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1. TITLE OF AGREEMENT 
 
This Agreement shall be known as the City of Wanneroo Salaried Officers Industrial Agreement 2025. 
 

2. OBJECTIVES OF AGREEMENT 
 

The objectives of this Agreement are: 
 

(a) to create a partnership based on open communication to facilitate a flexible and agile 
workforce with a team ethic; 

(b) to enhance job satisfaction by creating a flexible working environment, supportive of 
people in managing their work and family commitment; 

(c) to support people in their career development and the application and utilisation of their 
skills, knowledge and abilities; 

(d) to create a work environment that embraces efficient work practices that enables the City 
of Wanneroo to deliver services focused on the customer and driven by a commitment to 
results; 

(e) to utilise the resources of the City of Wanneroo in the most efficient manner and to 
continually assess operations, embrace change and make improvements where 
necessary; 

(f) to recognise achievements and productivity gains; and 
(g) to support the City of Wanneroo’s vision, objectives, and alignment of work practices 

against our Corporate Values. 
 

3.  PARTIES TO THE AGREEMENT  
 
This Agreement shall apply to and be binding to: 

 
(a) The City of Wanneroo; and 

 
(b) The Western Australian Municipal, Administrative, Clerical, and Services Union of 

Employees (WASU); and 
 
(c) All Employees employed in a classification level set out in Appendix 1 and who currently 

work, or who are employed during the life of this Agreement to work, in the City’s 
administration services units. 

 
(d) This Agreement binds and applies to approximately 893 Employees as at 16 June 2025. 

 

4.  DATE AND PERIOD OF OPERATION  
 

4.1 This Agreement shall be effective from the date of registration and in accordance with 
section 41 of the Industrial Relations Act 1979 made by the Western Australian Industrial 
Relations Commission. 
 
4.2 This Agreement shall remain in force until the nominal expiry date of 1 March 2028. In 

the event that the Agreement is not replaced, then this Agreement will continue to apply 
subject to the provisions of the Act. 

 
4.3 The parties to the Agreement will meet no later than six months prior to the expiry of 

this Agreement to start negotiations for a replacement Agreement. 
 

5.  ENFORCEABILITY 
 
If any provision of this Agreement is declared or determined to be illegal or invalid by final 
determination of any court or tribunal of competent jurisdiction, the validity of the remaining parts, 



5 

 

terms or provisions of this Agreement shall not be affected, and the illegal or invalid part, term or 
provision shall be deemed not to be part of this Agreement. 
 

6.  DEFINITIONS  
 
6.1 Act means the Industrial Relations Act 1979. 
 
6.2 Agreement means the City of Wanneroo Salaried Officers Industrial Agreement 2025. 
 
6.3 Award means the Local Government Industry Award 2020. 

 
6.4 City and Employer mean the City of Wanneroo. 

 
6.5 CEO means the Chief Executive Officer of the City. 
 
6.6 Community Services Officer (Recreation) means an Employee listed within 

Schedule 2 of this Agreement and a person employed by the City whose role is to 
initiate, coordinate, encourage, promote or conduct recreational activities within a 
community and includes an assistant in relation to such functions and recreation centre 
and swimming pool Employees. Provided that this definition does not include a person 
employed in a clerical capacity, for example a Cashier/ Receptionist, in a Recreation/ 
Aquatic Centre.  
 

6.7 Effective Date shall mean the date of registration as per the order made by the 
Western Australian Industrial Relations Commission in accordance with sub-clause 
4.1. 

 
6.8 Employees, Officers, Workers and Workforce means those currently carrying out 

work, or engaged during the life of this Agreement to carry out work, and subject to 
clause 39, being as defined in Appendix 1 and Schedule 2.  

 
6.9 Leader means a person at the level of Coordinator, Specialist, Manager, Principal 

Specialist or Executive with one or more direct reports or as otherwise designated by 
the City. 

 
6.10 Library Officer means an Employee listed within Schedule 2 (Library Officer Salary 

Schedule) employed to work in the City’s Libraries.     
 
6.11 Local Government means a local government established under the Local 

Government Act 1995 (WA). 
 
6.12 MCE means the Minimum Conditions of Employment Act 1993. 
 
6.13 NES means the National Employment Standards.  

 
6.14 Next up Leader (NUL) is a person at the level of Manager, Director or CEO with one 

or more direct reports with Leaders reporting to them. 
 
