
 
 
 
 

CITY OF MARION 
ADMINISTRATION STAFF 

ENTERPRISE AGREEMENT 
NO. 7, 2013 

 
 
 

File No.  6773 of 2013 
 
 
 

This Agreement shall come into 
force on and from 22 January 2014 
and have a life extending to 30 June 
2016. 

 
THE COMMISSION HEREBY APPROVES THIS ENTERPRISE 
AGREEMENT PURSUANT TO SECTION 79 OF THE FAIR WORK 
ACT 1994. 
 
 
 

 

DATED 22 JANUARY 2014. 

 
________________________ 
COMMISSION MEMBER 



 
 
 
 

 
 
 
 
 
 
 
 

City of Marion 
Administration Staff 

Enterprise Agreement 
No. 7, 2013 



TABLE OF CONTENTS 
 
Part 1 – ABOUT THE AGREEMENT .......................................................................... 6 

1.1  TITLE .............................................................................................................. 6 
1.2  PARTIES BOUND ......................................................................................... 6 
1.3  DATE AND PERIOD OF OPERATION ....................................................... 6 
1.4  RELATIONSHIP TO AWARD AND AGREEMENTS ................................ 6 
1.5  NO EXTRA CLAIMS ..................................................................................... 7 
1.6  DEFINITIONS ................................................................................................ 7 

Part 2 – ACHIEVING SUSTAINABLE EXCELLENCE ............................................. 9 
2.1  DEVELOPING OUR CULTURE ................................................................... 9 
2.2  CONTINUOUS IMPROVEMENT ............................................................... 10 

2.2.1  Measures and Indicators ........................................................................ 11 
Part 3 – MANAGING ORGANISATIONAL CHANGE ............................................ 12 

3.1  JOB SECURITY ........................................................................................... 12 
3.2  ORGANISATIONAL STRUCTURE ........................................................... 12 
3.3  SHARED SERVICES .................................................................................... 13 
3.4  EXTERNAL SERVICE PROVIDERS ......................................................... 13 
3.5  CHANGE MANAGEMENT ........................................................................ 13 

3.5.1  Under-utilised Employee ....................................................................... 14 
3.5.2  Redeployment ........................................................................................ 14 
3.5.3  Redundancy ............................................................................................ 15 
3.5.4  Voluntary Separation (Severance) Package ........................................... 15 
3.5.5  Re-Employment ..................................................................................... 15 
3.5.6  Vacancies ............................................................................................... 16 

Part 4 – COMMUNICATION AND CONSULTATION ............................................ 16 
4.1  WORKPLACE REPRESENTATIVE ROLE ............................................... 16 
4.2  ENTERPRISE DEVELOPMENT TEAM .................................................... 17 
4.3  DISPUTE RESOLUTION ............................................................................ 18 

Part 5 – EMPLOYEE WELL-BEING ......................................................................... 19 
5.1  WORKPLACE HEALTH AND SAFETY ................................................... 19 

Part 6 – LOCAL AREA WORK AGREEMENTS ...................................................... 19 
6.1  LOCAL AREA WORK AGREEMENT ....................................................... 19 

Part 7 – WORK/LIFE BALANCE .............................................................................. 20 
7.1  PHASED RETIREMENT ............................................................................. 21 
7.2  PURCHASED LEAVE ................................................................................. 22 
7.3  WORKING FOUR OUT OF FIVE YEARS ................................................. 22 
7.4  TERM TIME WORK .................................................................................... 23 
7.5  JOB SHARE .................................................................................................. 25 
7.6  EMPLOYEE HEALTH AND WELLBEING ............................................... 25 

7.6.1  Employee Assistance Program .............................................................. 26 
7.6.2  Corporate Health Program ..................................................................... 26 
7.6.3  Employee Immunisation Program ......................................................... 26 
7.6.4  Quit Smoking Program .......................................................................... 26 
7.6.5  Alcohol, Drug and Substance Abuse Assistance ................................... 27 
7.6.6  Income Protection Insurance .................................................................. 27 

Part 8 – LEAVE PROVISIONS .................................................................................. 28 
8.1  PAID PERSONAL NEED LEAVE .............................................................. 28 

8.1.1  Where trust is broken ............................................................................. 28 
8.1.2  Extenuating Circumstances Leave ......................................................... 29 

3 
 



8.2  CARER’S LEAVE ........................................................................................ 29 
8.3  PROFESSIONAL DEVELOPMENT LEAVE ............................................. 30 
8.4  PARENTAL LEAVE .................................................................................... 31 
8.5  LONG SERVICE LEAVE ............................................................................ 35 
8.6  CULTURAL LEAVE ................................................................................... 35 
8.7  VOLUNTARY EMERGENCY MANAGEMENT LEAVE ........................ 35 
8.8  JURY SERVICE LEAVE ............................................................................. 36 
8.9  BLOOD DONOR LEAVE ............................................................................ 36 
8.10  BEREAVEMENT LEAVE ....................................................................... 37 

Part 9 – OTHER ARRANGEMENTS ......................................................................... 37 
9.1  TRAINEES .................................................................................................... 37 
9.2  ENTITLEMENT TO CASH OUT ANNUAL LEAVE ................................ 37 
9.3  ANNUAL LEAVE LOADING ..................................................................... 38 
9.4  ANNUAL LEAVE AT HALF PAY ............................................................. 38 
9.5  REPRESENTATIVE ALLOWANCE .......................................................... 38 
9.6  SUPERANNUATION .................................................................................. 39 

9.6.1  Salary Sacrifice to Superannuation ........................................................ 39 
9.7  SALARY SACRIFICE/PACKAGING ......................................................... 40 
9.8  RECRUITMENT AND PROMOTION ........................................................ 40 
9.9  STAFF TRAINING AND DEVELOPMENT .............................................. 41 

9.9.1  Flexibility – Training ............................................................................. 42 
9.9.2  Development .......................................................................................... 42 

9.10  RECLASSIFICATION .............................................................................. 42 
9.11  PART-TIME EMPLOYMENT CONDITIONS ........................................ 43 
9.12  CORPORATE WARDROBE .................................................................... 43 
9.13  HIGHER DUTIES ..................................................................................... 44 
9.14  PROFESSIONAL MEMBERSHIP FEES ................................................. 44 
9.15  AGENCY EMPLOYEES AND FIXED TERM CONTRACTS. .............. 44 
9.16  REVIEW OF LIBRARY SERVICES ....................................................... 45 

Part 10 – HOURS OF WORK ..................................................................................... 46 
10.1  HOURS OF WORK .................................................................................. 46 
10.2  FORFEITURE ROSTERED DAYS OFF ................................................. 48 
10.3  LIBRARY HOURS OF WORK ................................................................ 48 

10.3.1  Ordinary Hours of Work ........................................................................ 48 
10.3.2  Normal Working Day ............................................................................ 48 
10.3.3  Flexible Working Arrangements ............................................................ 49 
10.3.4  Saturday and Sunday Loading ............................................................... 49 
10.3.5  Requirements to work weekends ........................................................... 49 
10.3.6  Minimum Hours for a Casual ................................................................ 49 
10.3.7  Rosters .................................................................................................... 49 
10.3.8  Substitution of Public Holiday Shift ...................................................... 50 

Part 11 – SALARY ADJUSTMENTS ..................................................................... 50 
11.1  ANNUAL SALARY INCREASES ........................................................... 50 
11.2  SALARY GUARANTEE .......................................................................... 50 

SCHEDULE 1   SALARY RATES ........................................................................... 52 

4 
 



Percentage Increases
July 2013 3.5% July 2015
July 2014 3.4%

Level 8 Step 3 $98,268.46 $49.731003 $101,707.86 $51.471587 $105,165.92 $53.221621
Level 8 Step 2 $95,124.27 $48.139813 $98,453.62 $49.824706 $101,801.04 $51.518746
Level 8 Step 1 $91,980.07 $46.548619 $95,199.37 $48.177820 $98,436.15 $49.815866

Level 7 Step 3 $88,835.87 $44.957425 $91,945.13 $46.530934 $95,071.26 $48.112986
Level 7 Step 2 $86,215.47 $43.631311 $89,233.01 $45.158407 $92,266.93 $46.693793
Level 7 Step 1 $83,599.09 $42.307232 $86,525.06 $43.787985 $89,466.91 $45.276776

Level 6 Step 3 $80,977.35 $40.980441 $83,811.56 $42.414756 $86,661.15 $43.856857
Level 6 Step 2 $78,352.98 $39.652318 $81,095.33 $41.040149 $83,852.58 $42.435514
Level 6 Step 1 $75,736.59 $38.328234 $78,387.37 $39.669722 $81,052.54 $41.018493

Level 5 Step 3 $73,118.85 $37.003467 $75,678.01 $38.298588 $78,251.06 $39.600740
Level 5 Step 2 $71,544.75 $36.206858 $74,048.82 $37.474097 $76,566.48 $38.748217
Level 5 Step 1 $69,973.32 $35.411600 $72,422.39 $36.651005 $74,884.75 $37.897139

Level 4 Step 4 $68,405.87 $34.618356 $70,800.08 $35.829998 $73,207.28 $37.048218
Level 4 Step 3 $66,831.78 $33.821752 $69,170.89 $35.005512 $71,522.70 $36.195700
Level 4 Step 2 $65,256.34 $33.024464 $67,540.31 $34.180320 $69,836.68 $35.342451
Level 4 Step 1 $63,683.58 $32.228533 $65,912.51 $33.356531 $68,153.53 $34.490653

Level 3 Step 4 $62,346.13 $31.551686 $64,528.24 $32.655994 $66,722.20 $33.766298
Level 3 Step 3 $60,772.03 $30.755076 $62,899.05 $31.831504 $65,037.62 $32.913775
Level 3 Step 2 $59,197.93 $29.958467 $61,269.86 $31.007013 $63,353.03 $32.061251
Level 3 Step 1 $57,622.51 $29.161190 $59,639.30 $30.181831 $61,667.03 $31.208013

Level 2 Step 4 $57,054.84 $28.873907 $59,051.76 $29.884494 $61,059.52 $30.900567
Level 2 Step 3 $54,866.51 $27.766453 $56,786.84 $28.738278 $58,717.59 $29.715380
Level 2 Step 2 $53,293.77 $26.970532 $55,159.05 $27.914500 $57,034.46 $28.863593
Level 2 Step 1 $51,717.01 $26.172576 $53,527.11 $27.088616 $55,347.03 $28.009629

Level 1 Step 6 $50,737.19 $25.676716 $52,512.99 $26.575401 $54,298.43 $27.478964
Level 1 Step 5 $49,168.41 $24.882799 $50,889.30 $25.753697 $52,619.54 $26.629322
Level 1 Step 4 $47,598.29 $24.088204 $49,264.23 $24.931291 $50,939.21 $25.778955
Level 1 Step 3 $46,025.53 $23.292273 $47,636.42 $24.107502 $49,256.06 $24.927157
Level 1 Step 2 $44,120.04 $22.327956 $45,664.24 $23.109434 $47,216.83 $23.895155
Level 1 Step 1 $43,511.50 $22.019990 $45,034.40 $22.790690 $46,565.57 $23.565573

Levl 1a Step 4 $42,852.09 $21.686281 $44,351.91 $22.445300 $45,859.88 $23.208440
Levl 1a Step 3 $40,548.11 $20.520299 $41,967.29 $21.238509 $43,394.18 $21.960618
Levl 1a Step 2 $39,435.33 $19.957151 $40,815.57 $20.655651 $42,203.30 $21.357943
Levl 1a Step 1 $38,246.79 $19.355663 $39,585.43 $20.033111 $40,931.33 $20.714237

City of Marion Administrative Staff Enterprise Agreement No. 7, 2013

Equal 6th salary ranking

Classification Existing EA 
No. 6 Final Hourly Rate As of FFPP 

1 July 2013 Hourly Rate As of FFPP 
1 July 2014 Hourly Rate

SCHEDULE 2  ....................................................................REDEPLOYMENT PROCESS 52 
SCHEDULE 2   REDEPLOYMENT PROCESS ...................................................... 53 
SCHEDULE 3   CURRENT LAWA’S ..................................................................... 56 
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Part 1 – ABOUT THE AGREEMENT 
 
1.1 TITLE 
 
This Agreement shall be known as City of Marion Administration Staff 
Enterprise Agreement No. 7, 2013. 
 
1.2 PARTIES BOUND 
 
The parties to this Agreement acknowledge that this Agreement can be varied 
by consent of all parties, and subject to approval by the Industrial Relations 
Commission of South Australia at any time during its currency. 
 
The parties to this Agreement will be: 
 

• The Corporation of the City of Marion; 
• The Australian Municipal, Administrative, Clerical and Services Union 

(South Australian and Northern Territory Branch (The ASU); in respect 
of its members employed by the Corporation of the City of Marion. 

• Employees whose employment is subject to the South Australian 
Municipal Salaried Officers Award, as amended, with the exception of: 

 
o The Chief Executive Officer; and 
o Employees whose total remuneration package is higher than the 

annual salary rate for Level 8 and whose contract or letter of 
employment specifies their position is managerial and will not be 
subject to the terms and conditions in this Agreement.  In the 
case of these employees, their contract or letter of appointment 
will determine the applicable terms and conditions not otherwise 
provided for pursuant to the Award. 

