken for the break from finish to 
commencement of work 

 
(iii) Any travel time is to be included in the 15 minutes break period unless 

otherwise agreed with the Chief Executive Officer (or his nominee) 
 

(iv) Wherever possible the breaks will be taken at the employees’ work-site and 
in a way such as to minimise disruption to the daily work program. 

 
10. Contestability 

10.1 The parties recognise the need to demonstrate that services are provided for the 
Community in a cost effective manner. 

 
10.2 The City of Campbelltown is committed to contestability as a means of increasing and 

measuring the competitiveness of the services. 
  
10.3 Throughout the development of contestability arrangements the parties agree the 

following Philosophy and Process will apply: 

10.3.1 The process will be managed by the service units and monitored by the SBU 

10.3.2 Services will be reviewed and developed in consultation with the workforce 
and the SBU 

10.3.3 The Council will maintain a commitment to support the development of its 
workforce throughout the process 

 

10.3.4 Service Units will be developed to increase their responsiveness to customer 
needs and provide outputs that are competitive 

10.3.5 Support will be given to maximise service unit success 

10.3.6 Arrangements will be established to ensure transparent service review, with a 
clear separation between the client and provider functions 

10.3.7 An agreed process of review will be established to ensure certainty and clarity 
of approach 

 
10.3.8 The process will enable the assessment of quality, efficiency, customer 

satisfaction and real service costs 

10.3.9 The provision of adequate training is considered essential to ensure service 
units competitiveness.  Notwithstanding Clause 12 of this agreement, 
additional out of hours training will be co-ordinated through the SBU. 

 
10.4 The contestability process to be developed will include the following stages: 

10.4.1 Identification and establishment of service units 

10.4.2 Business plan development for the service units 

10.4.3 Review of the service structure 
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10.4.4 Development of a service specification 

10.4.5 Development of performance measures 

10.4.6 Benchmarking both internally and externally to assess competitiveness of 
services 

10.4.7 The SBU will if necessary review and recommend to Council an alternative 
form of service delivery or market testing if it is clearly demonstrated through 
the contestability process that a service unit is uncompetitive 

10.4.8 Setting of improvement targets 

10.4.9 Development of the client/provider split 

10.4.10 The parties will agree prior to the introduction of competitive tendering policies 
and procedures for the tendering process and that agreement shall form an 
appendix which shall be presented to the SAIRC as variation to this 
agreement 

10.4.11 Market testing of services 

10.4.12 Development of competitive tendering arrangements 
 

 See Appendix A 
 

11. Fixed Term Contracts Employment 
 

 The Council is committed to the development of a competitive workforce and 
recognises that there will be occasions when fixed term contracts of employment are 
appropriate.  The Council will use these contract positions for specific purposes and to 
ensure flexibility in the workforce. 
 

 To that end the Council undertakes to ensure that at no time shall these contract 
positions exceed 10% of the staffing requirements at any given time. 

 
12. Training 

12.1 To ensure that customer service is not disrupted compulsory out of hours training for 
employees may be required on an occasional basis (i.e. not more than on three (3) 
occasions per annum). 
 

12.2 The Council proposes that such training may occur on any working day after ordinary 
hours or Saturdays, provided that the length of training shall not exceed 4 hours, to be 
paid at the normal hourly rate or, if preferred by the employee, taken as time in lieu on an 
hour for hour basis at a mutually agreed time. 
 

12.3 A minimum of 2 weeks notice will be given in respect of the need to attend such training 
course. 
 

12.4 When training is required on a Saturday, Council will provide "in house" crèche facilities, 
provided that at least 14 days prior to the date of the training, sufficient employees 
indicate their intention to use such a facility.  In circumstances where the number of 
persons seeking to use crèche facilities does not warrant the provision of crèche facilities, 
the Department Manager will negotiate individual arrangements with any employee who 
has indicated a need for crèche facilities. 
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13. Grievance Procedures 

 
In the event of an employee having a workplace grievance the following procedure shall 
apply: 

 
13.1 It is the aim of both parties to ensure that grievances are resolved as quickly as possible 

in order to preserve positive working relationships. 
 
13.2 Employee(s) will in the first instance seek to resolve any grievance with the relevant 

Supervisor.  If the employee wishes, he or she may involve the Employee Representative 
in attempting to resolve the dispute.  Conversely, the Supervisor should seek to resolve 
any dispute with the employees concerned.  Where the matter cannot be resolved, the 
employee (and/or Employee Representative) shall refer the matter to the Manager.  The 
parties shall complete this part of the process within 14 days of the grievance first being 
notified. 

 
13.3 If the matter is not resolved at that stage, any of the parties may refer the matter to the 

Chief Executive Officer.   
 
13.4 Should the matter remain unresolved either party may refer the matter to the South 

Australian Industrial Relations Commission and seek conciliation proceedings. 
 

