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SECTION 1: AGREEMENT REGULATION AND ADM?NISTRAT?ON

1.I TITLE

This Agreement shall be known as the Southern Mallee District Council
(ASU) Enterprise Agreement, No: 10 of 2019.

1.2 PARTIES BOUND

This Agreement is binding on:

1.2.I The Southern Mallee District Council in respect of all employees
employed pursuant to the Award.

1.2.2 The Amalgamated ASU (SA) State Union and its members employed at
Southern Mallee District Council.

1.3 PERIOD OF OPERATION

1.3.1 This agreement shall commence from the date of certification and shall
remain in force until 28 February 2022.

1.3.2 Review and negotiation of this agreement by the Enterprise Bargaining
Unit shall commence not less than 3 months prior to its expiry.

1

1.4 RELATIONSHIP TO CURRENT AWARD

1 .4.I This Agreement shall be read in conjunction with the terms of the South
Australian Municipal Salaried Officers Award provided that where there is
any inconsistency between this Agreement arid the Award, this Agreement
shall prevail to the extent of the inconsistency.

1 .4.2 Council is committed, during the life of this Agreement and in its re-
negotiation, to bargain collectively with the parties to this Agreement in
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respect of employees whose terms and conditions have traditionally been
covered by the South Australian Municipal Salaried Officers Award. The
terms and conditions of the Award and this Agreement shall apply to new
employees as they do to current employees.

1.4.3 This Agreement supersedes the Southern Mallee District Council
(ASU) Enterprise Agreement No. 9 of 2016.

1.5 DEFINITIONS

'Award' shall mean the South Australian Municipal Salaried Officers Award.

'Employer/Council shall mean the Southern Mallee District Council.

'Union' shall mean the Amalgamated ASU (SA) State Union known as the Australian
Services Union, (ASU).

'Employee' means an employee of the Council who performs work covered by this
Agreement and the Award.

'Enterprise Bargaining Unit' shall consist of equal representation from Management and
Employees (minimum of two each and at Ieast one employee will be a union member).

'Agreement' means the Southern Mallee District Council (ASU) Enterprise
Agreement, No. 10 of 2C)19.

'Consultation' is the sharing of information and the exchange of views between the
parties and includes genuine opportunity to contribute effectively to all decision-
making processes.

'Workplace Representative' shall mean a Union member or members elected by the
membership from the membership appointed under the rules of the Union, whose
role is to effectively represent the interests of members at the workplace.

'Management' shall be deemed to be Council and the Chief Executive Officer.

'Salary', for the purpose of wage increases shall mean current enterprise
agreement salary.

'Salary', for the purpose of Clause 3.4 "Employment security" shall mean
remuneration including superannuation payment, use of vehicle and regular overtime,
allowances, housing benefit and the Iike.

'Child Care Service' means the Mallee Mobile Child Care, of the Southern Mallee
District Council and shall include the

Full time permanent employees, part-time permanent employees, casuals and relief
staff. A Local Area Workplace Agreement outlining the terms and conditions relating
to these employees is shown at Schedule 1 .

1.6 NO FURTHER CLAIMS

1.6.1 The Union undertakes that during the period of operation of this Agreement
there shall be no further wage increase sought, or granted, except for those
provided under the terms of this Agreement.
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1.6.2 This Agreement shall not preclude increases granted by a State Wage Case
for economic adjustment purposes from being accessed by those covered by
this Agreement. Such State Wage Case decisions must clearly determine that
any such increases are in addition to Enterprise Bargaining increases.

1.6.3 This Agreement shall not operate to cause an employee to suffer a reduction
in ordinary time earnings, or departures from the Standards of the South
Australian Employment Tribunal in regards to hours of work, annual Ieave with
pay or long service Ieave with pay.

SECTION 2: AIMS AND OBJECTIVES l

2.1 AIM AND OBJECTIVES OF THE AGREEMENT

The aim of this Agreement is to develop and support a flexible workforce and
management structure committed to the continued improvement of productivity
and efficiency within Southern Mallee District Council.

The objectives are to:

2.1.1 Encourage and develop a high level of skill, innovation and excellence
amongst all employees through the provision of training and skills improvement
programmes.

2.1.2 Develop a high degree of teamwork, trust and shared commitment to the
achievement of real and sustainable improvements in productivity.

2.1.3 Increase the level of individual expertise of employees through the provision
oftraining and skills improvement programs.

2.1.4 Promote measures to eliminate industrial disputation, absenteeism and Iost
time injury by the design of jobs which provide a safer and more enjoyable
working environment.

2.1.5 Eliminate unproductive time.

2.1.6 Provide employees with a quality work environment and with improved
job satisfaction.

2.1.7 Promote open and honest communication in all aspects of Council operations.

SECTION 3: EMPLOYEE RELATIONS MANAGEMENT 1

3.1 EMPLOYEE RELATIONS

3.1.1 All parties recognise the need to maintain mutual trust and understanding
and, within delegated authority, an autonomic relationship to improve
relations throughout the organisation.

3.1.2 The parties agree that consultation is viewed as essential to any change.
Management recognises the need for employee commitment to achieve
effective improvements in productivity and efficiency.