 
1.3 DATE AND PERIOD OF OPERATION 
 
This Agreement will come into operation from the date of approval by the 
Industrial Relations Commission of South Australia.  For salary rate purposes 
only, Council will backdate the first year salary rate changes to the first full pay 
period occurring on or after 1 July 2013.  
 
The nominal expiry date of this Agreement will be 30th of June 2016.  The 
terms and conditions of this Agreement shall continue to be applied beyond 
the nominal expiry date until the parties enter into a new agreement to cover 
the terms and conditions of employment for employees covered by this 
Agreement.   
 
The Parties agree to commence negotiations for a new agreement six (6) 
months prior to the nominal expiry date of this Agreement. 
 
1.4 RELATIONSHIP TO AWARD AND AGREEMENTS 
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This Agreement shall be read in conjunction with the Award provided that 
where there is any inconsistency between this Agreement and/or any Local 
Work Area Agreement under this Agreement and the Award, this Agreement 
or the Local Work Area Agreement shall prevail to the extent of that 
inconsistency.  Provided that where this Agreement is silent, the Award shall 
prevail. 
 
This Agreement shall supersede all previous Certified Agreements, City of 
Marion & ASU 2006 Enterprise Agreement Supplemental Memorandum of 
Understanding, the No Forced Redundancy Agreement dated 20 November 
1992, and the Agreement to Vary Hours dated 7 August 1990. 
 
1.5 NO EXTRA CLAIMS 
 
The parties agree that, other than as provided under the approved Local Work 
Area Agreement process or as reflected in this Agreement, this Agreement 
constitutes a closed Agreement in settlement of all claims in relation to the 
terms and conditions of employment of employees to whom it applies and that 
the employees and Union party to this Agreement and Council will not pursue 
further claims during the term of this Agreement. 
 
1.6 DEFINITIONS  
 
For the purpose of this Agreement: 

 
Act means the Fair Work Act 1994 (SA). 
 
Agreement means the City of Marion Administration Staff Enterprise 
Agreement No. 7, 2013 
 
Award means the South Australian Municipal Salaried Officers Award as 
applicable to the employee and amended from time to time. 
 
CEO means the Chief Executive Officer of Council or his/her delegate. 
 
Commission means the South Australian Industrial Relations Commission. 
 
Consultation means a process that shall have regard to employee’s interests 
in the formulation of plans that have direct impact upon them. It involves more 
than a mere exchange of information.  For consultation to be effective, the 
participants must be contributing to the decision making process, not only in 
appearance, but in fact.  It provides employees and their Union with the 
opportunity to have their viewpoints heard and taken into account prior to a 
decision being made.  The final decision is made by Management. 
 
Contracting out means the awarding of a contract to an external body to 
undertake work for the foreseeable future that was previously undertaken by 
Council employee/s. 
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Continuous Improvement means the ongoing identification and 
implementation of improved work and management practices to improve the 
efficiency and effectiveness of the service provided to enable the delivery of 
value and quality to our stakeholders. 
 
Council or Employer means The Corporation of the City of Marion. 
 
Employee means any person employed directly by the Council who performs 
work covered by this Agreement.  
 
Employee Representative means an employee dually elected by employees 
covered by this Agreement. 
 
Enterprise Development Team (EDT) means a committee comprising 
employee representatives, representative from the Union and management, 
formed to monitor the implementation of this Agreement. 
 
Flexible Workforce means a workforce that is willing to change work patterns 
and arrangements such as hours of work, duties performed, etc through a 
consultative process to meet the needs of the organisation to ensure the 
delivery of competitive services that meet customer needs. 
 
Manager means all manager/supervisor positions within Council irrespective 
of their actual title (e.g. Manager, Unit Manager, Team Leader, Co-ordinator 
etc). 
 
Statewide Super means the superannuation scheme established and 
maintained under the Local Government Act 1999 (SA). 
 
Productivity means the efficiency with which resources are used to produce 
and deliver services at specified levels of quality and timeliness. 
 
Redeployment means redeploying of an under-utilised employee to another 
position within Council. 
 
Redundancy/Redundancies means where Council has determined that the 
position occupied by an Employee is no longer required to be performed, 
whether that occurs by way of duties in the position being redistributed or by 
way of discontinuance of the position altogether.  Minor changes to Position 
Descriptions will not constitute redundancy – only where substantial key 
responsibilities are altered will Council consider the possibility that 
redundancy may occur. 
 
Service Review means the examination of a particular service provided by 
Council to its customers for the purposes of determining how (or if) the service 
is best provided in the future. 
 
Significant Change means major changes in the composition, operation, size 
of the workforce or in the skills required, alteration of the hours of work, the 
need for retraining or transfer of employees to other work or location and the 
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restructuring of jobs.  Provided that where the Award or this Agreement 
makes provision for alteration of any of the matters referred to herein that 
matter shall be deemed not to have significant effect. 
 
Union means the Australian Municipal, Administrative, Clerical and Services 
Union (South Australian and Northern Territory Branch Services Union (The 
ASU); in respect of its members employed by the Corporation of the City of 
Marion. 
 
Voluntary Separation Package or VSP means a package that has been 
offered to an employee at the discretion of Council only after all reasonable 
effort has been made to redeploy an under-utilised employee and the employee is 
under no obligation to accept the offer.  
 
Salary/Remuneration means the employee’s combined total salary and 
benefits package including superannuation payment, regular overtime and 
shift penalties, allowances and the like.   
 
Workplace Representative means an employee union member who 
nominates and is elected to represent staff on relevant committees. 
 
Work Unit means a function within a City of Marion Division or Department. 
 
Part 2 – ACHIEVING SUSTAINABLE EXCELLENCE 
 
As a means of pursuing long term sustainable organisational excellence, the 
parties are committed to the ongoing use of the Business Excellence 
Framework to help us maintain a comprehensive (systemic) overview of the 
organisation to support achievement of a value and principle-based 
organisational environment.  
 
2.1 DEVELOPING OUR CULTURE  
 
Council understands that constructive leadership management and teamwork 
are significant to maximising community benefit and employee satisfaction.  
The parties will work towards building a constructive culture, which means 
showing balanced concern for getting the job done (task skills) and for 
satisfying the needs of the individual or group (people skills).  Basic 
characteristics of a constructive culture include: 
• A tendency toward consensus decision making. 
• The ability to generate creative solutions. 
• A high level of enjoyment and satisfaction. 
• A commitment to increasing organisational effectiveness. 
 
There are 4 behaviours in achieving a Constructive Culture; 
 
Achievement - orientated individuals or teams are concerned with getting 
things done and performing well.  They interact in a rational way, often with a 
plan and a reasonably structured way of proceeding.  ‘Achievement’ 
individuals or teams set goals, discuss alternatives with the objectives in mind 
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and stick with the task.  They make complex tasks or problems more 
manageable by breaking them down.  The solution is generally of high quality. 
 
Affiliative - the climate or atmosphere of affiliative individuals or teams are 
friendly, cooperative and relaxed towards each other.  They place great 
emphasis on people and interpersonal relationships.  They treat others well, 
communicate openly and genuinely feel like they are working for the team as 
a team.  They are strongly committed to the organisation as well as to the 
solutions generated, which tend to be of moderate to high quality. 
 
Humanistic – Encouraging – individuals or teams are constructive, sensitive 
and supportive of others.  They are interested in others growth and 
development, provide assistance and support and constructively build on 
suggestions and ideas presented.  Solutions tend to be of high quality and are 
accepted by others, who are likely to feel that the problem-solving is beneficial 
to all. 
 
Self-Actualising – individuals or teams tend to be optimistic and interested.  
Individuals and teams offer any idea without hesitation, show enthusiasm 
about new and unusual perspectives and get engrossed in the problem and 
the process.  The solution they propose is likely to be creative, innovative and 
possibly of high quality.  If it is not the correct solution, they aren’t particularly 
upset, they like it anyway, gain from the experience and look forward to the 
next opportunity. 
 

Reprinted with permission from Human Synergistics © 2003 Human Synergistics International 
Research & Development by Robert A Cooke, Ph.D & J. Clayton Lafferty, Ph.D 
 

2.2 CONTINUOUS IMPROVEMENT 
 
The parties agree that participation by employees is essential in decisions 
which 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 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 co-operatively and constructively work 
together in achieving benefits for; 
 
• Council, by continually improving existing workplace methods, practices, 

quality and productivity in an environment where employees and work 
teams during the term of this Agreement will not be required by the Council 
to actively compete with external groups for the retention of their work.   
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• Employees, through improved salary 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 
Council.  

 
All of the above will be achieved within a framework of active employee 
involvement and participation, operating as work teams to accept greater 
responsibility and accountability for improving Council efficiency and 
productivity. 
 
Council’s commitment to not requiring employees and work teams to actively 
compete with external groups for the retention of their work may be 
reconsidered should realisation of improvement opportunities not be achieved. 
 

2.2.1 Measures and Indicators 
 
In support of the commitment to achieving sustainable excellence, the parties 
agree to use data, information and knowledge to better inform decision-
making and to assess and improve the following; 
 
• How are we really 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 and to work ‘on the system’ as well as ‘in the system’, in continually 
improving systems and processes in order to maximise efficiency, 
effectiveness and service quality.   
 
Agreed measures and indicators play a vital role in the mapping and 
understanding of organisational 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, unit and corporate goals in 
the interest of the customer, employees and Council.     
 
Performance measures and indicators will be developed and may include (but 
not limited to) the following; 
 
• 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 
• Occupational Health, Safety and Welfare 
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• Equal Employment Opportunity 
• Use of external service providers 
 
Part 3 – MANAGING ORGANISATIONAL CHANGE 
 
3.1 JOB SECURITY 
 
No forced redundancies will take place during the life of this Agreement for 
employees covered by this Agreement (excluding fixed term appointments, 
casuals and temporary employees). 
 
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. 
 
• Training and developing employees to increase their level of skill and 

ability and providing retraining when necessary. 
 

• Providing an environment which supports career development and equal 
employment opportunity. 

 
• Implementing consultative mechanisms to ensure timely advice and 

discussion between employees and management about any significant 
changes to service delivery which may impact upon labour requirements. 

 
• Continuing to manage Council’s workforce to minimise the need for 

involuntary labour reductions in the future. 
 

• Introducing measures to increase the security of employees‘employment. 
 
3.2 ORGANISATIONAL STRUCTURE 
 
The parties agree that the organisational structure must support the 
achievement of Council’s Strategic Plans whilst ensuring optimum productivity 
is achieved through the principles of continuous improvement.   
 
Consequently the organisational structure will from time to time be reviewed to 
ensure that it supports the provision of efficient and effective services to the 
community. 
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3.3 SHARED SERVICES 
 
Council will continue to explore opportunities to enter into shared resources, joint 
enterprise or shared service arrangements to ensure it provides appropriate quality 
cost effective services to the community.  Where a decision is made to engage in 
such an arrangement the consultation process set out in this Agreement will occur 
following such determination and prior to any implementation of such arrangements. 
 
3.4 EXTERNAL SERVICE PROVIDERS 
 
It is the clear position of Council to utilise and promote the use of its 
permanent employees for the undertaking of Council’s works, services and 
operations.  During the life of this Agreement, Council will continue to use a 
predominance of its permanent employees where they continue to provide a 
high level of efficiency and cost effectiveness.  
 
Council will invest in appropriate skill development, systems and equipment to 
ensure its workforce is competitive. 
 
The use of external service providers is recognised as a legitimate way of 
managing the ongoing challenges of a growth in the delivery of services and 
work programs whilst also maintaining a committed and efficient workforce. 
 
Council may determine from time to time to utilise external service providers 
where any of the following criteria is met; 
 
• Specialised and/or highly technical tasks for which Council does not have 

the necessary equipment, resources or expertise. 
 
• Seasonal or short term work when employment of additional permanent 

employees cannot be justified (recognising that the Award and this 
Agreement allow for the use of fixed term, casual and Agency employees). 

 
• Large or labour intensive works where the Council is unable to apply the 

required equipment or resources without adversely affecting existing 
services or operations. 

 
• It can be clearly demonstrated that it is in the public interest to utilise 

external service providers. 
 

• Extraordinary or unforeseen circumstances. 
 
3.5 CHANGE MANAGEMENT 
 
The parties recognise that organisational change is essential to 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) will be subject 
to consultation with directly affected employees. 
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Changes should be planned and take into account all resource implications, 
particularly those which are related to employees.  No matter how small the 
organisational change, the likely consequence of such change should be 
considered and possible scenarios, including the financial and human costs of 
each, considered.  Council will deal 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 redundancies occurring or positions becoming under-utilised as 
a result of organisational change, a re-organisation or restructure of Council 
operations and/or employees 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: 
 

3.5.1 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, Unit, Team or Work Group.  
• Introduction of technological change which will displace functions, operations or 

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

restructuring.  
 

3.5.2 Redeployment 
 
The Council will make all reasonable efforts, including retraining, to redeploy 
employees who have been identified as under-utilised, provided that such 
redeployment has been identified as available.  
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Schedule 2 ‘Redeployment Process’ sets out the application of the redeployment 
process. 
 