13.5 If conciliation does not achieve resolution, the matter may be referred to arbitration. 
 
13.6 The, Manager Organisational Development or Union Industrial Officer may become 

involved in dealing with the grievance at any stage.  
 
13.7 Nothing contained in this clause shall prevent a Union Industrial Officer from raising 

matters directly with management. 
 
14. Dispute Procedures 

14.1 When an industrial dispute (or likely dispute) arises the matter shall (as soon as 
practicable) be discussed between the employee representative and Supervisor or his 
nominee. 

 
14.2 Should the matter remain unresolved an official from the Union and Employee 

Representative will raise the matter with the Chief Executive Officer and Manager 
Organisational Development (together with the Manager or his or her nominee) as the 
circumstances dictate. 

 
14.3 Should the matter remain unresolved: 
 

14.3.2 Either party may notify the South Australian Industrial Relations Commission of 
the dispute and seek conciliation proceedings 

 
14.3.3 If conciliation does not achieve resolution, the matter may be referred to 

arbitration 

14.3.4 While the matter is being handled in accordance with these procedures the 
parties agree that work will continue as normal providing that the health, welfare 
and safety of employees are not at risk. 
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15. Poor Performance Process 

15.1 The parties agree that the dismissal of an employee on the grounds of continued poor 
performance should only occur after the employee has been given a fair and proper 
opportunity (over a reasonable period of time) to improve work performance.  It is 
expected that the employee concerned is made fully aware of work expectations and the 
specific areas of work deficiency.  Suitable counselling and training measures shall be 
utilised in order to achieve positive outcomes. 

 
15.2 Where the Council is of the view that the continued poor performance could lead to 

dismissal, the employee must be given prior written warning of that fact and a fair and 
proper opportunity to improve as outlined in clause 15.1.  

 
16. Disciplinary Procedures  
 
16.1 The purpose of this policy and procedure is to: 

 
 (a) ensure that all coordinator and managers have a framework in which to effect 

responsible disciplinary processes within the workplace 
 

 (b) ensure that all employees know and understand the disciplinary processes 
 

 (c) ensure that all employees have the opportunity to improve their performance 
and/or modify their behaviour so that they are able to maintain a satisfactory level 
of performance 

 
 (d) to provide a workplace environment where employees are permitted to 

performing to the best of their abilities 
 

 (e) to ensure that employees perform to expected standards and that they are aware 
of those standards and suitably trained to satisfy those standards 

 
 (f) to ensure that work practices and methods are designed and conducted in such a 

way so as to avoid risk of injury and risk to health of employees. 
 
16.2 Representation 

 
 The employee may have a union representative or legal representative of their 

choosing present at all stages of the disciplinary process. 
 

16.3 Procedural fairness 
 

 The rules of procedural fairness and natural justice apply to all stages of the 
investigation. 

 
16.4 Written Warnings 

 
 If after a period of three (3) years from the date of the last warning there  have been no 

further warnings, then the written warnings will be removed from the employee’s file. 
 
16.5 The process – minor and serious misdemeanours 

 
(a) For the purposes of this policy and procedure, a misdemeanour relates to both 

poor work performance and/or unacceptable behaviour 
 
(b) A single misdemeanour can be categorised as either a minor misdemeanour or a 

serious misdemeanour 
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(c) A number of minor misdemeanours may be categorised as a serious 
misdemeanour. 

 
16.6 Minor misdemeanour 

 
(a) A minor misdemeanour need not be dealt with on the basis of a formal 

disciplinary action, but may be dealt with informally by a coordinator 
 
 (b) Where an employee repeats unacceptable behaviour and/or performance or 

commits a further misdemeanour(s), the coordinator will exercise discretion as to 
the appropriate course of action.  Each situation will be considered on its merits 

 
(c) The coordinator may decide to effect guidance counselling, demote or transfer 

the employee to a work area suitable for persons skills, or may decide that the 
situation needs to be regarded as a serious misdemeanour and the formal 
disciplinary process affected. 

 
16.7 Serious misdemeanour 

 
 Poor work performance and/or unacceptable behaviour may be determined as serious 

in nature, and formal disciplinary action may be commenced. 
 
16.8 Formal disciplinary action (serious misdemeanour) 

 
 The first stage 

 
16.8.1 The coordinator will conduct a preliminary investigation into the matter. 
 
16.8.2 Following the preliminary investigation, the employee will be informed of the 

allegations, facts and asked to explain. 
 
 Following the employee’s explanation, the coordinator may conduct further 

investigations if necessary. 
 
16.8.3 If the employee’s explanation is unacceptable, then he or she will be given a 

first warning. 
 