3.1.3 Management is committed to ensure that there is an opportunity for employees
to be involved and express their opinions before changes occur which are likely
to have an impact on the workplace and their jobs and is therefore committed to
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the consultation process.

3.1.4 It is recognised that communication and consultation is an important issue to
be considered in ManagemenUemployee relations. It is important that all staff
meet at six monthly intervals (initially three months from certification of
agreement) to discuss any issues of concern which will be brought to
the attention of management.

3.1.5 Parties agree that participation by employees is vital in decisions that involve
work methods and arrangements. This is to ensure that employees are able
to contribute their particular knowledge and understanding to improve
operations and to engender a sense of commitment through the ability of
employees to influence matters which affect the way work is done.

3.2 CHANGE MANAGEMENT

3.2.I The parties recognise that ongoing change is a feature of the work
environment and that appropriate management of change is essential.

3.2.2 For the purpose of this Agreement "change" is deemed to include but is
not limited to any or all of the following:

- change to work practices
- introduction of new technology and equipment
- change in workforce size and/or structure
- resource sharing
- consideration of alternative service delivery

3.2.3 As soon as change is considered, there will be consultation involving all
parties who may be affected by the change. Full staff meetings shall remain
the appropriate forum for consultation between Council and its employees.
There will be full, open and honest disclosure of all information relevant to the
proposed change.

3.2.4 Employees directly affected by management's plans and/or their nominated
Union Representatives will be consulted regarding these plans and their
implementation.

3.2.5 Consultation will include both verbal and written communication. The Council

shall provide in writing to the employees and their Union all relevant
information concerning the proposed change, including the expected effects on
employees. The employees and the Unions input through consultation will be
genuinely considered before finalising plans and implementation.

3.3 PROBATION

3.3.1 All employees shall be on probation for a term of six months from
initial engagement with the employer.

3.3.2 At the conclusion of the term of six months, and whenever necessary prior
to that time, the performance of the said employee shall be assessed.

3.3.3 In the event of an adverse assessment being made an employee shall be
entitled to reasonable counselling and training, the nature of which is at
the discretion of the employer.
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3.4 EMPLOYMENT SECURITY

3.4.1 General Principles

3.4.1.I For the period of this Agreement, there shall be no forced
redundancies.

3.4.1 .2 Should the Southern Mallee District Council amalgamate with any other
District Council:

3.4.1.2.1 Employees at the Southern Mallee District Council are
guaranteed that there will be no forced redundancies.

3.4.1 .2.2 Employees are guaranteed that their work will commence and end
at the workplace where the employee was employed prior to the
amalgamation.

3.4.1.2.3 Any determination being made regarding redundant positions will
be made by the organisation in conjunction with the Union.

3.4.1 .2.4 The means of adjustment in those situations where organisational
change results in positions being no longer required will be dealt
with in the following way:

(i) Natural attrition
(ii) Redeployment to a position of the same classification level
(iii) Redeployment to a position of lower classification level with income

maintenance

(iv) Voluntary separation package

3.4.1.2.5 Where positions are declared redundant, the employee may choose
either a voluntary separation package or be redeployed in
accordance with the provisions of sub clauses 3.4.3 and 3.4.2.

However, employees are entitled to a voluntary separation package
at any stage of the process.

3.4.2 Redeployment of Council Employees

3.4.2.1 It is the primary aim to redeploy employees into a position of equal
classification and status as their pre-redeployment position,
however, the redeployment positions offered must be within a
remuneration Ievel no more than one award Ievel Iess than that

received by the employee in their discontinued position.

3.4.2.2 The employee's pre-redeployment salary shall be maintained until the
salary of the new classification level equals the employee's pre-
redeployment salary. For the first twenty-four (24) months of income
maintenance the employee sha!I receive a!I iricrerrierital advarices
due under the pre-redeployment position and shall also receive
Award, Agreement and other general increases.

3.4.2.3 The first twelve months in a redeployed position shall be for a trial
period during which time Council will keep open the right of the
redeployee to access a voluntary separation package (as outlined
in 3.4.3 below).
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3.4.3 Voluntary Separation Package

Should an employee elect to take a voluntary separation package,
such package shall comprise:

10 weeks salary in Iieu of notice.

3 weeks of total weekly salary as severance payment for each year
of continuous service or part thereof reconciled to the nearest pay
fortnight in Local Government. Maximum of 104 weeks.

an amount up to $3000 for the purposes of outplacement counselling
being paid on producing receipts for outplacement counselling and for
vocational certificate courses for a period of 1 year.

Pro rata Long Service Leave, calculated for the period of actual
employment, shall be paid whether or not the employee has worked 7
years continuous service. Payment shall be made for any incomplete
year of service on a pro rata basis.

3.5 DISPUTE RESOLUTION

3.5.I In the event of a dispute arising between the Council and an employee or
employees concerning any aspect of work, the following procedure shall
be observed:

3.5.2 Employee(s) should in the first instance seek to resolve any disputes with
the relevant Supervisor. Conversely a Supervisor should seek to resolve
any disputes directly with the employee(s) concerned.

3.5.3 If the dispute remains unresolved then assistance will be sought from the
Chief Executive Officer, who may appoint an independent mediator and an
Official from the Union.