3.5.3 Redundancy 
 
A ‘redundancy’ will be identified only after all reasonable effort has been made to 
redeploy an under-utilised employee utilising the Redeployment Process set out under 
Schedule 2 and no suitable position is available. 
 
Where a determination is made that a redundancy exists, Council may at its sole discretion 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 
(severance) package, consideration shall be given to expanding the field of employees 
whom may be offered such a package. 
 

3.5.4 Voluntary Separation (Severance) Package 
 
An employee who agrees to take a voluntary separation package (VSP) as a result of a 
redundancy shall be entitled to the following amount of severance pay in respect to a 
continuous period of service:  
 
• Equivalent of 10 weeks remuneration in lieu of notice.  
• Three (3) weeks’ pay for each completed year of service in local government in 

South Australia.  
• A $3,000 outplacement fee (paid to the service provider).  
• Pro-rata Long Service Leave when five (5) years of service has been attained. 
• The maximum package is equivalent to no more than 2 years (104 weeks) salary. 
 
For the purposes of the VSP calculations, salary means the salary applicable 
immediately prior to the employee’s termination date comprising the employee’s 
combined total salary and benefits package including superannuation payment, full 
private or commuter use of a motor vehicle, excluding regular overtime, shift 
penalties and the like. 
 
An equivalent net workforce reduction must be achieved for each voluntary separation 
package, which arises out of a bona fide redundancy. 
 

3.5.5 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 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. 
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3.5.6 Vacancies 
 
Ongoing vacancies arising out of organisational change under this Clause that result 
in one or more employees being deemed under-utilised shall be advertised internally 
in the first instance.   
 
The purpose of advertising internally in the first instance shall be to allow those 
under-utilised employees an opportunity to secure an ongoing position.  In these 
circumstances the internal advertising may be restricted to the department, business 
unit and/or team directly affected by the organisational change process. 
 
Ongoing vacancies arising outside of an organisational change process may be 
advertised internally and externally as determined by Council. 

 
 
Part 4 – COMMUNICATION AND CONSULTATION 
 
4.1 WORKPLACE REPRESENTATIVE ROLE 
 
Upon written advice from the Union that one or more employees have been appointed as 
Union Workplace Representatives, Council shall recognise such employee/s as being 
accredited by the Union and afford them the following entitlements; 
 
• To be treated fairly and to perform their role as Union Workplace Representative 

without any discrimination in their employment. 
 
• To formal recognition by Council that appointed Union Workplace Representatives 

speak on behalf of Union members in the workplace. 
 
• To consultation and access to reasonable information about the workplace and 

business. 
 
• To reasonable paid time to represent the interests of Union members to the Council 

and industrial tribunals. 
 
• To reasonable paid time during normal working hours to consult with Union members 

or to speak with employees who are eligible to become members of the 
Union provided prior approval to do so is obtained from the supervisor, and this will 
not unduly interfere with the work in progress.  A request for this time will not be 
unreasonably withheld. 

 
• To place Union Bulletins and related Union information on notice boards designated 

for this purpose subject to such Bulletins and other information not reflecting negatively 
towards Council or its employees. 

 
Central to Council’s support of Union Workplace Representative is an expectation that in 
performing their role they should conduct themselves in a manner consistent with Council’s 
preferred constructive culture, maintain confidentiality, and act in accordance with Council’s 
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Employee Code of Conduct. 
 
Union Workplace Representatives shall be allowed leave with pay for up to a 
maximum five (5) days per annum to attend Union training courses 
conducted or approved by the Union provided that: 
 
• Not less than four (4) weeks’ notice is given to Council of the date of commencement 

of the training course, including an agenda with the time on which the course is to be 
conducted.  If available, at least two (2) weeks prior to the course the name of the 
presenter and the syllabus for the course shall be advised in writing to the Council. 

 
• That the Council is able to make adequate staffing arrangements during the period of 

such leave. 
 

• That the course is in accordance with the principle of the promoting better 
industrial relations within the Council. 

 
The Union may make application to the CEO for approval of additional training 
of Union Workplace Representatives above the number of maximum days per 
annum specified above outlining the reasons for the request. 
 
To assist the Union Workplace Representative(s) to successfully fulfil the role, 
Council shall communicate matters affecting the workplace to him or her and 
will provide access to telephones, interview rooms and/or a secure place to 
keep Union information to enable the Union Workplace Representative(s) to 
carry out the role.   
 
Council will provide opportunity for the Union to address new employees 
through Council’s induction/orientation program. 
 
4.2 ENTERPRISE DEVELOPMENT TEAM 
 
The Enterprise Development Team (EDT) has a crucial role to play in 
monitoring the implementation and progress of this Agreement and assisting 
in the development of a constructive culture.  The EDT will develop a terms of 
reference and meet bi-monthly during the life of this agreement to monitor the 
implementation and review the operation of the Agreement.  The EDT will at 
all times strive to resolve any issues raised by consensus.  Staff with any 
concerns may approach any member of the EDT (or their line manager) to 
ensure issues are raised and addressed. 
 
The EDT will take into account the views of all employees irrespective of 
union membership. 
 
EDT meetings will be documented and the outcomes communicated to all 
staff.  The EDT will also monitor the progress of the productivity objectives 
contained in this agreement and will have a role in helping to develop the 
leadership of the organisation.  The EDT may make recommendations to 
management in regard to any matters within the established terms of 
reference. 
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The EDT is not intended to replace normal line management decision making 
or responsibility for discussing and resolving issues, rather to provide an 
additional means to monitor the progress of the Agreement. 
 
The EDT for this Agreement shall consist of equal numbers of employer 
representatives and employee representatives (employee elected) employed 
by the Council, including a representative from the Union.  
 
4.3 DISPUTE RESOLUTION 
 
The purpose of the Dispute Resolution Procedure is to provide all parties to 
this Agreement a structured process to discuss and resolve all matters of 
grievance and dispute regarding any aspect of the employment and/or matter 
arising from this Agreement.  Parties agree to use all stages in the Dispute 
Resolution Procedure to ensure that all issues receive prompt attention and 
are resolved, if possible, by conciliation at the organisational level. 
 
During the implementation of the Dispute Resolution Procedure, work within 
the Council and at all Council work locations will proceed without stoppage or 
the imposition of any bans, work limitations or restrictions whatsoever, except 
in the case of genuine occupational health and safety issues as defined in the 
Work Health and Safety Act 2012 (SA) and no party shall be prejudiced as the 
final settlement by the continuance of work in accordance with this Clause. 
 
At each of the following stages of this procedure, a record should be made of 
the time and date of discussions and relevant outcomes.  Such record should 
be signed off as accurate by the employee(s) and relevant supervisor; 

 
Stage 1 
Any employee/s and/or the Union Workplace Representative with a grievance 
or complaint regarding any aspect of the employment will promptly raise the 
matter/s with the appropriate immediate supervisor who will endeavour to 
resolve the matter as soon as possible. 
 
Stage 2: 
If the matter is not settled at Stage 1, the employee/s and/or the Union 
Workplace Representative shall discuss the matter at issue with the 
appropriate next higher level of Supervisor. 
 
Stage 3: 
Should the matter remain unresolved, the employee/s and/or the Union 
Workplace Representative and/or Union Organiser refer the matter to the 
employee’s relevant Manager and/or Organisational Development Unit. 
 
If the above procedures do not resolve the issue, either party or their 
representative(s), will have the right to apply to the Commission for 
conciliation and if the matter remains unresolved arbitration, subject to the 
Commission having jurisdiction to deal with the matter.  The parties agree that 
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any arbitrated decision by the Commission will be binding on all parties to the 
dispute, subject to the parties’ rights of appeal under the relevant legislation. 
 
Where practical, Stages One, Two and Three should be completed within 
seven (7) working days of the issue being raised at Stage One to ensure its 
expeditious resolution. 
 
At any of the above stages parties may agree to mediation or an alternative 
process in lieu of the prescribed steps in this Clause 
 
Part 5 – EMPLOYEE WELL-BEING 
 
5.1 WORKPLACE HEALTH AND SAFETY 
 
It is acknowledged that the provision of a safe and healthy work environment 
will lead to the reduction in accidents, illness, injury and compensation costs 
while at the same time improving the quality of employee working life. 
 
To achieve a safe and healthy workplace and the adoption of safe work 
practices, the full provisions of all relevant workplace health & safety 
legislation and Council policies, procedures and practices will be 
implemented. 
 
Council will conduct and maintain an ongoing and pro-active education and 
training program in all aspects of workplace health and safety.  This will be a 
program whereby all employees within Council, including new starters, will be 
given an opportunity to gain knowledge of workplace health and safety issues 
and will embrace such issues as an inherent part of their job function. 
 
Part 6 – LOCAL AREA WORK AGREEMENTS 
 
6.1 LOCAL AREA WORK AGREEMENT 
 
The parties agree that for the purposes of continually improving existing 
workplace methods, practices, quality and productivity that Local Area Work 
Agreements (LAWA’s) may be used within certain work areas to achieve 
greater client focus on service delivery, increased value for money and a more 
efficient and effective Council. 
 
LAWA’s are not intended to replace or in any way lessen the minimum work 
conditions set out in the Award or this Agreement.  The parties recognise that 
a LAWA may vary the conditions of employment, however, when viewed as a 
whole the employee must not be in an inferior overall position in terms of 
conditions than they would be under the terms of this Agreement or the 
Award. 
 
LAWAs may be developed or reviewed subject to the following requirements 
during the life of this Agreement and will have a lapsing date of no later than 
expiration of this Agreement; 
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• Agreement will be by unanimous vote of employees in the work area.  All 
employees will be given the opportunity to vote even if they are absent at 
the time of the vote.  
 

• The LAWA will be in writing and will be subject to agreement between the 
Council and the Union, and signed by Council and the Branch/State 
Secretary of the Union. 

 
• Development of the LAWA will involve the Council, Council employees 

directly affected and the Union. 
 
• The scope of areas covered by the LAWA may include all of a work unit, 

section or group of employees as determined by the parties.  A LAWA 
shall not be made in respect of an individual employee. 

 
• Where LAWA initiatives seek to alter the Award or this Agreement, the 

LAWA will specify the clauses of the Award and/or this Agreement to be 
overridden as a consequence of the operation of the LAWA. 

 
• It is acknowledged by the parties that any LAWA agreed during the life of 

this Agreement will not form a part of this Agreement so as to apply to any 
person/s other than those specified in the LAWA, unless a variation to this 
Agreement is made to incorporate its terms.  However, by approval of the 
Union, a new LAWA developed during the life of this Agreement may come 
into operation prior to the Agreements expiry, provided it does not 
disadvantage the employees involved. 

 
• Confirmation of the Agreement will be made by letter to all affected 

employees from the Manager Organisational Development. 
 
• All existing LAWA’s (refer Schedule 3) will form a part of this Agreement. 
 
Any dispute relating to the operation of a LAWA will be managed in 
accordance with the agreed procedures and timelines under Clause 4.3 of this 
Agreement. 
 
Part 7 – WORK/LIFE BALANCE 
 
Council values the very significant contribution our employees make to 
achieving improved community outcomes.  We also recognise that high 
employee satisfaction is a key to our success in delivering those outcomes.  
All jobs have differing requirements and opportunities for flexibility, and 
employees have differing needs in relation to balancing their work and private 
lives.  Providing employees with the flexibility to properly balance their needs, 
whilst maintaining a focus on community outcomes, will help to ensure that 
Council attracts and retains high quality employees. 
 
Whilst it will not be possible for all employees to access the full range of 
flexible working options due to requirements of their individual jobs, where 

20 
 



there is mutual agreement, a range of flexible working arrangements may be 
available. 
 
Council is committed to, and understands the importance of assisting all 
employees to achieve life balance.  Council will endeavour to provide 
strategies which enable employees to better manage their personal 
obligations with their employment duties.   
 
7.1 PHASED RETIREMENT 
 
Phased retirement will enable employees who are approaching retirement 
(within 5 years), but are unable to continue to work full-time or do not wish to 
continue to work full-time, to combine aspects of their careers and income 
with family involvement, other responsibilities and interests. 
 
By written agreement between an eligible full-time or part-time employee and 
the relevant Director, an employee may participate in a phased retirement 
program that is offered by Council.  Phased retirement will be at the discretion 
of the relevant Director. 
 
The terms of the phased retirement must be specified in a written phased 
retirement agreement that is to be signed by the employee and the Director. 
 
An employee participating in a phased retirement program may be eligible to 
work part-time and access up to 500 hours of their accrued leave entitlement 
(excluding sick/paid personal need leave) to make up a full fortnight’s (76 
hours) pay under the following conditions: 
 
• The employee has completed at least five (5) years continuous 

employment with Council. 
 
• The employee retains a balance of fifteen (15) days of leave per annum. 
 
• The employee is medically fit to perform their duties. 
 
• 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. 

 
• The employee attends work for a minimum of three (3) days and a 

maximum of eight (8) days per fortnight over a ten day fortnight and the 
employee has undertaken not to perform paid employment for any 
employer other than Council during the hours for which they are being paid 
from their accrued leave entitlement. 

 
Due to a health condition or general tiring as a consequence of having 
performed physical work on a long term basis, the employee’s supervisor may 
agree that the employee may not be able to perform at the same level as 
other employees within the team. 
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An employee who is participating in a phased retirement program may, 
subject to the provision of four (4) weeks’ notice, elect to retire earlier than the 
date originally nominated by the employee.  A shorter notice period may be 
agreed at the discretion of the employee’s supervisor. 
 