16.8.4 The coordinator will keep a detailed record of the serious misdemeanour, the 

findings of the investigation, the employee’s explanation and the warning 
given.  The warning will be confirmed in writing to the employee and the 
employee will be asked to sign it as an acknowledgment.  A copy of the 
document will be provided to the employee.  A further copy will be sent to the 
Manager Organisational Development (or his/her delegate). 

 
 The coordinator may also effect guidance counselling, or demote or transfer 

the employee.  With regard to demotion or transfer advice to the affected 
employee will be provided in writing. 

 
16.8.5 The employee may provide a written account of their version of the alleged 

serious misdemeanour to be included with the coordinator’s records. 
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 The second stage 

 
16.8.6 If the serious misdemeanour is repeated or further misdemeanours are 

committed, the coordinator may affect guidance counselling session(s), or 
demote or transfer the employee, or may decide that a second and final 
warning is necessary.  The procedure outlined in 16.8 1 (in conjunction with 
the Manager Organisational Development and his/her delegate) of the First 
Stage should be followed. 

 
16.8.7 If it is decided to affect further guidance counselling, the coordinator will keep 

a detailed record of any guidance counselling sessions conducted.  A copy of 
the document will be provided to the employee.  A further copy will be sent to 
the Manager Organisational Development (or his/her delegate). 

 
16.8.8 If the employee’s explanation is unacceptable, a second warning will be given 

in the presence of a more senior line coordinator or manager.  The same 
procedure as per 16.8.4 and 16.8.5 of the First Stage will be followed. 

 
16.8.9 When situations arise where an employee commits misconduct bordering 

upon gross misconduct, the coordinator, after consulting a more senior line 
coordinator or manager, may elect to immediately apply the third stage 
process. 

 
 The third stage 

 
16.8.10 In the event of further misdemeanour, the coordinator having conducted an 

investigation will, in the presence of a more senior line coordinator or 
manager, meet with the employee, advise of the facts and seek an 
explanation, if the explanation is unacceptable, the employee will be given an 
opportunity to state any reasons why action should not be taken. 

 
16.8.11 All the facts, including the employer’s explanation and reasons will then be 

referred to the Manager Organisational Development(or his/her delegate) who 
will consult with the Chief Executive Officer (or his/her delegate) to decide if 
termination of employment or other formal disciplinary action is appropriate. 

 
16.8.12 Where termination of employment or other formal disciplinary action is 

appropriate, the employee will be advised that a further meeting will be held 
with the Manager Organisational Development(or his/her delegate) and 
relevant departmental manager as appropriate. 

 
16.8.13 If the termination of employment is appropriate, the employee will be advised 

and given pay in lieu of notice.  A formal letter of termination to the employee 
will detail the reasons for termination of employment. 

 
16.8.14 If the employee is to be demoted and/or transferred, they will be so advised 

formally in writing.  
 

16.9 Gross misconduct – dismissal 
 
16.9.1 Gross misconduct occurs when an employee is guilty of serious misconduct 

and his or her conduct is such as to repudiate/breach his/her contract of 
employment.  Each case will be considered on its merits. 

 
16.9.2 The coordinator will investigate the matter as a matter of urgency. 
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16.9.3 The employee will be informed of the facts and given an opportunity to 

explain.  The employee will be advised that dismissal is a consideration and 
be given the opportunity to provide relevant evidence and material they 
consider appropriate to support their case. 

 
16.9.4 A decision to dismiss will only be made following consultation between the 

Manager Organisational Development (or his/her delegates) and the Chief 
Executive Officer (or his/her delegates). 

 
16.9.5 Where an immediate decision is not practical, the coordinator may suspend 

the employee from duty without loss of ordinary pay. 
 
16.9.6 If it is determined that the immediate dismissal is the appropriate course of 

action, then the employee will be advised both verbally and in writing. 
 
16.9.7 If it is determined that alternative disciplinary action is more appropriate, one 

or a combination of the available options being the warning process and/or 
guidance counselling and/or  demotion and/or transfer may be effected in 
accordance with this policy. 

 
16.10 After the termination notice has been given, should the employee believe that the 

dismissal was unfair or that the procedure was not followed, they may apply to the 
South Australian Industrial Relations Commission. 

 
17. Occupational Health and Safety 
 
17.1 The parties to this Agreement are committed to the observance of effective Occupational 

Health, Safety and Welfare policies and practices as provided for under the Council 
Occupational Health and Safety Instructions, Standard Operating Procedures and Injury 
Management Plan. In particular, the parties recognise the onerous responsibilities and 
duty of care placed upon the Council and employees to provide and maintain a safe and 
healthy working environment in respect of all employees. 

 
17.2 Any breach of policy of Council’s will be dealt with through Disciplinary Processes 

established under this Agreement. 
 