6.15 Ordinary Hourly Rate of Pay means the applicable annual salary in Schedule 1 or 2 

divided by 1976 or by 2080 for Rangers and Surveillance Officers. 
 
6.16 Ordinary Hours of Work means those hours ‘ordinarily’ worked by an Employee and 

in accordance with Clause 17 of this Agreement and/or specified within Employees 
existing contracts of employment. 

 
6.17 Parties mean those parties listed in Clause 3 to this Agreement. 
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6.18 Perth CPI refers to the Australian Bureau of Statistics publication (6401.0 Consumer 
Price Index Australia) under the heading ‘ALL GROUPS, Percentage changes’ and 
means the percentage change in CPI for Perth over the 12 month period up to the 
quarter specified in sub-clause 16.1 or sub-clause 40.5.  

 
6.19 Ranger & Surveillance Officer means an Employee employed to patrol, within the 

geographical confines of the City, for the purpose of watching, protecting or inspecting 
all property belonging to the City and/ or to enforce one or more of the City’s Local Laws 
or any acts of parliament which the City is empowered to enforce. 
 

6.20 RDO means rostered day off. 
 

6.21 Safety Patrol Officer means an Employee employed to patrol, within the geographical 
confines of the City, for the purposes of watching, protecting or inspecting all property 
belonging to the City. A Safety Patrol Officer does NOT enforce any of the City’s by-
laws or any Acts of parliament. 

 
6.22 School Age means the law which defines compulsory school age in accordance with 

the School Education Act 1999..  
 
6.23 Service is a period during which the Employee is employed by the City and includes 

time for which the Employee is entitled to take approved paid leave, unpaid community 
service leave, unpaid period of stand down and any other period as prescribed by the 
MCE.  
 

6.24 Shift-worker is an Employee who: 
 

(a) works a roster and who, over the roster cycle, may be rostered to work ordinary 
shifts on any of the seven days of the week; and 

(b) is regularly rostered to work on Sundays and public holidays. 
 
Where an Employee with 12 months’ continuous service is engaged for part of the 12 
monthly period as a shift worker, that Employee must have their annual leave increased 
by half a day for each month the Employee is continuously engaged as a shift worker, 
up to a maximum of five additional days.  

 
6.25 Union means the union listed as a Party to the Agreement in clause 4. 
 
6.26 Unsociable Hours refers to ordinary hours worked before 7:00am or after 7:00pm 

Monday to Friday, and all hours on weekends or on Public Holidays. 
 

6.27 Week means the maximum 38 averaged ordinary hours or such lesser period of 
average ordinary hours generally worked by an Employee under their contract of 
employment in a seven day period. 

 
6.27 Western Australian Industrial Relations Commission (WAIRC) means the state 

workplace relations tribunal and is responsible for administering the provisions of the 
Industrial Relations Act 1979. 
 

 

7. EXCLUSIONS AND NO REDUCTION  
 

7.1 This Agreement is comprehensive and replaces the City of Wanneroo Salaried 
Officers Enterprise Agreement 2022 and the Award in its entirety and excludes any 
other industrial instrument that might otherwise apply. 
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7.2 No Employee will, overall, experience a reduction in entitlements as a consequence 
of the introduction of this Agreement. 

  

8. DISPUTE RESOLUTION PROCEDURES  
 

8.1 Dispute Resolution Steps  
 

In the event of a dispute or issue in relation to a matter arising between the Employee and the 
City in respect of the meaning, effect or operation of this Agreement, the following process will 
apply. This process may also apply for other matters pertaining to the employment relationship, 
where the City and Employee mutually agree and provided the Employee has attempted to 
resolve the matter in accordance with the City’s Grievance and Complaints Procedure 
(notwithstanding that at all times an Employee may exercise any right provided for in the Act):  
 

8.1.1 The Employee concerned will at first instance (and as soon as practicable) raise 
the issue with their Leader. 

 
8.1.2 In the event the dispute is not resolved, to the satisfaction of the parties affected 

within three business days, the dispute shall be referred to the NUL. 
 

8.1.3 If after seven business days of the referral of the issue to the NUL, the dispute 
is not resolved to the satisfaction of the parties affected, any affected party can 
refer the dispute to the CEO for mediation and/ or resolution by conciliation. 
 

8.1.4 If the matter is still not resolved to the satisfaction of the parties affected and all 
steps set out in sub-clauses 8.1.1, 8.1.2 and 8.1.3 have been taken, an affected 
party may refer the dispute to the WAIRC. 
 