3.5.4 If the issue still remains unresolved Council and the employee shall
jointly appoint an independent mediator to assist with the dispute.

3.5.5 If the issue still remains unresolved either party may refer the matter to
the South Australian Employment Tribunal for conciliation and /or
arbitration.

3.5.6 The employee may seek assistance from a workplace representative or union
industrial officer at any stage throughout the process and nothing in this
clause prevents the union from raising matters directly with Council
management.

3.6 CONTINUOUS IMPROVEMENT

3.6.I The management and employees agree that to achieve improved service
delivery to the community it will be necessary to embark on a process of
continuous improvement and adaptation to new service requirements. The
council and employees are committed to implementing change to improve
work systems, processes and procedures and recognise that there may be a
need to redesign work systems and procedures with a view to improving
service and delivery, productivity, effectiveness and Iegibility.
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3.6.2 The management and employees will cooperate with the Enterprise
Bargaining Unit to establish mechanisms to continually review work systems
and procedures and to implement changes to ensure continuous
improvement.

3.6.3 It is agreed that, if as a result of implementation of continuous improvement
principles, gains can be attained by providing employees with new, additional
or updated tools, plan or equipment, this will be provided at the earliest
opportunity.

3.6.4 The Enterprise Bargaining Unit will ensure that a full, open and honest
disclosure of all information relevant to the continuous improvement
process occurs.

3.6.5 Where any potential improvements are identified, they are to be discussed
with staff with a view to implementation.

3.7 MULTI-SK?LLING

All parties recognise it is desirable for staff to continue to familiarise themselves with
duties of other employees. This allows them to readily take on such duties whilst
other employees are absent on Ieave or for other purposes, where the employee
possesses the requisite skills and knowledge to perform the duties. This of course
will be subject to occupational health and safety requirements being met and the
provisions of the Award relating to higher duties shall apply.

3.8 RESOURCE SHARING

Council and employees express an ongoing commitment to the concept of
resource sharing with other organisations and Local Government bodies in an
endeavour to maximise the efficient utilisation of human, financial and material
resources of the Council in all areas of service and operation.

3.9 PERFORMANCE APPRAISAL

3.9.1 All employees will have an annual performance appraisal (minimum) with their
respective Manager. This will provide an opportunity for a constructive discussion
and feedback between the employee and employer.

3.9.2 As part of this process Positon Descriptions will be reviewed and any changes will
be made in consultation with the employee.

3.10 WORK HEALTH AND SAFETY

3.10.1 All employees of the Council will be ensured a safe working environment at
all times.

3.10.2 The employer and the Union will fully cooperate to achieve high standards of
work, health and safety.

3.10.3 The parties recognise safety education and safety programs will be
fundamental in achieving this objective.

3.10.4 There will be strict compliance with all Acts and Regulations, Industry Codes of
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Practice and other relevant work health and safety guidelines so as to provide
and maintain a safe working environment.

3.11 PROFFSSIONALDEVELOPMENTANDSTUDYASSISTANCE

3.11.I Council is supportive of an employee's professional development and their desire
to further their skills, knowledge and career.

3.11 .2 Council may provide assistance to employee's undertaking study or training
relevant to improving their current job performance or to advance their career
opportunities within Iocal government.

3.11 .3 Employees will need to apply to receive study assistance and approval will be
made on presentation of this application. Decisions will be made on a case by
case basis and the merit of each application.

3. 11 .4 Study assistance will only be provided by the Council where the course or training
is beneficial and relevant to both the employee's position and the employer's
business.

3. 11 .5 The Council may provide the following assistance to an employee -

(i) a financial contribution
(ii) assistance for other related costs associated with the course of training;

and/or

(iii) paid or unpaid leave to attend the course or training (Study Leave).

3. 11 .6 Study assistance will only be available to permanent full time employees and
permanent part time employees.

3.11 .7 Council will also support employee's to maintain relevant accreditations required
for the position they are currently employed in.

3.12 CAREER PATH FOR EMPLOYEES

All vacancies arising at Council below Level 6 General Officers Stream will be
advertised internally in the first instance. If an internal applicant satisfies the criteria
for selection they shall be appointed. If no internal applicant satisfies the criteria then
the position may be advertised externally.

3.13 EMPLOYEE RECOGNIT?ON

The Council acknowledges employee dedication and commitment to their employment
with the Southern Mallee District Council

Employee dedication and commitment will be acknowledged by receiving a certificate and
recognition at a staff event for the following years of service:

* l0years

20 years
* 30 years
* 40 years
* 50 years

Recognition of each milestone will take place during the term of employment with Council.
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3.14 WORKPLACE REPRESENTATIVES

3.14.I Recognition by Employer ofWorkplace Representative Role:

3.14.1.I Upon written advice from the Union Branch Secretary that one or
more members have been appointed as Union Workplace
Representatives, the employer shall recognise such person or
persons as being accredited by the Union for the following purposes

3.14.1.2 Discussion with other Union members of any matter pertaining to
the work they perform or work related issues.

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

3.14.1.4 Receiving advice from the Union.

3.14.2 For the purpose of carrying out the functions under Clause 3.12 Union
Workplace Representative(s) shall be allowed to devote a reasonable
amount of time to discussion of Union matters with officers of the Union,
members of the Union and more senior personnel at the workplace.