18. Union Workplace Representatives 

 
18.1 Upon written advice from the Union Branch Secretary that one or more members have 

been appointed as Union Workplace Representatives, the employer shall recognise 
such person or persons as being accredited by the Union for the following purposes:  

 
 18.1.1 Discussion with other Union members of any matter pertaining to the work they 

perform or work related issues 
 

 18.1.2 Discussion with duly accredited full-time officers of the Union on matters referred 
to above 

 

 18.1.3 Receiving of instructions from the Union regarding performance of Union duties. 
 
18.2 For the purpose of carrying out the functions under Sub-clause 18.1 the Workplace 

Representative shall be afforded reasonable time to discuss Union matters with full-time 
accredited Union Officials and Senior Management. 
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18.3 Individual discussions between member(s) and the Workplace Representative will occur, 

where practicable in non-working hours.  However in justifiable circumstances such 
discussions may occur during normal working hours with the consent of the relevant 
Manager (or his/her nominee).   

 
18.4 To assist the Workplace Representative(s) to successfully fulfill the role the employer 

shall communicate matters affecting the worksite to him or her and will provide agreed 
reasonable facilities to enable the Workplace Representative(s) to carry out his/her role 
including access to telephones, interview rooms and/or secure place to keep Union 
information. 

 
19. Long Service Leave 

 Long Service Leave shall be in accordance with the SA Long Service Leave Act 1987 
except as varied below: 

19.1 Long Service Leave entitlements must be taken within 2 years of falling due, ie within 
2 years of 10 years, 20 years, 30 years etc. 

 
19.2  Employees may be permitted to take accrued pro-rata long service leave after the 

completion of seven (7) years continuous service in Local Government. 
 
19.3 An employee may take Long Service Leave at half pay, thus doubling the period of leave 

taken. 
 
20. Family/Professional Development Leave 
 
20.1 With the Chief Executive Officer’s permission leave without pay for the purpose of caring 

for an immediate family member or professional development may be granted under the 
circumstances where the individuals needs may be accommodated by the organisation. 
 

20.2 An employee on carers/professional development leave for up to six months is entitled to 
return to the position they held immediately before commencing the leave. 
 

20.3 An employee, upon returning to work after carers/ professional development leave of 
more than six months duration, shall be entitled to a position at the same classification as 
they held immediately before commencing the leave. 
 

20.4 An employee on carers/professional development leave may terminate their employment 
at any time during the period of leave by notice given in accordance with the Award. 

 
21. Study Leave 

 
 Study leave may be granted at the discretion of Council to an employee where the 

proposed course of study will directly benefit the employee in the performance of their 
present position or in developing their Local Government career path.  An employee 
has the option to: 
 

 - take up to five hours paid study leave per week (to attend lectures and/or 
examinations) provided that where practicable the employee undertakes equal 
course time in his or her own time.  For correspondence course, employees may 
be permitted 2.5 hours per week per subject to a maximum of 5 hours per week 
for the purpose of completing exercises/assignments which are essential to the 
course 
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 or 

 
 - undertake the study outside of normal working hours with Council paying the 

enrolment and course fees not exceeding $500.00 per subject (maximum 
claimable $1,000 per semester) however the staff member is required to 
reimburse the Council should they not successfully complete the study or leave 
Council’s employment prior to completion of the study. 

 
 The number of employees permitted study leave at the same time within a particular 

work section shall be based upon the size and requirements of the section. 
 

 Where an officer is required by the Council to undertake a course of study or attend a 
training course, all fees relating to such course shall be paid by Council. 
 

 This Clause shall apply on a pro-rata basis (based on hours worked over previous 
12 months prior to application) for part-time employees. 

 
22. Commitment to Collective Bargaining 

22.1 Council is committed, during the life of this Agreement to bargain collectively with the 
parties to this Agreement in respect of employees whose terms and conditions have 
traditionally been covered by the Local Government Employees Award. The terms and 
conditions of this Award and this Agreement shall apply to new employees as they do 
to current employees. 
 

23. Classification Levels 
 
23.1 Council retains the right to appoint new staff at base levels as appropriate, in 

accordance with the award. 
 
23.2 The following categories will be incorporated in the field staff classification payment 

structure (Appendix C): 
 

• Grade 5 (utilising work experience > 10 years).  This category recognises that 
relevant experience gained on the job over 10 years is the equivalent to the skills 
and knowledge gained from completing a trade certificate. 

 
• Grade 5 - Undertakes Concrete Finishing.  This category recognises the skill 

level required for the performance of this role. 
 
• Grade 6 (Lead Worker/Second in Charge responsible for 4-6 employees).  This 

category recognises the added responsibility and duties of being second in 
charge of their team with responsibility for between 4-6 employees. 

 
• Grade 6 (Lead Worker/Second in Charge responsible for 7-15 employees).  This 

category recognises the added responsibility and duties of being second in 
charge of their team with responsibility for 7-15 employees. 