8.1.5 The WAIRC shall attempt to conciliate an acceptable outcome between the 
affected parties. In the event that conciliation is exhausted and does not arrive 
at an agreed outcome, the WAIRC may arbitrate matters related to the 
meaning, effect or operation of this Agreement or the NES, or other matters 
mutually agreed between the parties. 

 
 The parties to a dispute must genuinely attempt to resolve the dispute at the workplace level.   
 

The Employee who has raised the dispute may appoint a support person to participate and 
assist the Employee at any step throughout this process.   
 
Where the City or Employee requests documentation/ information from the Employee’s 
personal file relevant to the dispute, then such documentation shall be provided, provided the 
release of information does not disclose confidential or commercially sensitive information or 
breaches any prevailing legislation.  
 
Where an Employee has a dispute with the application of any policy or procedure, the matter 
is to be dealt with in accordance with the City’s Grievances and Complaints Procedure. 

 
8.2 Continuation of Normal Work 
 
Normal uninterrupted work shall continue at all times while a dispute is being progressed 
through the steps set out in sub-clause 8.1 and no party will be prejudiced by the continuation 
of normal work. 
 

9. CONSULTATION 
 
9.1 Consultation is required when the City proposes and implements a change to 

working conditions, including rostering or ordinary hours of work, existing practices, 
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production, program, organisation, structure or technology in relation to its enterprise 
that is likely to have a significant effect on the Employees.  

 
9.2 The parties acknowledge the City will continually make decisions for its effective and 

efficient operation.  
 

Change Proposal 
 
9.3 For a change referred to in sub-clause 9.1, the City must notify in writing to the Union 

and relevant Employees of the nature of the proposed change as soon as 
practicable.  
 

9.4 The consultation discussion must commence as soon as possible after the City 
notifies the Union and affected Employees and includes: 

 
(a) all relevant information about the proposed change including its nature; and  

 
(b) information about the expected effects of the change on the Employees; and  
 
(c) any other matters likely to affect the Employees.  
 

9.5 However, the City is not required to disclose confidential or commercially sensitive 
information.  
 

9.6 The City must give prompt and genuine consideration to matters raised about the 
proposed change by the relevant Employees.  
 

9.7 The parties agree that consultation must occur prior to the City’s decision to make a 
change. 
 

9.8 Provided that where this Agreement makes provision for alteration of any matters 
referred to in this clause this will not be deemed to not have a significant effect. 
 

9.9 In this term, a significant effect on Employees may include:  
 
(a) the termination of the employment of Employees; or  
 
(b) major change to the composition, operation or size of the City's workforce or to the 
skills required of Employees; or  
 
(c) the elimination or diminution of job opportunities (including opportunities for 
promotion or tenure); or  

 
(d) the alteration of hours of work; or  
 
(e) the need to retrain Employees; or  
 
(f) the need to relocate Employees to another workplace; or 
  
(g) the restructuring of jobs.  

 
Notification of Change 
 
9.10 After the City has made a definite decision to introduce change, the Union and 

affected Employees shall be notified in writing and discuss: 
 
(a) the introduction of the change referred to in subclause 9.9; 
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(b) the effects of the change on Employees; 
 
(c) measures to avoid or mitigate any adverse effects the change may have on 
employees; and 
 
(d) shall give due consideration to matters raised by the Employees in relation to the 
change; and  
 
(e) will implement the change with majority support from affected Employees.  
 

10. APPOINTMENTS AND PROBATIONS 
 

10.1 An Employee, when employed at the City, will be engaged on a probationary period 
of three months, with a possible three month extension.  

 
10.2 At any time during or at the end of the probation period, an Employee may request 

that their Leader conduct a performance appraisal or the Leader shall advise the 
Employee that a performance appraisal will be conducted to determine if the 
Employee has successfully completed their probation. In the event a performance 
appraisal is not conducted prior to the end of the probationary period, the Employee is 
deemed to have successfully completed their probation. 
 

10.3  The probationary period is designed so that an Employee can be sure the position is 
suited to them and to allow the City the opportunity to observe the Employee working 
in the position. 
 

10.4  Where both the Employee and the City wish to continue with the employment 
relationship, the Employee will be appointed to that position. 
 

10.5  If an Employee decides, during their probationary period, that they do not wish to 
continue in the position they will be required to provide one week’s notice, or a shorter 
period of time if mutually agreed. 
 