3.14.3 To assist the Workplace Representative(s) to successfully fulfill the role
the employer shall communicate matters affecting the worksite to him
or her and will provide reasonable facilities to enable the Workplace
Representative(s) to carry out the role, including freedom of movement,
access to telephones, fax/email facilities, interview rooms and/or a
secure place to keep Union information.

3.14.4 ASU workplace representative(s) shall be allowed time off to attend meetings
and training at the discretion of the workplace representative(s) and their direct
manager.

3.15 RIGHT OF ENTRY

3.15.1 A duly authorised official of the Union is entitled to enter the employer's
premises during working hours for the purposes of ensuring observance of the
terms and conditions ofthe Award and this Agreement. The Union shall give
24 hours of notice of the intention to enter the premises if the visit is in direct
relation to a payroll issue.

3.15.2 A duly authorised official of the Union may inspect any work, books or
documents and interview any employee in furtherance of the purposes set out
in sub-clause 3.14.1 above provided that the official does not hinder or
obstruct any employee in performing his/her work during working time.

3.15.3 A duly authorised official of the Union may meet with members of the Union or
employees eligible to be members of the Union either individually or
coliecf!Vel'} fo d!scuss ieg!f!mafe Unl0n business. The meetirigs wilt take piace
during meal breaks or at other times as agreed between the parties to this
Agreement.
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SECTION 4: SALARIES AND RELATED MATTERS 1

4.1 SALARY INCREASES

Upon certification of this enterprise agreement the Council shall pay a salary
increase implemented in the following stages:

4.1.I From the 'first pay period on or after 1 March 2019 to 29 February 2020
an increase of 2.25% on the employee's salary current at 28 February
2019.

4.1.2 From the first pay period on or after 1 March 2020 to 28 February 2021
an increase of 2.25% on the employee's salary current at 28 February
2020.

4.1 .3 From the first pay period on or after 1 March 2021 to 28 February 2022
an increase of 2.25% on the employee's salary current at 28 February
2021.

Should there be a delay in certification of this Agreement the first pay increase will be
back dated to 1 March 2019.

A schedule outlining the salary rates relating to the above percentages are shown in
Appendix 1.

4.2 SUPERANNUATION

4.2.I Employer Superannuation Contributions

Statewide Super is Council's nominated default fund.

The Council must pay superannuation contributions in respect of each employee to
the Local Government Association of South Australia nominated superannuation
fund and or any other Superannuation Fund nominated by the employee. This
includes:

4.2.1.1 contributions which the employer is required to pay under the terms of
the rules governing to the Local Government Association of South
Australia nominated superannuation fund and / or any other
Superannuation Fund nominated by the employee;

4.2.1.2 contributions which the employer must pay to the superannuation fund
in respect of the employee in order to avoid the imposition of a
superannuation guarantee charge under the Superannuation
Guarantee (Administration) Act 1992 (Cth); and

4.2.1.3 any additional superannuation contributions in which the employer
agrees to pay employee.

4.2.2 Salary Sacrifice

Subject to the following conditions an employee must apply to the Council to salary
sacrifice any part of his/her wage (including Award or Enterprise Agreement based
salary/wages) to make additional superannuation contributions.

4.2.2.1 As salary sacrifice is a complex matter,it is the employee's responsibility to
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seek advice and fully understand all implications of salary sacrifice
before seeking to enterinto this arrangement.

4.2.2.2 The employee's substantive gross salary for all purposes, including but
not Iimited to superannuation, annual leave, annual Ieave Ioading and
Iong service Ieave, shall be the pre-sacrificing salary.

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

4.2.2.4 The application shall be in writing and shall detail the percentage of salary to
be salary sacrificed together with a statement that the "cash"
component is adequate for his/her on-going living expenses.

The remaining "cash" component cannot be lower than any minimum
salary amount which the Council may otherwise be required to satisfy in
respect of an employee.

4.2.2.5 Each employee may only review and alter the percentage of salary to be
salary sacrificed two times in any one twelve month period. The
arrangements may only apply to future salary arrangements and cannot
operate retrospectively.

4.2.2.6 The individual agreement to salary sacrifice may be rescinded by the
employee provided 21 days prior notice in writing is given to the Council
Officer responsible for payroll.

4.2.2.7 The employee shall bear the responsibility and costs associatedwith
taxation and any other matters in respect of the salary sacrifice
arrangements. This means that contributions will be adjusted (at the
employee's cost) to take account of taxation payable in relation to those
contributions.

4.2.2.8 Salary sacrifice contributions will be treated as employer contributions
and may be subject to the superannuation surcharge and are likely to be
preserved.

4.3 FLEXIBLE EMPLOYMENT SCHEMES

4.3.1. The parties recognise the mutual benefits to Council and its employees,
which are created by greater opportunities for job sharing and part time work
as:

4.3.1.1 Employees are able to re-enter the workforce and deal with
family responsibilities, retain their skills and career opportunities.

4.3.1.2 The Council will retain employee skills and reduce costs and
customer service implications associated with staff turnover,
retraining and absenteeism.