 
• Grade 7 (Leading Worker) to be renamed Grade 7 Team Leader. 
 
• Grade 7 (Leading Worker) Undertaking Concrete Finishing to be renamed Grade 

7 Team Leader undertakes Concrete Finishing.  This category recognises the 
responsibility and skill level required for the performance of this role. 
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23.3 The following may be paid during the term of this Agreement: 

 
• Project Payment.  A “project” for the purpose of receiving the project payment will 

be defined as a major task that has been recognised: 
 

- On the capital works program, and 
 

- Has been allocated its own job number, and 
 

- Is anticipated to take a minimum of two weeks to complete, and 
 

- Is situated at one location, and 
 

- Requires additional hours (TOIL) to be worked. 
 

Staff working on projects meeting this criteria and certified by the Manager City 
Operations will receive a payment of $31.40 per week for each week that they work on 
the project. 
 
• Added Responsibility Payment. 
 

Staff undertaking duties which require an added responsibility will be paid an 
Added Responsibility Payment of $11 per week whilst undertaking those duties 
requiring additional responsibility (eg Leading Worker at Thorndon Park, Golf 
Course, Biodiversity Team). 

 
The Project Payment and Added Responsibility Payment will be adjusted annually (first 
pay period in January) in accordance with the Consumer Price Index (All Groups 
Adelaide) increase for the 12 month period ending 30 September of each year.  These 
payments do not apply for staff members when they are undertaking higher duty 
responsibilities. 
 
• Trade Payment 
 

Staff who are undertaking duties which require the use of two or more trades to 
complete a task for more than 1 hour each trade in any one day will be 
temporarily reclassified for the whole day to a Grade 6 Municipal Employee. 

 
24. Absorption of Work Related Allowances  
 (City of Campbelltown and AWU Enterprise Agreement 1997) 

 
(a) All work-related allowances, including the disability allowance, will be absorbed 

and in lieu therefore an amount added to the Rates of Pay resulting from the 
wage adjustment stated in Clause 8 in accordance with the following: 

 
 (i) if at 1st March 1997 the sum of all allowances, including the disability 

allowance, was less than twenty dollars per week the amount shall be 
twenty dollars per week 

 
(ii) if at 1st March 1997 the sum of all allowances including the disability 

allowance, was twenty dollars or more per week, the amount shall remain 
unaltered. 

 
(b) Reimbursement of the cost of a current South Australian Driver’s Licence will be 

absorbed and in lieu 75 cents per week added to the Rates of Pay. 
 
(c) No new allowances shall be paid during the term of this Agreement. 
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25. Salary Sacrifice 

 
Subject to the following conditions an employee may apply to the Council to salary 
sacrifice any part of his/her salary (including Award or Enterprise Agreement based 
salary/wages) to make additional contributions to the Local Government 
Superannuation Scheme.  
 
(1) 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.  

 
(2) The employee's substantive gross salary for all purposes, including but not 

limited to superannuation, annual leave, annual leave loading and long service 
leave, shall be the pre-sacrificing salary.  

 
(3) 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.  

 
(4) The application shall be in writing and shall detail the percentage of salary to 

be salary sacrificed together with a statement that the “cash” component is 
adequate for his/her on-going living expenses.   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.  

 
(5) The individual agreement to salary sacrifice may be rescinded by the 

employee provided 3 months prior notice in writing is given to the Council 
officer responsible for payroll.  

 
(6) 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 Local Government Superannuation 
Scheme will be adjusted (at the employee's cost) to take account of taxation 
payable in relation to those contributions.  

 
(7) Salary sacrifice contributions will be treated as employer contributions and may 

be subject to the superannuation surcharge and are likely to be preserved.  
 
 
26. Superannuation  
 

The parties agree that the employer will pay employer superannuation contributions in 
respect of each employee into Local Super. 
 
“Local Super” means the superannuation scheme established under the Local 
Government Act 1934 (SA) that continued in existence under Part 2 of Schedule 1 of 
the Local Government Act 1999 (SA) (1999 Act), and continues 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 and as amended from time to time. 
 
The amount of the employer superannuation contribution will be: 

 
(a) For each employee who is making “Salarylink Contributions” to Local Super: 

 
(i) 3% of the employee’s salary, and  
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(ii) any additional contributions which the employer is required to pay in 
respect of the employee pursuant to the Trust Deed as advised by Local 
Super 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. 
 

(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.  

 
27. Procedures For Commuter Users of Council Fleet 
 

Commuter use is restricted to utilities and non passenger vehicles designed to carry a 
load of more than 1 tonne - these procedures are to be followed with the aim that FBT 
is not applicable.  Commuter use is a privilege, not a right. 
 