10.6 If the City decides, during the Employee’s probationary period, that they do not wish 
to appoint the Employee to continue in the position, they will be required to provide 
the Employee with one week’s notice or payment in lieu of notice. 

 

11. NOTICE OF TERMINATION  
 

11.1 The notice of termination, for Employees other than casual Employees, shall be in 
accordance with the following scale: 

 

Period of continuous service Period of notice 

One year or less One week 

More than one year but not more than three 
years   

Two weeks 

More than three years but not more than five 
years   

Three weeks 

More than five years   Four weeks 

 
In addition, Employees over 45 years of age at the time of the giving of the notice, with 
not less than two years’ continuous service, shall be entitled to an additional one week’s 
notice. 
 

11.2  Notice Period Requirements 
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11.2.1 The employment of a casual Employee may be terminated with the provision 
of one hour's notice. 
 

11.2.2 Employees may terminate their employment with the same notice as outlined 
in sub-clause 11.1 above but do not need to provide the additional week for 
being over 45 years of age and having completed at least two years of 
continuous service. 

 
11.2.3 Where an Employee is absent without authorisation during a period of notice, 

the Employee will forfeit the entitlement to payment for that part of the period 
of notice. 
 

11.2.4 Where an Employee is engaged on a temporary basis, the Employee will be 
advised of the duration of the temporary engagement at the time of 
commencement.  
 

11.2.5 At any time during the temporary engagement, the City may terminate a 
temporary Employee’s engagement. In these circumstances, the Employee 
will be entitled to the provision of notice outlined in sub-clause 11.1. 
 

11.2.6 In the event of the Employee failing to give the required notice, payment equal 
to the monetary equivalent of the balance of the notice period not provided will 
be forfeited by the Employee. 
 

11.2.7 The City, with NUL approval, may elect to make a payment to the Employee in 
lieu of part or all of the notice period. In calculating any payment in lieu of 
notice, the Employee shall receive what the Employee would have been paid 
had they worked including all allowances, penalties or loadings, and any other 
amounts payable under the Employee’s contract of employment. 
 

11.2.8 The period of notice in this clause shall not apply in the case of dismissal for 
conduct that justifies instant dismissal, or in the case of casual Employees. 
 

11.2.9 Notwithstanding the above, a trainee who is engaged for a specific period of 
time shall, once their traineeship is completed and provided that the trainee’s 
services are retained, have all service including the training period counted in 
determining entitlements. In the event that a trainee is terminated at the end of 
their traineeship and is re-engaged by the City within six months of 
termination, the period of the traineeship shall be counted as service in 
determining any future notice of termination. 

 
11.3  Time off During Notice Period 
 
Where the City has given notice of termination to an Employee under sub-clause 11.2, an 
Employee shall be allowed up to one day off at their ordinary daily rate (i.e. 11.5 hours for 
Rangers & Surveillance Officers) for the purpose of seeking other employment. The time off 
shall be taken after consultation and agreement with the City. 

 
11.4 Transfer of Business 

 
The City is unable to require another business or Local Government to take on any liability, 
regarding the period of continuous service deemed to be service with respect to calculating 
notice of termination. If there is a transfer of business, the City will wherever possible strongly 
advocate for this to happen. 
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In the event of a transfer of business where the other business or Local Government fails to 
accept liability for an Employee’s period of continuous service, the City will pay to the 
Employee all entitlements owing to them prior to the transfer occurring. 
 

12. FULL TIME EMPLOYEES 
 

A full time Employee means an Employee engaged to work an average of at least 76 ordinary 
hours per fortnight, unless in accordance with Clause 17 – Hours of Work. 

 

13. PART TIME EMPLOYEES  
 

13.1 A part-time Employee means an Employee who is employed to work less than the 
average of 76 ordinary hours per fortnight. Part-time Employees shall be paid the 
salary provided in Schedule 1 or 2 for their classification on a pro rata basis. 

 
13.2 Accrual of annual leave and absence through sickness for part time Employees, 

pursuant to Clause 20 – Annual Leave, Clause 23 – Personal Leave and/or any 
other appropriate clause providing such entitlements, shall be in the proportion that 
the hours regularly worked each week bears to the full time hours.  
 

13.3 Any variation of the agreed working hours must be by consultation or by mutual 
agreement between the City and the affected Employees. 
 