4.3.2

4.3.3

T- he Parf!es +-0 "-hjs Agreemerit wiii support Job sharirig whjch js eritered jnf0
by genuine mutual agreement.

All employees covered by this Agreement are eligible to apply to job share or
to work on a part time basis. The Council will consider all applications on their
merit, taking into account operational arrangements and practicalities.

4.3.4 Arrangements for job sharing and part time work will be documented and
agreed by the parties. Documentation will include the period for which the
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arrangement applies, hours of work of each party, duties of each party and
any other relevant information.

4.4 JOURNEY INSURANCE

Employees acknowledge Councils provision of 24 hour Journey Insurance cover.
Any absences incurred while the employee is absent from work due to a journey
insurance claim will be treated as continuous service in accruing sick Ieave, annual
leave, Iong service Ieave, etc.

4.5 PAYROLL DEDUCTIONS

The current practice of all payroll deduction services for employees will be
maintained for the duration of this Agreement.

4.6 UNIFORMS/CORPORATE WARDROBE

4.6.I New employees are eligible for a uniform allowance based on the rates set out in
4.6.2. This initial allowance will be applied on a pro rata basis for the period of year
from the completion of probation until 30 June.

4.6.2 Council will provide an allowance for the Local Government corporate wardrobe
after I July each year as follows;

(i) Employees working in excess of 30 hours per week, an annual allowance of
$450;

(ii) Employeesworkingbetweenl9-30hoursperweek,anannualuniform
allowance of $337.50 (75%)

(iii) Employeesworkinglessthan19hoursperweek,anannualallowanceof
$225 (50%)

4.6.3 All uniform allowance amounts are inclusive of GST.

4.7 TRAVEL

4.7.1 0utside of normal working hours all parties agree that time spent travelling
on authorised Council business, outside the Council district, e.g.
conferences, training sessions or meetings, be shared equally between the
employee's and Council's time where circumstances are appropriate and will
be paid at single time.

4.7.2 When using the Council car for authorised Council business, e.g. conferences,
training sessions or meetings, employees may use, responsibly, the vehicle for
personal business.

4.7.3 Where an employee, after mutual agreement, is required to use their private
vehicle for Council's benefit, within the Council district, the employee shall be
recompensed for that travel in accordance with the rates set out in Clause 4.4.5
of the Award. Time taken for this travel will be paid at single time.

4.7.4 Employees may negotiate to take their own private vehicle on authorised
Council business, e.g. conferences, training sessions or meetings, and be
reimbursed in accordance with the Award.
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4.7.5 Where Council vehicle is not available travel allowance is paid in
accordance with the Award.

4.7.6 In the event of a future Council amalgamation employees who are required to
operate from a work Iocation further from their home than their pre-
amalgamation work Iocation, shall be recompensed for the additional travel in
accordance with the rates set out in Clause 4.4.5 of the South Australian

Municipal Salaried Officers Award. Time taken forthe additional travel shall
be paid at single time.

4.8 INCREMENTS FOR PART TIME WORKERS

Part time employees shall progress through the incremental steps of the classification
levels each twelve months following their anniversary date. They shall receive the full
value of the increase to the next increment, which will then be applied according to the
hours worked.

4.9 CASUAL EMPLOYMENT

For casual employees please refer to the Award.

SECTION s: HOURS OF WORK 1

5.I HOURS OF WORK

5.1.1 All parties recognise the need to maximise the best use of Iabour taking into
account Council resources and seasonal factors.

5.1.2 Hours of work shall be 76 hours per fortnight to be worked between the span of
7.OOam to 7.00pm, Monday to Friday, with the following daily breaks taken
at the work station:

Morning Tea 15 minute break

Afternoon Tea 10 minute break

5.1.3 The current hours arrangements shall continue to apply in regard to the 19 day
4 week period and 9 day fortnight (Manager lnfrastructure Services)). The
ordinary hours of work for employees on a 19 day 4 week period shall be 8
hours per day.

5.1.4 Work outside of the normal start and finish times of employee(s) shall only be
carried out under the direction of the employer with the genuine agreement of
the employee(s) involved.

5.1.5 Nothing in this clause shall over-ride clause 5.1.8 of the Avvard which provides
for officers who exercise direct control over other employees working the same
!lours as fFlose of!1er empi0yees, prciv!deG' sucF! Mours do n0f excee6 'i52
hours over a four week period.

5.1.6 Schedule 1 provisions shall apply to employees engaged in the provision
of child care services.
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5.2 oVERTIME AND TIME IN LIEU

5.2.1 0vertime

For part time employees all hours worked up until a maximum of 76 hours per fortnight will
be paid at single time.
All hours worked in excess of 76 hours or outside of the standard span of hours, award
penalty rates will apply.

5.2.2 Time in Lieu

Where an employee requests time off in lieu of paid overtime (including weekend
overtime), time accrued will be recorded at time for time (without penalty rates) and the
employee is agreeing to take time off in place of the paid penalty rate.

The employer and all employees shall adopt a flexible approach to time in Iieu days
off by mutual agreement between employer and relevant employee(s). However
time in lieu days off can only accrue up to a maximum of s days (38 hours).