Council’s prime reason for maintaining a fleet of motor vehicles is to ensure that it is 
able to provide a high level of service to its customers.  Commuter use of vehicles is 
required to be approved by the Chief Executive Officer (or his nominee) and will be 
limited to the following type of situations: 
 
1. Call out vehicle for call out purposes 

 
2. Council utilities and non passenger light fleet vehicles where productivity offsets 

have been validated.  Use is subject to restrictions and conditions as set by the 
Chief Executive Officer. 

 
Vehicle Type  As prescribed for job usage. 
 
Use  Restricted to commuter use for Council purposes only.  Any 

minor or infrequent use that is other than directly for Council 
purposes must firstly be approved by the Chief Executive 
Officer (or nominee), or if not possible prior to the occurrence 
then is to be reported to the Chief Executive Officer (or 
nominee) as soon as practical after the event.  Approval is at 
the Chief Executive Officer’s discretion, having consideration of 
the particular situation and FBT legislation.  Approval will not be 
given for any regular non Council use of ‘commuter-use’ 
vehicles. 

 

Distance A distance restriction to travel a maximum 20 kilometres single  
Restrictions journey distance from the Council Depot or work site.  Journeys 

between work site and employee’s residence must be by the 
most direct route.  Approval of any variation to the kilometres 
limit is at the discretion of the Chief Executive Officer (or 
nominee).  If a variation is approved, this is not to set a 
precedent. 
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More Than One Any additional employees picked up/dropped off by the  
Commuter commuter user must be on the same route to the work site and 

must be part of the same team/working from the same site.  The 
distance parameter of maximum of 20 km single journey 
distance still applies.  Any changes are subject to approval by 
the Chief Executive Officer (or  nominee). 

 
Reporting Staff are to report on productivity offsets, distance usage etc as 

required by the Chief Executive Officer. 
 
Log Books Staff are required to maintain log books (supplied by Council) 

which record the vehicle’s total kilometres at the 
commencement and completion of each day’s work.  
Coordinators are required to spot check kilometre usage 
records on a regular basis to validate their accuracy. 

 
Cleaning Of  Vehicles must be kept clean and maintained on a regular basis.   
Commuter Use Failure to carry out this condition will be considered in breach of 
Vehicles this agreement.  
 
Damage To Any vehicle damage is to be reported to the Fleet Co-ordinator  
Commuter Use immediately. 
Vehicles 
 
Overnight Overnight parking of the vehicle is to be off the street.  No loose 
Parking equipment or Council goods are to be taken home in the 

vehicle. 
 
Radios And Two-way radios and mobile phones are to be switched on 
Mobile Phones during travel to and from work.  Commuter users are to accept 

early and late calls and associated directions with regard to 
reactive works.  South Australian driving and road rules must be 
adhered to when responding to calls. 

 
Availability Of Commuter users must contact their Co-coordinator/Supervisor 
Vehicle When prior to the normal start of work time when they are having 
Employee Is  leave (including sick leave, RDOs and TOIL) so that 
On Leave  arrangements for return of the vehicle to the workplace can be 

made.  Commuter users must leave the vehicle at the Depot on 
their last working day before taking extended leave (eg annual 
leave, long service leave or extended sick leave) and make 
their own arrangements to travel home. 

 
Breaches Of  Any proven breach of commuter use agreements and 
Agreement  conditions will result in automatic and permanent removal of 

commuter use rights.  Disciplinary action, in accordance with 
the Disciplinary Policy, may also be taken against the driver 
where breaches are proven. 

  
Period Of All commuter use vehicle arrangements are subject to review 
Agreement  on 1 July every year and may be terminated as a result of this 

review. 
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Termination Of Commuter use agreements are provided at the discretion of the 
Agreement  Chief Executive Officer and may be terminated at any time. 
  

 
28. Performance Standards 

 
28.1 The parties continue to commit themselves to a process of continuous 

improvement and recognise performance indicators and standards as a 
means of measuring achievements and identifying the need for further 
improvements. 

 
28.2 Key Performance Indicators may include (but are not limited) to the following: 
 

(i) Customer service (both internal and external) 
(ii) Customer satisfaction (both internal and external) 
(iii) Wastage and rework 
(iv) Cost of service delivery 
(v) Employee absenteeism 
(vi) Workforce participation in productivity improvements 
(vii) Skills, education and training 
(viii) Equipment down time 
(ix) Occupational Health, Safety and Welfare 
(x) Equal employment opportunity 
(xi) Contractor use 
(xii) Rationalisation of plant costs 
(xiii) Employee appraisal and staff development scheme. 
(xiv) Sustainable Excellence process improvement. 

 
28.3 The Key Performance Indicators identified for the next 3 years are included as 

Appendix B. 
 