Contract and casual employees are excluded from this Clause. 
 
7.2 PURCHASED LEAVE 
 
Employees have the option, subject to approval of the Director, to purchase 
up to four (4) weeks additional leave per calendar year. 
 
An employee’s annual salary will be reduced by the value of the amount of 
leave purchased.  The additional purchased leave will not be able to be 
accrued and must be taken within the calendar year it was purchased. 
 
If the employee is unable to take the additional leave his/her salary will be 
adjusted at the completion of the 12 month period to take account of the fact 
that time worked during the calendar year was not included in the salary.  
Leave will be credited at the base salary applicable at time of application. 
 
Leave loading does not apply to any additional annual leave purchased. 
 
This Clause should be read in conjunction with Council’s policy and 
procedure, as amended from time to time. 
 
7.3 WORKING FOUR OUT OF FIVE YEARS 
 
An employee may seek approval to work 4 years at 80% normal salary and 
take the 5th year as paid leave.  For the purpose of this Clause, a year is 
calculated on one 1 year (365 days) from the approval date, not the 
employee’s anniversary or commencement date with Council. 
 
An employee must submit a written request in order to apply for this 
arrangement.  Such arrangements are subject to the approval of the Director. 
 
Working four out of five years is available only when an employee has cleared 
any accrual of annual leave which is greater than 152 hours. 
 
Where an employee takes the 5th year paid leave under this arrangement, the 
period of leave shall not constitute a break in service and the employee will 
not accrue any form of leave entitlement during this time. 
 
The 5th year must be taken at the end of the 4 years’ service, unless otherwise 
agreed by the Director and employee.   
 
Increases to salary rates arising under this Agreement during the employee’s 
absence on leave during the 5th year shall be applied to the employee’s 
classification salary rate as it applied at the end of the 4th year.  Employees 
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will return to work at the rate of pay that they were classified at the end of the 
4th year of the arrangement.   
 
Where an employee elects to resign during the 5th year or elects to withdraw 
from the initiative at any point in time, all monies paid under this arrangement 
will be reimbursed to the employee in full less any deduction in respect of 
taxation in accordance with the law. 
 
7.4 TERM TIME WORK 
 
Term time work is related to school patterns.  Instead of having just four 
weeks of annual holidays, employees have an extra 10 weeks (approximately, 
depending on secondary or primary schooling and public or private school) of 
leave.  This gives employees the chance to work during term time but care for 
his/her school-age child/children requiring the employee’s direct supervision 
during the school holidays.  

7.4.1 Term time work arrangements are applicable for each calendar year, 
that is, from 1 January to 31 December each year. 

7.4.2 To be eligible for term time work arrangements, the employee needs to 
have been engaged by the Council for a period of at least 12 months 
prior to the commencement of the term time work arrangements (if 
approved). 

7.4.3 An employee must make a written request to his/her Director seeking 
term time work arrangements, for the following calendar year, by 30 
September.  Such arrangements are subject to the approval of the 
employee’s Director.  Alternatively, if an employee wishes to cease 
his/her term time work arrangements for the following year, the 
employee must provide written notice to his/her Director by 30 
September of his/her wishes to do so.   

7.4.4 The approval of an employee’s term time work arrangements request 
will be at the absolute discretion of the Council, which will take into 
consideration the operational needs of both the employee’s department 
and the Council during any school holiday period.  Term time work 
arrangements will not be approved if the employee’s absence during 
school holidays will impair the Council’s service delivery. 

7.4.5 Where an employee’s term time work arrangement request is 
approved, the following conditions apply: 

• The employee will be required to cash out (not accrue) any Rostered Days 
Off that would accrue for the period during which the employee works at 
the Council. 

• For example, if the school terms result in the employee working 40 weeks 
in one calendar year, the employee will be required to cash out 10 
Rostered Days Off.  If the number of weeks worked are not divisible by 
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four, the Rostered Days Off to be cashed out will be determined on a pro 
rata basis. 

• The employee will be required, in the first instance, to utilise their accrued 
annual leave entitlement in meeting their absence during the school 
holiday periods of their term time work arrangements.  

• The employee’s annual salary will be determined on a pro rata basis in 
accordance with the number of weeks worked.  The employee’s pro rata 
annual salary (based on the averaged hours) will be averaged out over the 
entire calendar year so that the employee receives the same payment 
each pay regardless of whether he/she worked. 

• For example, a full-time employee works 1976 hours per year (52 weeks x 
38 hours per week). If, in accordance with a term time arrangement, an 
employee only works 40 weeks per year, that employee’s annual salary 
will be averaged over 52 weeks as set our below: 

40 weeks x 38 hours = 1520 hours per year 

1520 divided by 52 weeks = 29.23 hours per week 

Therefore, the employee’s weekly salary under the term time work 
arrangement will be 29.23 hours x the employee’s hourly rate of 
pay. 

• The employee’s fortnightly wages paid during term time work 
arrangements will be based on the average hours worked over the entire 
calendar year. 

• The employee will accrue annual and sick leave on a pro rata basis (based 
on the average weekly hours). 

• If a public holiday coincides with a day which, as a consequence of the 
term time work arrangement, the employee does not work, the employee 
will not receive payment or a day off in lieu in respect of that public 
holiday, it being noted that the employee’s pro rata annual salary 
incorporates payment in respect of all public holidays each year. 

• The periods during which the employee does not work as a 
consequence of the term time work arrangement will not break the 
employee’s continuity of service with the Council and shall be taken into 
account in calculating the period of service of any purpose defined in the 
Award, Agreement or Long Service Leave Act 1987 (SA). 

• The employee will only be eligible to move to the next increment within 
his/her substantive classification upon the achievement of 1,976 hours at 
the increment to which he/she was classified at the time that the term 
time work arrangements commenced. 
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• An employee may negotiate a lesser period of unpaid leave.  In such 
circumstances, the employee’s salary will be determined on a pro rata 
basis in accordance with the number of weeks worked.  The employee 
will also be required to cash out (not accrue) any Rostered Days Off that 
would accrue for the period during which the employee works at the 
Council. 

 
7.5 JOB SHARE 
 
Job share is an arrangement where two employees, by mutual agreement 
with their Supervisor, share all the duties and responsibilities of a permanent 
full time position as a means of balancing work and personal needs.   
 
An employee must submit a written request in order to apply for this 
arrangement.  Such arrangements are subject to the approval of the Director. 
 
Council will maintain an open job share register to enable employees to 
record their interest in job share. 
 
The agreed hours of work for the job share team will not exceed ordinary 
hours per fortnightly cycle for a full-time employee.  Communication between 
the participating job share employees will be of vital importance.  Where such 
communication is needed each job share employee’s ordinary hours may 
include time for mutual discussion and briefing. 
 
In the case of short term casual absence such as sickness and emergency 
leave of one of the job share employees, the remaining job share employee 
may volunteer to relieve.  In the case of a planned or structured absence, the 
job share employees may elect to take leave co-jointly.  Should leave be 
taken separately, the remaining job share employee may volunteer to relieve.  
Where business needs dictate the absence of the job share employee should 
be covered, it is seen as highly desirable that the remaining job share 
employee be prepared to relieve. 
 
7.6 EMPLOYEE HEALTH AND WELLBEING 
 
 
Councils’ ‘Think Safe Live Well’ program underpins our vision to achieve a 
culture that enhances wellbeing and safety through a commitment to zero 
harm and enhanced wellbeing.   The agreed objectives for the ‘Think Safe 
Live Well’ program are: 

• To engage the hearts and minds of our people  

• To develop the capability of our leaders to enhance staff wellbeing  

• To improve our current safety systems in order to reflect  a wellbeing 
culture   
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The following health and wellbeing programs support achievement of the 
‘Think Safe – Live Well’ program; 

7.6.1 Employee Assistance Program 
 
As part of the commitment to the provision of a safe, healthy and harmonious 
working environment, the Council will provide employees and their immediate 
family members with access to professional, independent and confidential 
counselling services as nominated by the Council at no cost to the employee.  
The self-referral service will be available 24 hours per day, 365 days per year. 
 
Employees are entitled to 3 free visits in relation to any one matter, whilst 
further visits may be negotiated with the Organisational Development Unit to 
meet special needs. 

 
This Clause should be read in conjunction with Council’s relevant policy and 
procedures as amended from time to time. 
 

7.6.2 Corporate Health Program 
 
Council will provide the opportunity for employees to voluntarily participate in 
healthy life style programs as provided for in partnership with the LGA 
Worker’s Compensation Scheme.  The healthy life style program may consist 
of, but will not be limited to, the following: 
 
• Health assessment 
• Skin cancer screening 
• Body trim program 
 

7.6.3 Employee Immunisation Program 
 
Council will provide an annual Employee Vaccination Program consisting of, 
but not limited to, the following vaccinations: 
 
• Influenza 
• Hepatitis B 
 

7.6.4 Quit Smoking Program 
 
Council is committed to supporting employees who declare a pledge to cease 
smoking and who become involved in a formal Quit Smoking Program (in 
partnership with Quit Smoking SA) or medically recognised treatment 
program. 
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In support of the Council’s commitment to employees participating in a formal 
Quit Smoking Program or recognised treatment, the Council will pay half of 
the actual cost of a recognised program or treatment to a maximum total value 
of $150.  Reimbursement of half of the treatment cost option shall only be paid 
upon receipt being provided to the Organisational Development Unit. 

 
The Quit Smoking Program and treatment may include patches, 
hypnotherapy, acupuncture or any other form of medically accepted therapy. 

 
If an employee continues to refrain from smoking for a period of 12 months, 
Council commits to reimbursing the full cost of the recognised program or 
treatment for the period stated above to a maximum total value of $300. 

 
This Clause should be read in conjunction with Council’s relevant policy and 
procedures as amended from time to time. 
 

7.6.5 Alcohol, Drug and Substance Abuse Assistance 
 
The use and effects of alcohol, drugs and other substances in the workplace 
can pose serious problems for all employees. Problems and safety issues 
arise not just for the person using drugs and substances or consuming 
alcohol, but also for family, friends or work colleagues working with the 
affected person. 

 
Where it has been identified that an employee is suffering from the effects of 
alcohol, drugs and other substances, then they are to leave the workplace. 
Where it is deemed appropriate, transport will be arranged. 

 
Reasonable assistance, including counselling, will be provided to the 
employee if requested by the employee. 

 
This Clause should be read in conjunction with Council’s relevant policy and 
procedures as amended from time to time. 
 

7.6.6 Income Protection Insurance 
 
It is recognised that long term sickness or injuries can happen to anyone and 
can have a devastating effect on the individual’s personal and financial affairs.  
In support of employees and their families Council will facilitate access to 
income protection insurance through the Local Government Risk Services or 
other agreed provider as agreed between the parties.  The cost of income 
protection insurance will be borne by the employee. 

 
During a period of absence where an employee is accessing income protection 
insurance payments, the employee’s continuity of service is preserved, 
however there will be no entitlement to accrue annual, personal or long service 
leave.  
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Part 8 – LEAVE PROVISIONS 
 
8.1 PAID PERSONAL NEED LEAVE 
 
An employee is entitled to paid Personal Need Leave for any genuine purpose 
relating to his/her sickness, ill-health, domestic caring responsibilities, the 
serious illness or death of someone close to the employee or for any other 
reason of a genuine personal nature that, by its nature, does not permit an 
employee to attend work where the circumstances are of an urgent nature and 
are neither foreseeable or capable of being planned in advance. 
 
Leave for the purpose of this Clause operates entirely on the basis of trust 
and the employee’s genuine assessment of the need to take that leave. 
 
Subject to sub-clause 8.1.1, such leave is not restricted in terms of the 
number of days that can be taken (within the accrued entitlements held by the 
employee at any given time) and will subject to clause 8.1.1 be automatically 
authorised by Council. 
 
To access Personal Need Leave, an employee must make a genuine 
endeavour to advise his/her supervisor or nominated contact of the need to 
take Personal Need Leave prior to the commencement of his/her start time, 
and if this is not possible by making every reasonable endeavour to make 
such notification as soon as practicable in the given circumstances. 
 

8.1.1 Where trust is broken 
 

An employee’s access to Paid Personal Need Leave may be withheld in the 
following circumstances: 
 
• Where the employee on more than two occasions fails to notify Council of 

their need to take leave in accordance with Clause 8.1 above, or 
 
• Where the employee, following counselling or a warning about their 

behaviour or conduct, engages in conduct or behaviour that is inconsistent 
with Council’s constructive culture; or 

 
• For any valid and good reason that the Council may have. 

 
Where Council wishes to implement this restriction, it must provide the 
employee an opportunity to respond to the proposed course of action before a 
final decision is made.  Council’s decision will then be final, and may only then 
be reversed at Council’s discretion having regard to the employee’s ongoing 
behaviour, conduct and approach to his/her personal leave. 

 
An employee whose access to Paid Personal Need Leave is restricted is 
required to produce a medical certificate for any absence taken.   An 
employee will not be required to produce a medical certificate for such 
absence where the circumstances would make it unreasonable for the 
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employee to do so.  In this case the employee must provide Council with a 
Statutory Declaration or any other form of reasonable evidence to the 
satisfaction of Council that substantiates the reason for the absence. 