46: LEAVE l

6.I LONG SERVICE LEAVE

Where a staff member's contracted weekly hours are increased or decreased then
long service Ieave accrued from their commencement date shall be calculated and
preserved, provided however that in the case of a casual staff member, the provisions
of the long service Ieave act shall apply. Long Service Leave shall be paid at
the employee's rate of pay when taking the leave.

6.2 SICK LEAVE

6.2.I Subject to clause 6.2.2, accrued sick Ieave will be paid out at the employees'
ordinary rate of pay on retirement, permanent disability, resignation from Local
Government, death or redundancy at the rate of 20% of sick leave days
accumulated with the Southern Mallee District Council (this includes Ieave
accumulated with the former District Council of Pinnaroo and District Council

of Lameroo). If an employee resumes work with another Council within 13
weeks from ceasing work with the Southern Mallee District Council, the
accumulated transferable sick leave shall be reduced by 20%.

6.2.2 Clause 6.2.1 does not apply to employees employed by the Council after 1
March 2016. Employees employed by the Council after 1 March 2016 will
be entitled to paid sick Ieave in accordance with the South Australian
Municipal Salaried Officers Award.

6.2.3 If more than 2 consecutive sick days are taken a medical certificate will be
requested by the employer. Up to s single sick days can be taken per anniversary
year after which a medical certificate will be required for each subsequent sick
day.

6.3 SPECIAL LEAVE

6.3.I Council recognises that employees may require access to additional Ieave
over and above their paid leave entitlements of annual leave, sick leave and
long service Ieave.
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6.3.2 Employees may therefore apply for Special Leave (with or without pay) for
reasons such as care of family members, sickness, professional development
and extended holidays.

6.3.3 The granting of Special Leave will be subject to the discretion of council and
will take account of such issues as:

6.3.3.I The amount of other paid leave accrued.
6.3.3.2 The employee's length of service.
6.3.3.3 The amount of Ieave requested.
6.3.3.4 The organisation's circumstances prevailing at the time, including
organisational constraints, workloads, availability of suitable qualified staff.

6.3.4 Notwithstanding the above, leave will not be unreasonably denied.

6.4 FAMILYRESPONSIBIIITY/PERSONAL/SPECIALLEAVE

6.4.1 In recognition of the needs of employees with family responsibilities, or those
faced with minor emergencies, a maximum s days (pro rata) per year paid
Ieave, shall be available to employees. This Ieave shall be taken as part of
the employees' personal sick Ieave entitlement.

6.4.2 This Ieave is for employees who require time away from work due to the
illness of a family member or significant other person, or for other urgent
personal or family needs.

6.4.3 Nothing in this clause shall serve to diminish the rights contained in Clause 6.8
Family Leave in the Award.

6.5 ROSTERED DAYS OFF

The employer and all employees shall adopt a flexible approach to Rostered Days
Off (RDO) with any variation being by mutual agreement between employer and
relevant employee(s). In the event that a rostered day off is not taken on the
normally agreed due date, this rostered day off will be taken at some other mutually
agreed time, however rostered days off can only accrue up to a maximum three
days.

From the commencement of the agreement Employee's with greater than three
days accrued RDO will be given until 30 June 2019 to reduce their balance. Any
excess as of this date cannot be carried over into the following financial year.

An employee cannot elect to have a Rostered Day Off paid out as a means of
reducing their balance.

6.7 GRACE DAYS

Employees shall be allowed four days off each year as grace days, in addition to
statutory Puoiic Hoiidays, Annuai Leave ana Long Service Leave entitiement.

These days off shall be taken between Christmas Day and New Years Dayand on
Pinnaroo Show day. Staff that are required to work during this period can elect to change
the Grace Day/s to an alternative day on application and approval by the Manager or their
delegate.
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6.8 LEAVE MANAGEMENT

Council will ensure that employee's take Annual Leave and Long Service Ieave on a
regular basis.

Both parties agree that:
6.8.1 Allstaffwilltakeleaveonaregularbasis
6.8.2 All leave must be approved and be mutually agreed upon prior to the leave

being taken.
6.8.4 Employees leave liabilities must be minimised.
6.8.5 Where an employee's Long Service Leave entitlement exceeds 494 hours

they will be required to enter into an individual leave management plan
with approval by the Manager.

6.8.6 Where an employee's Annual Leave entitlement exceeds 152 hours they
will be required to enter into an individual Ieave management plan with
approval by the Manager.

6.8.7 Annual Leave will be available to an employee as it is accrued.

6.9 PARENTAL LEAVE

6.9.1 An employee may be entitled to unpaid parental Ieave in accordance with the Fair
Work Act 2009 (Cth).

6.9.2 An employee may be entitled to receive a government funded entitlement to paid
parental Ieave under the Australian Government Paid Parental Leave Scheme
(AGPPLS).

6.9.3 In addition to any entitlement an employee may receive under the AGPPLS, an
employee (other than a casual employee) will be entitled to (Council Funded
Parental Leave):

(i) in the case of the primary care giver, six (6) weeks paid parental Ieave; or
(ii) in the case of the non-primary care giver; two (2) weeks paid parental

leave.