29. Work Cover Make Up Pay 
 

 The Council agrees to enter into an insurance plan to cover make up pay for weekly 
payments of an amount being the difference between the Workers Compensation Paid 
under the applicable State Workers Compensation Act and the employees average pre 
injury weekly earnings. 
 

 Make up pay is paid during a period of incapacity where the employee receives a 
weekly payment under the provisions of the State Workers Compensation Act. 
 

 Make up pay is paid for a maximum of 104 weeks for any one injury/illness during a 
period of rehabilitation and while on alternative duties. 

 
30. Recovery of Monies by Council 

 
30.1 The parties acknowledge that errors, administrative or otherwise, can and do occur, 

including errors that may result in the overpayment of wages or entitlements to 
employees.  
 

30.2 If the Council becomes aware of an error that has resulted in the overpayment of an 
employee, the Council will write to the employee to indicate the amount of 
overpayment, why it occurred and when the Council requires the repayment of the 
overpaid amount. 
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30.3 In most circumstances, the Council will require repayment to be made within 28 days of 

having provided written notice to the employee affected. However, agreement may be 
reached to allow the repayment to be made within a longer timeframe or in instalments 
following discussions with the affected employee. 
 

30.4 If the employee disputes the fact and/or quantum of overpayment, the employee must 
utilise the procedure outlined in Clause 13 Grievance Procedures. If this occurs, once 
the dispute is settled, the Council will require repayment (as required) to be made 
within 14 days of having provided a further written notice to the employee affected. 
 

30.5 When an employee resigns or is terminated from his/her employment, the parties agree 
and accept that, if an overpayment is not disputed, the Council can deduct the overpaid 
amount from the employee’s final pay with the employee’s authorisation. If the 
overpayment is disputed, the parties agree to adhere to Clause 13 of this Agreement to 
resolve the dispute. 
 

31. Carers Leave 
 

 Clause 7.5.1 and 7.5.2 of the Local Government Employees Award will apply. 
 
32. Wage Adjustments 

 
The Agreement provides for the following wage increases: 
 
 (i) 2.5% per annum or a consumer price index based percentile increase which is 

equivalent to the Consumer Price Index (All Groups Adelaide) for the 12 month 
period ending 30 September 2011 as issued by the Australian Statistician  
whichever is the greater on first pay period after 1 January 2012. 

 
(ii) Payment of a potential 1.5% per annum on first pay period after 1 January 2013 

subject to the achievement of the targets detailed in Appendix B.  The SBU will 
meet at least 1 month prior to the 1 January 2013 to review the actual 
achievements and recommend the subsequent pay increase to the Chief 
Executive Officer. 

 
(iii) 2.5% per annum or a consumer price index based percentile increase which is 

equivalent to the Consumer Price Index (All Groups Adelaide) for the 12 month 
period ending 30 September 2012 as issued by the Australian Statistician 
whichever is the greater on first pay period after 1 January 2013. 

 
(iv) Payment of a potential 1.5% per annum on first pay period after 1 January 2014 

subject to the achievement of the targets detailed in Appendix B.  The SBU will 
meet at least 1 month prior to the 1 January 2014 to review the actual 
achievements and recommend the subsequent pay increase to the Chief 
Executive Officer. 

 
(v) 2.5% per annum or a consumer price index based percentile increase which is 

equivalent to the Consumer Price Index (All Groups Adelaide) for the 12 month 
period ending 30 September 2013 as issued by the Australian Statistician 
whichever is the greater on first pay period after 1 January 2014. 

 
(vi) Payment of a potential 2% per annum on first pay period after 1 December 2014 

subject to the achievement of the targets detailed in Appendix B.  The SBU will 
meet at least 1 month prior to the 1 December 2014 to review the actual 
achievements and recommend the subsequent pay increase to the Chief 
Executive Officer. 
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(vii) The schedule of wage rates is attached as Appendix C. 
 
(viii) With respect to targets being achieved as per Appendix B, each target achieved 

is valued equally and represents one fifth of the total value of the potential 
payment.  Therefore if a target is not achieved one fifth of the potential payment 
will not occur for that year.  Field staff coordinators will work collaboratively with 
field staff to achieve the KPI targets. 

 
33. No Further Claims 
 
33.1 The Parties undertake that during the period of operation of this Agreement there shall 

be no further claims sought, or granted, except for those provided under the terms of 
this Agreement. 

 
33.2 This Enterprise Agreement shall not preclude increases granted by a National or State 

Wage Case for economic adjustment purposes from being accessed by those covered 
by this agreement.  Such National or State Wage Case decisions must clearly 
determine that any such increases are in addition to Enterprise Bargaining increases. 

 
 
34. Review of Agreement 
 
 The parties commit to commence negotiations on a further agreement no less than six 

months prior to the expiration of this agreement. 
 