 
Failure to provide a medical certificate, Statutory Declaration or other form of 
reasonable evidence to the satisfaction of Council may result in non-payment 
of leave.  In such cases the time away from work will be regarded as an 
unauthorised absence. 

 

8.1.2 Extenuating Circumstances Leave 
 

Where personal and genuine needs exceed an employees accrued 
entitlements, special paid leave may be granted in extenuating circumstances 
at the discretion of the Chief Executive Officer. 
 
8.2 CARER’S LEAVE 
 
An employee, other than a casual employee, with two (2) years continuous 
service shall be entitled to apply for the following unpaid leave; 
 
• Up to two (2) years unpaid leave to care for a member of the employee's 

immediate family who is ill. 
• Up to 12-months unpaid leave to undertake the care of their grandchild. 

 
Employees employed pursuant to a fixed term employment contract will not be 
entitled to leave under this Clause beyond the expiry of their contract. 
 
When making an application for leave the employee’s Supervisor may 
request; 
 
• Proof that the child is the grandchild of the staff member.   
 
• A medical certificate in the name of the immediate family member requiring 

care or other satisfactory documentary evidence attesting that the 
immediate family member requires care. 

 
A grandparent is the relative of their child's child, arising out of a marriage, a 
de facto relationship, adoption, guardianship, or same sex couple relationship. 
 
A grandchild is the natural or the adopted child of the employee’s child or their 
partner's child, arising out of a marriage, a de facto relationship, same sex 
couple relationship or as a single parent. 
 
Carers leave will: 
 
• Normally be taken in a single block. 

 
• Not be unreasonably refused by the Supervisor. 
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• Absence on carers leave shall not break the continuity of service of an 
employee and shall not be taken into account in calculating the period of 
service of any purpose defined in the Award, Agreement or Long Service 
Leave Act 1987. 
 

• Be approved following the employee having made application to utilise 
available annual leave or long service leave accruals.  

 
Taking a period of Paid Personal Need Leave, annual leave or long service 
leave does not prevent an employee applying for and having carers leave 
granted. 
 
Where practicable an employee shall advise the Council in writing 10 weeks 
prior to commencing carers leave of the dates of the leave to be taken.  If the 
scheduled return date changes, the employee will provide 4 weeks' notice of 
the date of return. 
 
The terms and conditions of carers leave and return to work shall be agreed 
and documented by the parties prior to commencement of the leave.  An 
employee’s early return from leave prior to the date agreed at the time of 
commencement of such leave shall be subject to further terms and conditions 
agreed and documented between the parties. 
 
An employee on carers leave for up to 12 months is entitled to the position 
that they held immediately before proceeding on leave except where 
otherwise agreed in the terms and conditions of the leave.  An employee, 
upon returning to work after leave of more than 12 months duration, is entitled 
to a position at the same classification if such a position is available, otherwise 
the provisions of Clause 3.5.2 shall apply. 
 
Carer's leave may be extended but under no circumstance will the time on 
carer's leave extend beyond three (3) years.  The leave may be taken in up to 
twelve (12) month blocks, but not exceeding three (3) years in total.   
 
Employees may work on a part time basis at Council while on carer's leave.  
The terms and conditions of such part time work will be negotiated and agreed 
by the parties and documented by the parties.  
An employee on carer's leave may terminate their employment at any time 
during the period of leave by notice in accordance with the Award. 
 
8.3 PROFESSIONAL DEVELOPMENT LEAVE 
 
Employees may apply for up to two (2) years leave without pay to undertake a 
course of study or to take up a vocational or professional development 
placement, subject to the employee having two (2) years continuous service 
with Council at the time of commencing the leave. 
 
Employees employed pursuant to a fixed term employment contract will not be 
entitled to leave under this Clause beyond the expiry of their contract. 
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Council will consider all applications on their merits taking into account 
operational arrangements and practicalities and the demonstrated benefits to 
Council. 
 
Absence on professional development leave shall not break the continuity of 
service of an employee and shall not be taken into account in calculating the 
period of service of any purpose defined in the Award, Agreement or Long 
Service Leave Act 1987.  
 
An employee on professional development leave for up to 12 months is 
entitled to the position that they held immediately before proceeding on leave 
except where otherwise agreed in the terms and conditions of the leave.  An 
employee, upon returning to work after leave of more than 12 months 
duration, is entitled to a position at the same classification if such a position is 
available, otherwise the provisions of Clause 3.5.2 shall apply. 
 
The terms and conditions of the leave and return to work shall be agreed and 
documented by the parties prior to commencement of the leave.  An 
employee’s early return from leave prior to the date agreed at the time of 
commencement of such leave shall be subject to further terms and conditions 
agreed and documented between the parties. 
 
8.4 PARENTAL LEAVE 

Full-time and part-time staff who have a minimum of 12 months continuous 
service with the Council will be entitled to 12 weeks of Paid Parental Leave 
following the birth, adoption or long term fostering of a child.  This leave shall 
be available only to the parent who is fulfilling the role of primary care giver of 
the child/children.  

The rate of pay will be the rate of base salary applicable at the date of the 
parental leave payment.  Payment will be based on ordinary hours and will be 
paid fortnightly. 

A pro rata payment will apply for permanent part-time staff based on average 
hours worked over the preceding 12 months. 

Payment for parental leave will cease if the Employee resigns during the 
period of Paid Parental Leave. 

The period of Paid Parental Leave provided by the Council will count as 
service 

Employees employed pursuant to a fixed term employment contract will not be 
entitled to leave under this clause beyond the expiry date of their fixed term 
contract.   

Paid Parental Leave shall be used before any other leave entitlements.   

Notice periods and certification requirements will be in accordance with the 
Award.   
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Following the paid period of Maternity, Adoption, Foster or Supporting Partner 
leave, an Employee may take Unpaid Parental Leave to enable them to 
continue to be the primary care-giver of the newborn or adopted or fostered 
child. An eligible Employee may take a period of Unpaid Parental Leave of up 
to 12 months, less any period of Maternity, Adoption, Fostering or Supporting 
Partner Leave taken.   

Upon request from the Employee, Council may agree to an extension of 
Unpaid Parental Leave for a further period of up to 12 months, immediately 
following the end of the initial 12 month period.   

There will be no requirement to take the full period of 52 weeks Unpaid 
Parental Leave.  However, a medical certificate stating the employee is fit to 
undertake the full range of the Employee's substantive position will be 
required if returning to work less than six weeks after the birth.   

Unpaid Parental Leave shall not break the continuity of service of an 
Employee and shall not be taken into account in calculating the period of 
service of any purpose defined in the Award, Agreement or Long Service 
Leave Act 1987.  

Employees have the option to spread the payment for Maternity, Adoption, 
Foster or Supporting Partner leave over a period of up to 24 weeks at a rate of 
half normal salary. The first 12 weeks of leave counts as service for all 
purposes. Any leave in excess of 12 weeks does not count as service for any 
purpose. 

Employees shall be eligible to receive the 12 weeks of Paid Parental Leave 
under this clause in addition to the 18 weeks payment from the Federal 
Government as prescribed by the Paid Parental Leave Act 2010 (Cth) (the 
PPL Act). 

The employee may make a written election as to whether they wish to receive 
the Council and PPL Act entitlements simultaneously (both at the same time) 
or consecutively (one after the other).  

In the event that the Federal Government alters/repeals the PPL Act and 
introduces a new scheme, the parties to this agreement agree to consult each 
other with the aim of amending this clause to enshrine the changes to the PPL 
Act or any new legislation within this enterprise agreement by a variation 
application. 
 
Superannuation Contribution  
 
Council recognises that working women are disadvantaged in the building of 
superannuation retirement savings due to family responsibilities. 
 
As the PPL Act does not envisage that superannuation will be paid in addition 
to the Federal Government entitlements, the Council will make statutory 
superannuation contributions in respect of the entitlements paid to the female 
Employee under the PPL Act, in addition to those entitlements under this 
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clause for those employees having 12 months continuous service with the 
Council.   
 
The council shall also make statutory superannuation contributions in respect 
of the period of Unpaid Parental Leave taken by eligible female Employees up 
to a maximum of 40 weeks. 
 
Supporting Partner Leave 
 
An Employee whose partner gives birth to or adopts or fosters a child is 
entitled to four weeks of unpaid supporting partner leave immediately 
following the birth or adoption or long term fostering of a child.  In the event 
the Employee accesses Dad and Partner Pay pursuant to the PPL Act (from 1 
July 2013 $622.10 per week gross - two weeks maximum) the Council will pay 
the Employee the difference between their ordinary time earnings and the 
statutory Dad and Partner Pay rate.   
 
Unpaid Supporting Partner Leave shall not break the continuity of service of 
an Employee and shall not be taken into account in calculating the period of 
service of any purpose defined in the Award, Agreement or Long Service 
Leave Act 1987.  
 
A request for Supporting Partner Leave must be submitted to the Chief 
Executive Officer and accompanied by documentary evidence if requested. 
 
Adoption Leave 
 
Following adoption approval, an Employee who is the primary carer of the 
child is entitled to Paid Parental Leave where: 
 
• the adoptive child is under school age on the day of placement; and 
• the adoptive child did not previously live with the Employee for a period 

 of six months or more before the day of placement; and 
• the adoptive child is not a child or step-child of the Employee or the 

 Employee’s partner, unless that child had not been in the custody and 
 care of the Employee or the Employee’s partner for a significant period 
 of time. 

 
Documentary evidence of approval for adoption must be submitted to the 
Chief Executive Officer when applying for Adoption Leave.   
 
Adoption Leave is available from one month prior to the date of placement of 
a child and must be taken as a single, unbroken period. 
 
Foster Care Leave 
 
An employee, who is an approved applicant for the purposes of the long term 
fostering of a child (where the child is placed under guardianship of the 
Minister until reaching 18 years of age) is entitled to Paid Parental Leave 
where: 
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• the child is under school age on the day of placement; and 
 
• the child did not previously live with the Employee for a period of six 

months or more before the day of placement   
 

Foster Care Leave is available from one week prior to the date of placement 
of a child who has not previously lived with the Employee for a continuous 
period of six months or more and should commence within eight weeks of the 
child being placed.   
 
Documentary evidence of approval for the long term fostering of a child must 
be submitted to the Chief Executive Officer when applying for Foster Care 
Leave. 
 
Return to Work After Parental Leave 
 
On ending Maternity, Adoption, Foster or Supporting Partner leave, an 
Employee is entitled to return to: 
 
• the Employee’s pre-leave duties; or  
• if those duties no longer exist—an available position for which the 

Employee is qualified and suited at the same Classification and pay as 
applied pre-leave. 

• Any change to the Employee's job status and/or conditions of employment 
will be by mutual agreement.  For the purposes of this Clause, duties 
mean those performed: 

• if the Employee was moved to safe duties because of the pregnancy—
immediately before the move; or 

• if the Employee began working part-time because of the pregnancy—
immediately before the part-time employment began; or  

• otherwise - immediately before the Employee commenced Maternity, 
Adoption, Foster or Supporting Partner leave.  

 
An Employee returning to duty from Maternity, Adoption, Foster or Supporting 
Partner leave will have the right to access part-time work in accordance with 
the part-time provisions of this Agreement.   
 
If the Employee has been in their current position for at least six months, the 
Employee will be eligible to go to the next higher step in their level on their 
return to work.  If the Employee has served less than six months, no salary 
adjustment will occur and the Employee will return to work on their former 
level and step. 
 
Workplace Connection 
 
The Council acknowledges the importance of Employees maintaining a 
connection with the organisation whilst they are on parental leave and, subject 
to the Employee notifying the Council of changes of address or other contact 
details, the Council will be proactive in maintaining this connection that shall 
include but not be limited to: 
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Continued information flow from the Council; and Appropriate re-induction and 
training skills. 
 
Miscarriage/Still birth 
In the event of a still birth (pregnancy of more than 20 weeks), the employee 
may apply for any period up to a maximum of 52 weeks parental leave.  The 
period of paid parental leave can still be taken during that period.  The Council 
may also approve other forms of paid and unpaid leave during that period.  
In the event of a miscarriage (pregnancy of less than 20 weeks), Council may 
approve periods of paid and unpaid leave as determined on a case by case 
basis. 
This clause applies to female employees only.  Supporting partners may 
access other leave provisions in order to provide support to their partner in the 
event of a miscarriage or still birth. 
 
8.5 LONG SERVICE LEAVE 
 
Full time and part time employees are eligible for pro rata long service leave 
after 7 years of continuous service.  For the purposes of this Clause, service 
shall include continuous service with prior council/s within South Australia 
subject to there being sufficient salary credit received by Council from such 
previous employing council/s. 
 
Upon termination of employment, full time and part time employees with at 
least seven (7) years continuous service shall be paid out any pro rate long 
service leave.   
 
Where an employee commences on a period of long service leave, the 
employee may, if Council and the employee so agree in writing, be paid for 
each week of that period at half the rate at which they would otherwise be 
entitled.  Being paid at half the rate of pay provides the employee the 
opportunity to take double the period of Long Service Leave on half pay. 
 