6.9.4 The following conditions apply to Council Funded Parental Leave:

(i) the conditions for an entitlement to unpaid parental leave as set out in the
Fair Work Act 2009 (Cth) also apply to Council Funded Parental Leave;

(ii) the employee will only be entitled to Council Funded Parental Leave if:

(A) the leave is associated with the birth of a child of the employee (or
the employee's spouse or de facto partner) or the placement of a
child with the employee for adoption; and

(B) the employee has or will have a responsibility for the care of the
child.

(iii) an employee is not entitled to take Council Funded Parental Leave unless
the employee has completed at least 12 months continuous service with
the Council;

(iv) Council Funded Parental Leave is paid at the employee's ordinary rate of
17



pay for standard work hours;

(V) if an employee takes Council Funded Parental Leave, their entitlement to

unpaid parental leave will be reduced by the same amount;

(vi) anemployeemustprovideatleast10weeks'writtennoticetotheCouncil's
Chief Executive Officer of the intention to take Council Funded Parental

Leave and this must be supported with a medical certificate from a
qualified medical professional stating the expected date of birth of the child
(or a statutory declaration in the case of adoption); and

(vii) if an employee wishes to take Council Funded Parental Leave as the
primary care giver, the employee must provide the Council with a statutory
declaration stating that they will be the child's primary care giver during the
period of Ieave.

6.10 DOMESTIC VIOLENCE LEAVE

6.10.I Entitlement to paid domestic violence leave

(i) Anemployeeisentitledto15daysofpaiddomesticviolenceleaveina12
month period.

(ii) Paid domestic violence leave:

(A) is available in full at the start of each 12 month period of the
employee's employment;
does not accumulate from year to year; and
is available in full to full time employees and on a pro rata basis to
part-time employees.

(iii) Casual employees are not entitled to paid domestic violence leave but are
entitled to unpaid domestic violence leave with the consent of the Council.

(B)
(C)

6.10.2 Taking paid domestic violence leave

(i) The employee may take paid family and domestic violence leave if:

(A)
(B)

(C)

the employee is experiencing domestic violence;
the employee needs to urgently take action to deal with the impact
of the domestic violence; and

it is impractical for the employee to do that action outside the
employee's ordinary hours of work.

(ii) "Domestic violence" is violent, threatening or other abusive behaviour by
a close relative of an employee that:

(A)
(B)

seeks to coerce or control the employee; and
causes the employee harm or to be fearful.

(iii) "A close relative of the employee" is a person who:

(A)
(B)

is a member of the employee's immediate family; or
is related to the employee according to Aboriginal or Torres Strait
Islander kinship rules.
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6.10.3 Miscellaneous

(i) The Council will take steps to ensure any information an employee has
given in respect of taking domestic violence Ieave is treated confidentially.
Only limited information will be held on an employee's personnel file for
administrative or legal purposes.

(ii) Employees experiencing domestic violence may raise the issue with their
Manager or Human Resources Officer. The employee will be referred to
support services available and engaged by Council to provide specialised
assistance.

(iii) TheCouncilwillendeavourtomakeavailabletotheemployeeexperiencing
the domestic violence any resources and support services the Council
reasonably has at its disposal.

6.11 COMMUNITY & EMERGENCY SERVICES LEAVE

6.11 .'l The intention of community and emergency services leave (Community Leave) is
to support employee's involvement in Iocally based community and emergency
services groups (C&ESG).

6.11 .2 To be eligible to access Community Leave, the employee will notify Council of
their membership arrangements with any C&ESG.

6. 11 .3 Council will accept no responsibility for any injuries or liabilities that arise from
C&ESG activities.

6.11 .4 An employee may place themselves on an emergency services roster during work
hours so Iong as they seek to minimise the impact on the operation of the Council.

6. 11 .5 When an employee receives a request from a C&ESG to attend a situation they
must inform another staff member before leaving their workplace.

6. 11 .6 An C&ESG Response form must be completed and the time spent at the call out
must be recorded on the employee's timesheet.

6.11 .7 An employee who is a member of a C&ESG, may be eligible to take 3 days (pro
rata for part time employees) of paid Community Leave in any 12 month period.

6.11 .8 In addition, at the discretion of the Chief Executive Officer, Community Leave may
be granted on a paid or unpaid basis, or the employee may apply in writing to use
outstanding annual Ieave or Iong service Ieave. During periods of such
Community Leave, Ieave entitlements such as annual leave or Iong service leave
will accrue as normal.
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APPENDIX I SALARY RATES 1

SOUTHERN MALLEE DISTR?CT COUNCIL
SALARY RATES

l
l

l

l

l

l
l

l
l

l

Classification Existing - 0lj03/2019 01/03/2020 01/03/2021

General Officers 2.25% 2.25% 2.25%

Level IA Step 1 43 484.53 44 462.93 45,463.35 46 486.27

Step 2 44 958.48 45 970.05 47,004.38 48,061 .97
Step 3 46 430.62 47 475.31 48,543.50 49 635.73