 
35. Signatories 
 

Signed for and on behalf of: 
 
The City of Campbelltown 
 
………………………………………… 
 
………………………………………… Witness 
 
on this …………………………..day of …………………………….2011 
 
 
Signed for and on behalf of: 
 
Australian Workers Union 
 
………………………………………… 
 
………………………………………… Witness 
 
on this …………………………..day of …………………………….2011 

 
 



 

 

 APPENDIX A Establish Service Units CONTESTABILITY 
 PROCESS 

 
Prepare Business Plans 

 
 

Prepare Service Units for 
Contestability 

 
 

 Review of Services and  Approved By Council 
Structure 

 
 

 Prepare Service  Approved by Council 
Profile 

 
 

Benchmark (1) 
 
 

Not Competitive  
Review/Retrain 

 
 

 If Competitive 
 

Benchmark (2) 
 
 

 Not Competitive 
 
 

SBU to review and recommend to Council  
alternative form of service delivery or market testing 

 
 

Approval by Council for alternative form  
of Service Delivery or Market Testing 

 
 

 If Market Testing 
 

Prepare Tender 
Specification 

 
 

Market Testing 
 
 

 Voluntary  
 Redundancy/ In-House Team In-House Team 
 Redeployment/ Not Successful Successful 
 Retraining 
 
  External Contract Internal Service 
  Signed Agreement Signed 
 
 

Performance Management/ 
Contract Administration 

 
 

Periodic Review 
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APPENDIX B 

 
KPI FOR AWU ENTERPRISE AGREEMENT 

 

YEAR 1 YEAR 2 YEAR 3 

Cost Saving Initiatives   $50,000 $50,000 $50,000 

Annual Tree Planting Survival Rate 85% 85% 85% 

Personnel Protective Equipment Infringements < 20 < 20 < 20 

Work Completed In Accordance With Close Out System On CRM 85% 85% 85% 

Sustainable Excellence Projects Successfully Completed and 
Implemented 

5 5 5 

YEAR 

 
 



 
APPENDIX C 

 
 
 
Classification  
AWU    Yr 1     Yr 2     Yr 3     
    Jan-12 Jan-13 Jan-14 Jan-12 Jan-13 Jan-14 Jan-12 Jan-13 Jan-14 
    4% 2.50% 2.50% 4% 2.50% 2.50% 4% 2.50% 2.50% 
Grade 1 Municipal Employee 833.19 854.02 875.37 843.11 864.19 885.80 852.57 873.88 895.73 
Grade 2 Municipal Employee 864.09 885.70 907.84 874.49 896.35 918.76 883.67 905.76 928.40 
Grade 3 Municipal Employee 895.74 918.13 941.08 905.58 928.22 951.43 915.25 938.13 961.58 
Grade 4 Municipal Employee 933.94 957.29 981.22 943.79 967.39 991.57 953.44 977.28 1001.71 

Grade 5 
Municipal Employee or Utilise Work Exp > 
10yrs 960.15 984.15 1008.76 970.07 994.32 1019.18 979.59 1004.08 1029.18 

Grade 5 Utilize Trade Cert 12mths 967.79 991.98 1016.78 977.78 1002.22 1027.28 987.30 1011.98 1037.28 
Grade 5 Utilize Trade Cert 24mths 975.50 999.88 1024.88 985.48 1010.12 1035.37 995.01 1019.88 1045.38 
Grade 5 Undertakes Concrete Finish 998.62 1023.59 1049.18 1008.61 1033.83 1059.67 1018.13 1043.58 1069.67 
Grade 6 Municipal Employee 982.47 1007.03 1032.21 992.32 1017.13 1042.56 1002.05 1027.10 1052.77 

Grade 6 
Lead Worker/Second In Charge - 
Responsible for 4-6 Employees 990.18 1014.93 1040.31 1000.04 1025.04 1050.66 1009.75 1035.00 1060.87 

Grade 6 
Lead Worker/Second in Charge - 
Responsible for 7-15 Employees 997.89 1022.83 1048.41 1007.74 1032.94 1058.76 1017.39 1042.83 1068.90 

Grade 7 Municipal Employee 1004.86 1029.98 1055.73 1014.78 1040.15 1066.15 1024.43 1050.04 1076.29 
Grade 7 Team Leader 1012.56 1037.88 1063.83 1022.42 1047.98 1074.18 1032.14 1057.95 1084.39 

Grade 7 
Team Leader - Undertakes Concrete 
Finishing 1051.04 1077.32 1104.25 1060.96 1087.48 1114.67 1070.62 1097.38 1124.82 

Grade 8 Municipal Employee 1051.04 1077.32 1104.25 1060.96 1087.48 1114.67 1070.62 1097.38 1124.82 
Grade 8 Coordinators 1087.04 1114.21 1142.07 1096.89 1124.32 1152.42 1106.41 1134.07 1162.42 
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