This Clause should be read in conjunction with Council’s relevant policy and 
procedures as amended from time to time. 
 
8.6 CULTURAL LEAVE 
 
In recognising all cultures within the workforce, Council may allow an 
employee to take approved leave to attend a recognised cultural national day 
of celebration relating to their culture.  The form of approved leave may be 
banked hours or annual leave in accordance with the leave provisions. 
 
All cultural leave will be mutually agreed in advance between the Supervisor 
and respective employee. 
 
8.7 VOLUNTARY EMERGENCY MANAGEMENT LEAVE 
 
An employee who is a member of a voluntary emergency management body 
may be eligible for up to five (5) days of paid leave in any 12 month period to 

35 
 



participate in emergency management activities related to an emergency or 
natural disaster such as Fire Fighting. 
 
A further five (5) days of paid leave in any 12 month period may be accessed 
subject to the agreement of the relevant Supervisor. 
 
Participation is subject to operational needs of Council not being placed at risk 
due to the employee being granted leave to participate in emergency 
management activities. 

 
An employee who applies for leave under this Clause shall provide evidence 
that they have been requested by or on behalf of the body to carry out the 
activity and upon completion of the emergency management activities the 
employee will provide a statement of attendance to support taking of such 
leave. 
 
It shall be the responsibility of the employee to keep the Supervisor informed 
about the time off required to attend to emergency management activities and 
any impact this absence may have in relation to the employee’s normal duties. 
 
This Clause should be read in conjunction with Council’s relevant policy and 
procedures as amended from time to time. 
 
8.8 JURY SERVICE LEAVE 
 
A full-time or part-time employee who is called to serve on a jury shall be 
entitled to leave for that purpose without loss of pay, provided that; 
 
• The employee notifies Council as soon as possible of the date/s involved 

in the jury service. 
 
• The employee supplies proof of jury attendance including the relevant 

dates and times together with full details of the amounts received in 
respect of their attendance. 

 
• The employee claims from the relevant Court the full amount payable in 

respect of jury service and (excluding amounts reimbursed for travelling) 
repays such amounts in full to Council. 

 
• The employee, as far as is practicable shall return to work if the jury 

attendance ceases prior to the end of the normal day’s work. 
 
Jury service shall count as service for the purposes of the Award, Agreement 
or Long Service Leave Act 1987.  
 
8.9 BLOOD DONOR LEAVE 
 
An employee, other than a casual, shall be entitled up to a maximum of two 
hours paid leave on any one occasion for the purpose of donating blood.  A 
maximum of four separate absences per calendar year may be allowed and 

36 
 



shall be arranged by mutual agreement between the employee and 
Supervisor. 
 
Provided that the employee shall arrange for the absence to be at a time 
suitable to the operations of the employee’s work group and be as close as 
possible to the beginning or ending of the employee’s ordinary working hours.  
 
Proof of such attendance shall be required to be produced, upon request by 
the Council. 
 
8.10 BEREAVEMENT LEAVE 
 
An employee, other than casual, shall be entitled to two (2) days Bereavement 
Leave as per the Award. 
 
Where personal and genuine needs exceed those circumstances outlined in 
the Award, Bereavement Leave may be granted at the discretion of the 
relevant Manager. 
 
Part 9 – OTHER ARRANGEMENTS 
 
9.1 TRAINEES 
 
The parties agree that providing opportunities for people to gain training and 
experience in the organisation is an important strategy in addressing 
succession and workforce planning needs.  Council employees will provide a 
commitment to pass on knowledge and provide direction and assistance in 
helping trainees to integrate into the workforce. 
 
Trainees will not be used in positions that require significant experience 
and/or knowledge in the performance of duties in a safe manner and to a high 
standard. 
 
9.2 ENTITLEMENT TO CASH OUT ANNUAL LEAVE 
 
An employee may request to cash out an entitlement to take an amount of 
annual leave credited to the employee if: 

 
• The employee provides in writing to elect to forgo the amount of annual 

leave; and 
 

• The employee has an annual leave balance greater than 152 hours at the 
time of the request. 

 
• The employee demonstrates proactive management of their own leave 

entitlements in ensuring a healthy work-life balance is being maintained 
through the taking of appropriate leave breaks. 
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The employee is to receive pay in lieu of the amount of annual leave at a rate 
that is no less than the rate that, at the time the request is made, is the 
employee’s basic rate of pay (expressed as an hourly rate). 

 
However, during each 12 month period (anniversary), an employee is not 
entitled to cash out an amount of annual leave credited to the employee that 
is equal to more than 76 hours nominal hours worked by the employee for the 
employer during the period. 
 
9.3 ANNUAL LEAVE LOADING  
 
An employee entitled to annual leave shall be paid their annual leave loading 
entitlement in November each year (as accrued or calculated on a pro rata 
basis) in lieu of their annual leave loading payable under the Award. 
 
If an employee ceases to be employed by the Council prior to November or 
the employee has not worked for a full 12-month period preceding November, 
the annual leave loading due to such employee will be calculated on a pro-
rata basis. This clause does not apply to employees whose employment has 
terminated for serious misconduct. 
 
Where an employee has undertaken Higher Duties for a continuous period of 
12 months or more, the annual leave loading will be paid at the pay rate 
applicable for the Higher Duties for the period that Higher Duties is taken. 
 
9.4 ANNUAL LEAVE AT HALF PAY 
 
Where an employee commences on a period of annual leave, the employee 
may, if Council and the employee so agree in writing, be paid for each week of 
that period at half the rate at which they would otherwise be entitled.  Being 
paid at half the rate of pay provides the employee the opportunity to take 
double the period of annual Leave on half pay. 
 
9.5 REPRESENTATIVE ALLOWANCE 
 
Employees performing representative duties as designated Fire Wardens, 
First Aid Officers, Equity & Diversity Contact Officers or Health and Safety 
Representatives will be entitled to payment of an allowance of $500 per 
annum that shall be paid fortnightly. 
 
The allowance is only to be paid on the basis that the designated employees 
have completed training relevant to the particular role and have an ongoing 
participation in the representative role. 
 
Proxy/Deputy Representatives shall be entitled to payment of $19 for any 
standard pay fortnight during which they perform representative duties in the 
absence of the designated representative for whom they are Proxy/Deputy. 
 
Part-time employees will be entitled to pro-rata payment based on their 
approved weekly hours of duty. 
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Employees will receive payment of the annualised allowance while on paid 
leave.  The allowance will be ceased for absences on unpaid leave. 
 
An employee performing more than one of the abovementioned roles is only 
eligible to receive payment for one allowance at any time. 
 
9.6 SUPERANNUATION 
 
The parties agree that all employees shall have their choice of superannuation 
fund. 
 
Statewide Super will remain the default fund where employees do not advise 
of an alternative superannuation fund for receipt of contributions.  
 
Council will pay to Statewide Super an amount (in respect of each employee) 
no less than the amount specified in the Superannuation Guarantee 
(Administration) Act 1992 (Cth) and Superannuation Guarantee Charge Act 
1992 (Cth). 
 

9.6.1 Salary Sacrifice to Superannuation 
 
An employee can elect to have an amount of their current salary (whole 
percentage only) paid each pay period by the employer into Statewide Super 
on behalf of the employee. 

 
Such arrangements shall be in writing and detail the percentage of salary to 
be salary sacrificed.  

 
As salary sacrifice is a complex matter, it is the employee's responsibility to 
seek financial advice and fully understand all implications of salary sacrifice 
before entering into salary sacrifice arrangements. 
 
If employees enter into a salary sacrifice arrangement, it is more than likely 
that their net pay at the end of each pay cycle will be less than what is 
contemplated in the salary schedule of this Agreement. 
 
Salary sacrifice arrangements may only be altered by the employee once per 
year.  However, consideration will be given at other times if circumstances 
warrant. 
 
Employees who wish to sacrifice their long service leave entitlements can only 
do so before the entitlement to such leave has accrued.  This means that long 
service leave already accrued to an employee cannot be sacrificed, but long 
service leave entitlements that an employee will be entitled to in the future can 
be sacrificed.   
 
The option of sacrificing long service leave entitlements will only be applicable 
to entitlements accruing from an employee’s 10 years’ service onwards. 
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9.7 SALARY SACRIFICE/PACKAGING 
 
Salary sacrifice/packaging is a feature of employees’ remuneration that is 
administered at the discretion of Council.  Employees are responsible for 
obtaining their own financial advice in relation to issues arising from this 
provision. 
 
Employees may sacrifice/package part of their salary in return for other 
benefits, as approved by the Australian Taxation Office, as legally allowable 
items (e.g. novated car lease).  All Fringe Benefits Tax and other costs 
incurred as a result must be borne by the employee. 
 
Employees utilising sacrifice/package arrangements will be required to do so 
in accordance with Council’s relevant policy and procedure. 
 
Salary sacrifice/package arrangements (with the exception of additional 
superannuation contributions) shall be administered by Council through a third 
party provider with all associated fees being payable on a user basis by the 
employee utilising such services. 
 
All salary sacrifice arrangements must be agreed in writing between the 
employee, Council and any third party provider (where necessary). 
Employees can withdraw from the salary sacrifice agreement at any time by 
notifying Council and 3rd party provider in writing. Employees should be aware 
that in some cases, fees may be charged by a third party provider where such 
arrangements are terminated. 
 
Any outstanding monies owing to the Council under this Clause may be 
withheld from the employee’s termination payment. 
 
The employee’s pre-sacrificed/packaged salary for all purposes (such as, but 
not limited to, Award and Enterprise Agreement entitlements including 
superannuation, leave and annual leave loading, penalties, separation 
package etc.) shall be the pre-sacrificed/packaged salary. 
 
9.8 RECRUITMENT AND PROMOTION 
 
Council will recruit and promote staff who clearly demonstrate a commitment 
to the constructive culture and associated characteristics described in this 
Agreement. 
 
Council will ensure that the process for recruitment and selection is fair and 
equitable and based on good human resource management practices. 
 
Council has developed and will continue to maintain Recruitment and 
Selection Policies and Procedures as amended from time to time. 
 
Before any position is advertised, a Position Profile will be developed and the 
classification level assessed. 
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Council has the discretion to advertise internally and externally 
simultaneously. 
 
Any internal applicant who meets the essential criteria shall receive an 
interview, and if unsuccessful shall receive feedback regarding their 
application and/or interview and, if requested, shall be provided with 
assistance and advice in developing their skills and/or application techniques 
to enhance future career opportunities. 
 
9.9 STAFF TRAINING AND DEVELOPMENT 
 
Council is committed to enhancing the skills of its workforce through the 
provision of training both internal (on the job) and external through attendance 
at training courses, conferences and seminars and will support and encourage 
employees who undertake work related private study in accordance with 
Council’s Policies and Procedures. 
 
It is recognised that participation in training and development programs should 
result in a multi-skilled workforce with the potential to give immediate benefits 
to Council in improved productivity, efficiency and quality of customer service 
and should provide improved career options for employees. 
 
Council has a commitment to ongoing training of employees by allocation of at 
least 1.5% per annum of Council’s salary budget for employees covered by 
this Agreement for providing training and development programs for 
employees covered by this Agreement.  This commitment may be varied by 
agreement of the EDT in order to fulfil the requirements of the training plan 
developed. 
 
People Managers will receive support and training to enable them to identify 
skills required by employees in order to plan and co-ordinate the appropriate 
training response. 
 
Council shall have a performance appraisal and development process.  
Employees will receive feedback in regard to their performance and 
development and training needs. 
 
A corporate training plan will be developed on an annual basis and will be 
congruent with the strategic and organisational needs of Council. 
 
Council will ensure that all employees across all levels of the organisation 
have a fair and equitable opportunity to attend training programs and will 
maintain a register of relevant details (such as gender, age, classification level 
and so forth) to ensure that this occurs. 
 
Where an employee has been employed by Council in a particular capacity, 
but (after consultation) is no longer required to perform those functions or 
duties, the Council undertakes to assist, support and reimburse the cost of 
retaining any qualifications required under the previous terms of employment 
up to a level of $500 per annum for a period of two years. 
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9.9.1 Flexibility – Training 
 

It is recognised that in some instances the maintenance of proper customer 
service restricts the options of staff taking full advantage of training. 
 
As a means of providing greater flexibility in the provision of training and 
development opportunities, subject to agreement, time may be spent at 
training programs or seminars conducted on a Saturday or other agreed times 
outside of ordinary hours.  By mutual agreement time spent at such training 
shall be paid at ordinary time or alternatively may be taken as time in lieu. 
 
Council will provide child care or reimburse reasonable child care expenses 
incurred for employees with family responsibilities who would be unable to 
attend training outside their normal hours of work without child care 
arrangements. 
 
Council information sessions are not included in the scope of this Clause. 
 

9.9.2 Development 
 
Providing staff members with the opportunity to gain experience through 
performing other duties at a higher level or the same level is seen as a 
method of developing staff members for now and the future.  Accordingly, 
Council will ensure that employees are provided with the opportunity to: 
 
• Perform other duties whilst other employees are on annual leave, etc 

before any external resources are utilised; and 
 
• Participate in project work that may otherwise be undertaken by external 

consultants. 
 
The allocation of duties and responsibilities will be decided by the relevant 
Manager based on competency and availability. 
 