Step 4 49 380.36 50 491 .42 51 627.48 52,789.10

Level 1 Step 1 51 195.05 52,346.94 53,524.75 54 729.05

Step 2 52,423.03 53 602.55 54,808.61 56041.80

Step 3 54139.30 55 357.43 56 602.97 57 876.54

Step 4 55 984.94 57,244.60 58,532.60 59 849.59

Step 5 57 823.30 59 124.32 60,454.62 61 814.85

Step 6 59 663.48 61 005.91 62,378.54 63 782.06

Level 2 Step 1 61 530.98 62,915.43 64,331.03 65 778.48

Step 2 63 372.96 64 798.85 66,256.82 67 747.60

Step 3 65,214.96 66 682.30 68, 182.65 69 716.76

Step 4 67 056.96 68 565.74 70 108.47 71 685.91

Level 3 Step 1 68 895.30 70 445.44 72,030.46 73651.15

Step 2 70 735.47 72,327.02 73 954.38 75 618.35

Step 3 72,579.31 74,212.34 75 882.12 77 589.47

Step 4 74423.10 76 097.62 77 809.82 79 560.54

Level 4 Step 1 76,259.63 77 975.47 79 729.92 81 523.84

Step 2 78,099.82 79 857.06 81 653.84 83 491 .06

Step 3 79 945.44 81 744.21 83 583.45 85 464.08

Step 4 81 7B7.44 83 627.66 85 509.28 87 433.24

Level 5 Step 1 83 627.61 85 509.23 87433.19 89 400.43

Step 2 85471.43 87 394.54 89 360.92 91 371.54

Step 3 87311.61 89,276.12 91,284.83 93 338.74

Level 6 Step 1 90 381 .58 92,415.17 94 494.51 96 620.64

Step 2 93 477.93 95581.18 97 731 .76 99 930.72

Step 3 96519.74 98 691 .43 100911.99 103,182.51

Level 7 Step 1 99 587.91 101 828.64 104119.78 106,462.48
Step 2 102,656.07 104 965.83 107 327.56 109,742.43
Step 3 105 724.22 108103.02 110 535.34 113,022.38

Level 8 Step 1 109 408.23 111 869.92 114 386.99 116,960.70
Step 2 113 090.39 115634.92 118,236.71 120,897.03
Step.j.' 116,778.02 -119,405.53 - - 122,092.15 '124 839.23



Classification Existing 01/03/2019 01/03/2020 01/03/2021

Senior Officers 2.25% 2.25% 2.25%

Level 1 Step 1 90 381 .58 92,415.17 94 494.51 96 620.64

Step 2 93 447.93 95 550.51 97 700.40 99 898.66

Step 3 96519.74 98 691 .43 100911.99 103 182.51

Level 2 Step 1 99 587.91 101 828.64 104119.78 106462.48

Step 2 102,656.07 104 965.83 107 327.56 109 742.43

Step 3 105 724.22 108 103.02 110535.34 113022.38

Level 3 Step 1 109 408.23 111 869.92 114386.99 116960.70

Step 2 ql3090.69 115635.23 118,237.02 120 897.36

Step 3 116778.02 119405.53 122,092.15 124 839.23

Level 4 Step 1 120 560.40 123,273.01 126 046.65 128 882.70

Step 2 125 352.14 128 172.56 131 056.44 134 005.21

Level 5 Step 1 131 340.90 134,296.07 137 317.73 140 407.38

Step 2 136 170.89 139,234.74 142,367.52 145 570.79

Level 6 Step 1 142,121.39 145 319.12 148 588.80 151 932.05

Step 2 146 909.48 150,214.94 153 594.78 157 050.66

Level 7 Step 1 152,898.23 156338.44 159 856.05 163 452.82

Step 2 160 084.01 163 685.90 167 368.83 171 134.63

Level 8 Step 1 169 667.48 173484.10 177 387.49 181 378.71

Step 2 179,247.31 183,280.37 187404.18 191 620.77

Level 9 193 620.68 197977.15 202,431.64 206 986.35

Level 10 217 572.08 222,467.45 227 472.97 232,591.11

Levelll 241 527.09 246 961 .45 252,518.08 258 199.74

Level 12 265 480.30 271 453.61 277 561.32 283 806.45



SCHEDULE I Local Area Workplace Agreement (Child Care Service) l

This Schedule is applicable to those employees engaged in the provision of child care
services only and provides for more flexible working arrangements. Child Care Service
means the Mallee Mobile Child Care on the Go Service of the Southern Mallee District

Council and shall include the, full-time permanent employees, part-time permanent
employees, casuals and relief staff.

Clause I Uniform

The Childcare Service will provide to all Childcare staff (including casuals) a uniform
entitlement of up to 2 monogrammed shirts and 1 jacket or jumper per financial year,
after the completion of 3 months of work.

Clause 2 Hours of Work

This clause overrides Section s. 1 : Hours of Work

2.I Hours of Operation

It is recognised by the very nature of the Child Care Service the hours of operation
are flexible with a mix of full time permanent, part time permanent, casual and relief
employees working different hours.

2.2 Normal Working Fortnight

The normal working fortnight for full time permanent employees will be 76 hours
with the times being agreed between the Manager and based on the roster
requirements.

2.3 Meal Breaks

No more than 6 hours to be worked without a meal break.

Clause 3 Training
The Childcare Service will support employee's to maintain current accreditations
required for the position they are currently employed in.

Clause 4 Classification Variations

Childcare staff working shifts outside of their normal classification Ievel will be paid at
the classification level that the shift requires, but at their current increment step.
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