Sharing workload between a number of individuals may also provide 
development opportunities. 
 
9.10 RECLASSIFICATION 
 
An employee may, by written request, have their classification reviewed by 
Council in accordance with current Council procedure as amended from time 
to time. 
 
The investigation and response to the reclassification request shall take no 
longer than thirty (30) days from receipt of the application. 
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The applicant shall be presented with written confirmation of the decision on 
their application.  If the applicant is unsuccessful, written reasons shall be 
provided. 
 
A successful application for reclassification shall take effect in terms of 
increased remuneration from the date the employee commenced the changed 
duties or in any event, no later than the date of application of the 
reclassification. 
 
9.11 PART-TIME EMPLOYMENT CONDITIONS 
 
Where a part-time employee agrees, the employee may work up to 38 hours 
per week within the span of ordinary hours and shall be paid by mutual 
agreement between the employee and employer, at ordinary time rates or 
taken as time off in lieu of payment.  All work performed in excess of 38 hours 
per week is to be paid at the appropriate overtime rate.  Work performed 
outside of the span of ordinary hours is to attract the appropriate penalty rate. 
 
The employee shall be given a minimum of 24 hours’ notice of Council’s 
requirement to work additional ordinary hours.  If the additional time falls on a 
day the employee is already working, the minimum additional time to be 
worked shall be one (1) hour.  In the case of a day when the employee is not 
working, the minimum additional time to be worked shall be three (3) hours. 
 
Adjustment to all leave entitlements is to be made proportionate to the 
additional hours worked over the employee’s contractual hours of duty. 
 
Part-time employees, upon their employment anniversary date, shall receive 
the full value of the increase to the next increment within their classification 
level, which will then be applied according to the hours worked by the 
employee. 
 
9.12 CORPORATE WARDROBE 
 
Wearing of corporate uniform is not compulsory.  
 
Permanent full-time or part-time staff will have the option of access to the 
corporate wardrobe immediately on completion of their probationary period 
and confirmation of employment.  New staff will receive a uniform allowance 
of $400 per annum in the first year of employment and existing staff will 
receive a uniform allowance of $350 per annum. 
 
Where there is an unspent uniform allowance amount remaining at the end of 
the financial year, staff are eligible to roll this amount over for a maximum 
period of one year, after which if it remains unspent, it will be forfeited. 
 
Staff who are engaged for contract periods are not entitled to this allowance, 
however, they may be able to negotiate this in consultation with their 
manager, with the decision to access the corporate wardrobe allowance being 
at the discretion of their manager. 
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9.13 HIGHER DUTIES 
 
The relevant manager and the employee performing the higher duties, in 
conjunction with Organisational Development will agree, in writing, on the 
percentage of higher duties and benefits (if applicable) to be paid prior to 
beginning such work. 
 
Employees will be paid for higher duties for each completed standard day  for 
the entire period that they perform those higher duties. 
 
Where an employee (full-time or part-time) has been performing higher duties 
on a regular basis for a period greater than twelve months, they will be paid 
the next increment at the appropriate level. 
 
9.14 PROFESSIONAL MEMBERSHIP FEES 
 
Payment of professional membership fees shall be paid in full, where the 
Manager considers an employee requires membership to a professional body 
in order to fulfil the essential requirements of their position. 
 
 
9.15 AGENCY EMPLOYEES AND FIXED TERM CONTRACTS. 
 
Council will ensure that Agency employees and staff employed under a fixed 
term contract arrangement receive salary and conditions under this 
agreement as a minimum. 
 
Council may offer fixed term employment contracts in the following 
circumstances: 
 
• For a specific project of defined duration or for work of a limited duration; 
• For a position that is funded from an external body; 
• To replace an employee who is on extended leave, eg parental leave, 

Long Service Leave. 
 
Where the Council wishes to utilised fixed term contracts for other reasons, it 
may do so provided consultation takes place with the Enterprise Development 
Team. 
 
A fixed term contract offered by the Council will contain the following 
provision: 
 
• The term of the contract shall be for no less than 3 months and for no 

greater than 5 years  
• For contracts with duration of up to 12 months, the Council shall give the 

incumbent a minimum of 4 weeks’ notice of its intention not to renew the 
contract. 
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• For contracts with duration of more than 12 months, the Council shall give 
the incumbent 3 months’ notice of its intention not to renew the contract 
and the grounds on which the decision was made. 

 
Where the Council has resolved to continue with the same position for a 
further fixed term, or additional funding from an external body is provided, 
then the incumbent shall have the right to renew the contract subject to having 
performed their duties satisfactorily in accordance with the expectations of the 
position description and Council’s performance review process. 
 
Prior to entering into a fixed term contract, the opportunity to seek advice from 
their Union shall be afforded to the prospective contract employees. 
 
The Council will provide information to the Enterprise Development Team on 
the utilisation of Fixed Term employment contracts on a quarterly basis.  The 
EDT will review these arrangements as part of their role in monitoring the 
implementation of this agreement. 
 
9.16 REVIEW OF LIBRARY SERVICES 
 
The role of libraries is significantly changing, moving away from a 
transactional based customer service delivery model to one of community and 
cultural development with a strong focus on lifelong learning, community 
connections, digital literacies, early childhood development as well as 
preserving and interpreting the heritage and identity of the community. 
 
There is an increasing need for flexibility to meet these key challenges with 
library staff having to embrace changes to their roles and individual 
competency requirements. 
 
The parties to this Agreement will complete a review of library services within 
12 months of the certification of this Agreement.  The review will be conducted 
under the auspices of the Enterprise Development Team who shall formulate 
agreed terms of reference that shall, as a minimum consider and report on: 
 
• Current and emerging leading practice library service delivery models 
• workflow redesign opportunities to support current and emerging 

leading practice library service delivery models  
• changes in responsibilities, skills, experience, competencies and 

position-related qualifications of library officers classified at level 2 
• opportunity for job redesign of library officers classified at level 2 to 

support changing work patterns whilst increasing task identity, variety 
and significance 

• reclassification of library officers classified at level 2 to level 3 as a 
result of job and workflow redesign opportunities 

 
The review team shall present its report including any recommendations to the 
Enterprise Development Team with a view to it reaching consensus as to the 
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form and content of recommendations to be presented to the Executive 
Management Group for their consideration. 
 
The Executive Management Group will at its discretion, determine which 
recommendations of the Enterprise Development Team may be actioned. 
 
 Part 10 – HOURS OF WORK 
 
10.1 HOURS OF WORK 
 
The ordinary hours of work for full-time employees (excluding Library 
employees covered under the Library Hours Agreement) shall be 147.25 
hours over 19 days in each four (4) week period. 
 
Full-time employees shall be entitled to one (1) rostered day off (RDO) on full 
pay in each four (4) week period with the exception of those employees who 
negotiate to forfeit of their entitlement to RDO’s pursuant to Clause 10.2 of 
this Agreement. 
 
Those employees who negotiate forfeiture of their entitlement to RDO’s 
pursuant to Clause 10.2 shall work 155 hours over 20 days (7.75 hours x 20 
days) in each four week period. 
 
Employees on salary packaged arrangements are not entitled to RDO’s. 
 
The ordinary span of hours will be between 7.30am and 8.30pm Monday to 
Friday. 
 
Subject to other arrangements to the contrary permitted under this Clause the 
normal starting and finishing times for employees will be between 8.30am and 
5.00pm Monday to Friday inclusive.  A standard day will be of 7.75 hours (7 
hours and 45 minutes) duration exclusive of a 45 minute unpaid lunch break 
to be taken between 11.30am and 2.30pm. 
 
Work outside of 8.30am and 5.00pm Monday to Friday shall be carried out 
pursuant to this Clause with the approval of the respective manager and with 
the agreement of the employee involved. 
 
Employees shall accrue nine (9) minutes for each 7.75 hour (7 hours and 45 
minutes) shift or 7.75 hour day worked by the employee.  The balance of 
fifteen (15) minutes to accrue 24 minutes for each shift or day worked to give 
the employee an entitlement to take an RDO is enabled by way of prior 
agreement to forego an extension of the Award based 45 minute lunch break 
to 60 minutes.   The agreement to extend the Award based 45 minute lunch 
break arises from the waiving of the right to two 10 minute tea breaks.  
 
Employees employed for less than the full-time ordinary hours (part-time 
employees) not having access to RDO’s provided by way of the above 
arrangements shall have a maximum of 15 minutes credited at ordinary time 
for each day worked (pro-rated to actual hours worked each day) to be taken 
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as time off in lieu at a time mutually agreed between the employee and their 
respective manager. 
 
By mutual agreement between the employee and the respective manager the 
number of ordinary hours worked by an employee in one day may be altered 
provided however than an employee can work no more than ten (10) hours in 
one day between the hours of 7.30am and 8.30pm Monday to Friday without 
attracting penalty rates. 
 
Hours worked within the ordinary span of hours in excess of 38.75 hours per 
week (7.75 hours x 5 days) shall be calculated at ordinary time and will be 
credited to the employee to be taken as time off in lieu at a time mutually 
agreed between the employee and their respective manager. 
 
Hours worked outside the ordinary span of hours shall be paid at the 
appropriate penalty rate or may with the agreement of the employee be taken 
as time off in lieu multiplied by the appropriate penalty rate to be taken at a 
time mutually agreed between the employee and their respective manager. 
 
Employees in consultation with their respective manager may elect to vary 
their own starting and finishing times within the stipulated ordinary span of 
hours to suit their personal needs with the primary factor in any decision being 
productivity and responsiveness in the delivery of services. 
 
RDO’s shall be scheduled by mutual agreement between the employee and 
the respective manager. 
 
Notwithstanding any other provisions of this clause an employee shall not be 
entitled to more than 13 paid RDO’s in any 12 months of consecutive 
employment. 
 
The employee may with agreement of the respective manager substitute the 
day on which the employee is to be rostered off duty for another day. 
 
If an employee’s RDO falls on a public holiday an alternative RDO shall be 
observed to be fixed by mutual agreement between the employee and their 
respective manager. 
 
Employees are not eligible for sick leave in respect of absences on RDO’s. 
 
RDO’s shall not be regarded as part of an employee’s annual leave for any 
purpose. 
 
Employees may choose to bank their RDO’s up to a maximum of twelve (12) 
days and choose to either take that time off as individual days or in blocks of 
days at a time mutually agreed between the employee and their respective 
manager or be paid out their RDO’s on a hour for hour basis.  Banked RDO’s 
shall be exhausted at the 30 June in each year unless prior written agreement 
of the respective manager is given.  The written agreement must prescribe the 

47 
 



manner in which the banked RDO’s are to be utilised and a copy of that 
agreement must be forwarded to the Payroll Unit. 
 
10.2 FORFEITURE ROSTERED DAYS OFF 
 
Employees entitled to RDO’s in accordance with this Agreement may upon 
written request forfeit their entitlement to RDO’s and receive an annualised 
payment in lieu.  The annualised payment shall be applied in the following 
manner: 
 
• An annualised payment equivalent to the value of the difference between 

the employee’s substantive pay rate increment and two pay rate 
increments higher shall be applied.  The exception to this shall be for 
employees whose substantive pay rate increment is Level 8 Step 2 or 
Level 8 Step 3 who shall have an annualised payment equivalent to the 
value of the difference between Level 8 Step 1 and Level 8 Step 3. 

 
• The annualised payment shall not form a part of the employees hourly pay 

rate for the purposes of the calculation of overtime or penalty rates 
payments but shall be applied for the purposes of superannuation and 
paid leave. 

 
Example (where the employees substantive pay rate increment is Level 2 
Step 3) 
 
Level 3 Step 1 $57,622.51 
Level 2 Step 3 $54,866.51 
Difference $  2,756.00 
 
The annualised payment in the above example therefore is $2,756.00 

 
10.3 LIBRARY HOURS OF WORK 

10.3.1 Ordinary Hours of Work 
 
Ordinary hours of work for Library full-time employees shall be 75 hours per 
fortnight to be worked between 7.30am and 8.30pm Monday to Friday 
(excluding Public Holidays), Saturday 9.30am to 4.30pm and Sunday between 
12.15pm and 4.45pm.  Penalty rates will apply in accordance with the Award 
(except as specified in Clause 10.3.4 of this Agreement). 

10.3.2 Normal Working Day 
 
The normal working day for a full-time employee is 7.5 ordinary hours.  Start 
and finish times will be based on operational requirements, with consideration 
given to individual circumstances where possible.  Agreement between the 
employee and the Manager Libraries (or his/her delegate) is required where 
the normal working day is to vary from 7.5 ordinary hours.  A normal working 
day may be varied to allow an employee to work a maximum of 10 ordinary 
hours in one day. 

48 
 



10.3.3 Flexible Working Arrangements 
 
In appropriate circumstances and providing quality customer service and other 
organisational goals are achieved, full-time employees may negotiate access 
to flexible working arrangements (as provided for in this Agreement), subject 
to the agreement of the Manager Libraries (or their delegate). 

10.3.4 Saturday and Sunday Loading 
 
Ordinary hours worked on Saturday will be paid at penalty rates in accordance 
with the Award. 
 
Ordinary hours worked on Sunday will be paid at the ordinary hours rate plus 
80% loading for all such Sunday hours worked.  

10.3.5 Requirements to work weekends 
 
Library staff are required, as part of their ordinary hours, to be rostered to 
work on Saturday and/or Sunday.  Customer service levels will be maintained 
by having a mix of part-time and full-time permanent and contract staff for 
weekend work.  The actual frequency of work will be determined by 
management in consultation with library staff. 
 
Part-time staff will retain the committed total of weekly hours for which they 
have been employed, however the hours worked may be spread over any one 
of the 7 days providing part-timers work on a maximum of 6 days in any one 
week.  Hours additional to the existing commitment for part-time staff will be 
by mutual agreement between the employer and the employee. 

10.3.6 Minimum Hours for a Casual 
 
Casual employees will be paid a minimum of 3 hours for any shift worked, 
regardless of the length of time actually worked.  If casuals are called in and 
no work is available they will be paid for 3 hours at their ordinary rate of pay. 

10.3.7 Rosters 
 
Shift rosters (as opposed to daily rosters) will be prepared and distributed to 
all relevant employees 4 weeks in advance or earlier by mutual agreement.  
Any employee-instigated change to rosters must be by prior agreement with 
the Manager Libraries (or their delegate) and will only be approved where 
operational circumstances allow.  Employees may request certain shifts within 
the roster. Rosters will be allocated taking account of such requests, where 
this is possible.  Operational requirements will prevail over any such employee 
requests or other needs.  Daily changes will be negotiated as operational 
requirements dictate. 
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10.3.8 Substitution of Public Holiday Shift  
 
A full time Library employee in mutual agreement with the Manager Libraries 
(or their delegate), and in meeting operational requirements, may swap a less 
than full rostered shift falling on a public holiday with a rostered full shift not 
falling on a public holiday.  The purpose of this arrangement is to allow the 
employee to receive the public holiday benefit for the full rostered shift rather 
than the less than full rostered shift. 
 
Part 11 – SALARY ADJUSTMENTS 
 
11.1 ANNUAL SALARY INCREASES 
 
Council agrees to pay the following salary increase to all employees subject to 
Clause 11.2 (refer Salary Schedule 1 for rates); 
 
• A 3.5% salary increase to all employees on signing of this Agreement 

effective from the first full pay period occurring on or after 1 July 2013 
 
• A further 3.4% increase effective from the first full pay period occurring on 

or after 1 July 2014 
 
• A further percentage increase required to achieve an equal sixth salary 

ranking within the reference group of councils effective from the first full 
pay period occurring on or after 1 July 2015  

 
11.2 SALARY GUARANTEE 
 
Council guarantees to achieve an equal sixth salary ranking within the 
reference group of councils comprising Port Adelaide Enfield, Mt Barker, 
Unley, Holdfast Bay, Salisbury, Playford, Adelaide City, Adelaide Hills, 
Onkaparinga, Tea Tree Gully, Norwood Payneham & St Peters, West 
Torrens, Burnside, Charles Sturt and Mitcham subject to the following: 
 
• The Enterprise Development Team (EDT) will undertake an annual review 

of the reference group of councils in May of 2014, 2015 and 2016 to 
review actual data on salary rates that were effective as at 1 July of the 
previous year (i.e. in the same financial year).   

• The annual review will be made against Level 3 Step 4 on total cash per 
annum (base salary and bonus) applying to fulltime permanent appointed 
employees to ensure that any council, whose agreement expired on or 
before 30 June in the previous year and where a replacement agreement 
was not finalised until after 1 July of that year (i.e. in the same financial 
year as the review), will be incorporated into the EDT’s review by way of 
recognition of the rate in any replacement agreement that was 
retrospectively effective from 1 July of that previous year.   

• Where a reference group council has adopted a modified salary 
classification structure, the EDT will ensure it identifies the translation 
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process undertaken by that council to confirm that appropriate comparable 
Level 3 Step 4 salary rate.  Where agreement cannot be reached by the 
EDT as to the comparable salary rate, that council shall not be included in 
the annual review process.  

If, upon review, Council is ranked less than equal sixth, an adjustment to base 
salary rates shall be made to achieve an equal sixth ranking and will be 
applied retrospectively to the first full pay period occurring on or after 1 July of 
the financial year in review.  
 
The salary adjustments provided for under Clause 11.1 shall not be withheld 
in the instance Council achieves a higher than equal sixth ranking in the year 
of review.   
 
The following formula shall be used to determine the annual salary adjustment 
factor: 
 

 Council with the sixth highest Level 3 Step 4 (base salary and bonus), 
divided by City of Marion Level 3 Step 4 (base salary and bonus) = 
Adjustment Factor (rounded to four decimal places). 

 The Adjustment Factor shall be applied to all City of Marion salary 
levels and steps to determine the adjusted annual salary rates.   

Example (where sixth highest salary is $46,000 and City of Marion is $45,862): 
 
$46,000 
$45,862 
 
= 1.0030 (Adjustment Factor) 

Annual salary adjustment therefore is: 
 
$45,862 x 1.0030 

= $46,000 

The parties are committed to using the method outlined in this Clause to 
achieve sixth ranking wage alignment and relativity with other councils as the 
basis of negotiations for its next enterprise agreements. 

Where, as a result of misinformation regarding applicable salaries of the 
reference group of councils or administrative error by Council, employees 
receive an amount in excess of that which they are entitled under this Clause, 
the Council will rectify the overpayment by way of reducing any future 
increase in an amount equal to the overpayment.   



SCHEDULE 1  SALARY RATES 
 
 

Percentage Increases
July 2013 3.5% July 2015
July 2014 3.4%

Level 8 Step 3 $98,268.46 $49.731003 $101,707.86 $51.471587 $105,165.92 $53.221621
Level 8 Step 2 $95,124.27 $48.139813 $98,453.62 $49.824706 $101,801.04 $51.518746
Level 8 Step 1 $91,980.07 $46.548619 $95,199.37 $48.177820 $98,436.15 $49.815866

Level 7 Step 3 $88,835.87 $44.957425 $91,945.13 $46.530934 $95,071.26 $48.112986
Level 7 Step 2 $86,215.47 $43.631311 $89,233.01 $45.158407 $92,266.93 $46.693793
Level 7 Step 1 $83,599.09 $42.307232 $86,525.06 $43.787985 $89,466.91 $45.276776

Level 6 Step 3 $80,977.35 $40.980441 $83,811.56 $42.414756 $86,661.15 $43.856857
Level 6 Step 2 $78,352.98 $39.652318 $81,095.33 $41.040149 $83,852.58 $42.435514
Level 6 Step 1 $75,736.59 $38.328234 $78,387.37 $39.669722 $81,052.54 $41.018493

Level 5 Step 3 $73,118.85 $37.003467 $75,678.01 $38.298588 $78,251.06 $39.600740
Level 5 Step 2 $71,544.75 $36.206858 $74,048.82 $37.474097 $76,566.48 $38.748217
Level 5 Step 1 $69,973.32 $35.411600 $72,422.39 $36.651005 $74,884.75 $37.897139

Level 4 Step 4 $68,405.87 $34.618356 $70,800.08 $35.829998 $73,207.28 $37.048218
Level 4 Step 3 $66,831.78 $33.821752 $69,170.89 $35.005512 $71,522.70 $36.195700
Level 4 Step 2 $65,256.34 $33.024464 $67,540.31 $34.180320 $69,836.68 $35.342451
Level 4 Step 1 $63,683.58 $32.228533 $65,912.51 $33.356531 $68,153.53 $34.490653

Level 3 Step 4 $62,346.13 $31.551686 $64,528.24 $32.655994 $66,722.20 $33.766298
Level 3 Step 3 $60,772.03 $30.755076 $62,899.05 $31.831504 $65,037.62 $32.913775
Level 3 Step 2 $59,197.93 $29.958467 $61,269.86 $31.007013 $63,353.03 $32.061251
Level 3 Step 1 $57,622.51 $29.161190 $59,639.30 $30.181831 $61,667.03 $31.208013

Level 2 Step 4 $57,054.84 $28.873907 $59,051.76 $29.884494 $61,059.52 $30.900567
Level 2 Step 3 $54,866.51 $27.766453 $56,786.84 $28.738278 $58,717.59 $29.715380
Level 2 Step 2 $53,293.77 $26.970532 $55,159.05 $27.914500 $57,034.46 $28.863593
Level 2 Step 1 $51,717.01 $26.172576 $53,527.11 $27.088616 $55,347.03 $28.009629

Level 1 Step 6 $50,737.19 $25.676716 $52,512.99 $26.575401 $54,298.43 $27.478964
Level 1 Step 5 $49,168.41 $24.882799 $50,889.30 $25.753697 $52,619.54 $26.629322
Level 1 Step 4 $47,598.29 $24.088204 $49,264.23 $24.931291 $50,939.21 $25.778955
Level 1 Step 3 $46,025.53 $23.292273 $47,636.42 $24.107502 $49,256.06 $24.927157
Level 1 Step 2 $44,120.04 $22.327956 $45,664.24 $23.109434 $47,216.83 $23.895155
Level 1 Step 1 $43,511.50 $22.019990 $45,034.40 $22.790690 $46,565.57 $23.565573

Levl 1a Step 4 $42,852.09 $21.686281 $44,351.91 $22.445300 $45,859.88 $23.208440
Levl 1a Step 3 $40,548.11 $20.520299 $41,967.29 $21.238509 $43,394.18 $21.960618
Levl 1a Step 2 $39,435.33 $19.957151 $40,815.57 $20.655651 $42,203.30 $21.357943
Levl 1a Step 1 $38,246.79 $19.355663 $39,585.43 $20.033111 $40,931.33 $20.714237

City of Marion Administrative Staff Enterprise Agreement No. 7, 2013

Equal 6th salary ranking

Classification Existing EA 
No. 6 Final Hourly Rate As of FFPP 

1 July 2013 Hourly Rate As of FFPP 
1 July 2014 Hourly Rate
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SCHEDULE 2  REDEPLOYMENT PROCESS  
 
The process described within this Schedule shall apply to employees who 
have been deemed to become under-utilised pursuant to Clause 3.5 of this 
Agreement. 
 
An employee shall be entitled to representation throughout this process: 
 

1. Redeployment Principles 
 

1.1 The following principles 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) The redeployment is not to disadvantage the employee 

unduly, having particular regard for the personal 
circumstances of the employee, however, ‘disadvantage’ 
will have regard to the overall employment environment 
before and after the redeployment.  Any new position must 
be selected in consultation with the employee and 
redeployment effected as soon as possible. 

 
2. Suitable Alternative Position 

 
2.1 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 6 
months.   
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2.2 A suitable alternative position may include a position of lower remuneration level if 
necessary but does not extend to a position which is more than one classification 
level below the employee’s previously held substantive position. 

 
2.3 Where a suitable alternative position is available the affected employee will be 

offered the position in preference to other employees. 
 

2.4 Offers of redeployment will be in writing, quoting the classification, salary, location 
and attaching a copy of the position description. 

 
2.5 Where a suitable alternative position (redeployment) is offered, the employee will be 

given (10) working days in which to decide to accept or decline the offer.  An 
employee may request more time (up to ten (10) working days) to decide to accept 
or decline the offer. 

 
2.6 Where an employee declines more than one reasonable offer of a suitable 

alternative position, a transfer may be effected without the employee’s agreement. 
 

2.7 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. 

 
3. Redeployment to a Lower Classification 

 
3.1 An under-utilised employee being considered for redeployment may indicate a willingness to 

accept an alternative position (where available and within reasonable time frames) at a 
classification level lower than their substantive classification level.  

 
3.2 Regardless of the employee's new classification level, the employee shall not be paid less 

than one (1) classification level lower than their previous substantive position.  In these 
circumstances the employee’s salary will be pegged at their pre-deployment substantive level 
until the one (1) level below catches up so that any future salary increases will be absorbed 
until such time as the rate of pay applicable to the redeployed position catches up. 

 
3.3 An employee who takes up an alternative position at a classification level lower than their 

substantive classification level cannot be compelled to work at or take another position at a 
lower level than the alternative position for a period of two (2) years from the date of 
commencement in the alternative position. 
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4. Training 

 
4.1 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 underutilised employee with a position description, proposed 
training program and discuss the position with the employee. 

 
4.2 The training program is to be developed by the supervisor in consultation with the employee.  

The program will then be confirmed in writing prior to appointment to the new position.  The 
purpose of the program is to ensure that the employee can overcome identified skill or 
knowledge differences. 

 
4.3 Council undertakes to provide the necessary training for all employees affected by workplace 

changes that result in under-utilisation. 
 

4.4 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. 
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SCHEDULE 3  CURRENT LAWA’S 
 

It is agreed by the parties that LAWA’s in place at the time of this Agreement coming into 
operation shall continue in force and will have a lapsing date of no later than expiration of this 
Agreement unless otherwise agreed by the parties.  An indicative list of those LAWA’s is as 
follows; 
 

• Shift Work Arrangements for General Inspectors 
 



57 
 

Signed for and on behalf of:  
 
 
The City of Marion 
 
 
_________________________________ Date :  ________________ 
 
Mark Searle 
Chief Executive Officer 
The City of Marion 
 
 
Australian Services Union 
 
 
_________________________________ Date :  ________________ 
 
Joseph Scales 
Branch Secretary 
Australian Services Union 
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