13.4 A part time Employee can be asked to work additional hours. The Employee will be 
paid at the Ordinary Hourly Rate of Pay for such additional hours. A part time 
Employee becomes entitled to overtime where they have worked in excess of 76 
hours in a fortnight or 10 hours in any one day. 

 

14. CASUAL EMPLOYEES 
 

14.1 A casual Employee is paid by the hour and, except as otherwise provided for in this 
Agreement, a casual Employee shall be paid the Ordinary Hourly Rate of Pay 
prescribed for the classification of work performed with the addition of a 25% casual 
loading which will be paid in lieu of paid leave entitlements, except Long Service 
Leave, redundancy and other benefits associated with permanent or maximum term 
full time employment. Casual Community Service Officers (Recreation) will be paid 
the rates specified in Schedule 2, which have the 25% loading included.  

 
14.2 A casual Employee will be engaged and paid for at least two consecutive hours of 

work on each occasion they are required to attend work. 
 

14.3 A casual Employee who works outside the Ordinary Hours of Work prescribed by 
Clause 17 – Hours of Work, shall be entitled to Additional Rates for Ordinary Hours 
of Work in accordance with sub-clause 17.11 and overtime payments in accordance 
with Clause 18 – Overtime.  
 

14.4 Where a casual Employee works hours which would entitle them to payment of more 
than one of the penalties payable in accordance with the Additional Rates for 
Ordinary Hours of Work as prescribed in sub-clause 17.12.1, overtime or Public 
Holiday provisions of this Agreement, only the highest of any such penalty shall be 
payable on the rate prescribed in sub-clause 14.1. 

 

15. TEMPORARY EMPLOYEES 
 

15.1 A temporary Employee means an Employee engaged on a maximum-term contract 
for a specific period of time, or a specific project. A temporary Employee may be 
employed on a full or part-time basis receiving all entitlements consistent with their 
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term of engagement under this Agreement, unless specified otherwise in the 
employment contract. 

 
15.2 Where an Employee has been appointed on more than three rolling maximum-term 

contracts for exactly the same role; and the period of such contracts has exceeded 36 
months; and the Employee has been assessed as ‘meets expectations’ (as a 
minimum) for each of their annual performance appraisals for the duration of the 
rolling maximum-term contracts, the Employee may be permanently appointed to that 
position, unless the position is: 

 
(a) held by another Employee; 

 
(b) for specific purposes only, i.e. project work; or 

 
(c) funded by an external body and further funding is confirmed as unlikely to continue 

in the foreseeable future, and/or the City has determined the service is unlikely to 
continue. 

 

16. SALARY MODEL 
 
16.1 Salary Model  

 
16.1.1 A salary increase of 2.6% will be paid on the salaries set out in column A of 

Schedule 1 and 2 effective from 1 March 2025 . The salary increase will be 
back paid in the first full pay period (FFPP) on or after the Effective Date to: 

(a) 1 March 2025 for those Employees who were employed by the City at 
that date, or 
 

(b) the date an Employee commenced employment with the City if their 
employment commenced after 1 March 2025.  

 
16.1.2 A salary increase of 4.25% will be paid on the salaries set out in column B of 

Schedule 1 and 2 effective from the FFPP on or after 1 March 2026 or a 
salary increase equivalent to Perth CPI March quarter whichever is greater, 
will be paid on the salaries set out in column B of Schedule 1 and 2 from the 
FFPP on or after 1 March 2026. 

 
16.1.3  A salary increase of 4% will be paid on the salaries set out in column C 

of Schedule 1 and 2 effective from the FFPP on or after 1 March 2027 or a 
salary increase equivalent to Perth CPI March quarter whichever is greater, 
will be paid on the salaries set out in column C of Schedule 1 and 2 from the 
FFPP on or after 1 March 2027. 

 
16.1.4 If a replacement agreement has not been lodged for registration by the 

WAIRC by 1 May of the expiring year, the City will pay a salary increase 
equivalent to the Perth CPI March quarter on the salaries set out in column D 
of Schedule 1 and 2 effective from the FFPP on or after that date.. A further 
salary increase equivalent to Perth CPI March quarter of the year of the salary 
increase will be applied and paid effective from the FFPP on or after 1 May 
each year thereafter until a replacement agreement is registered by the 
WAIRC. 

 
(a) Without binding the parties’ bargaining positions in future negotiations 

for a replacement agreement, the parties acknowledge that it would be 
appropriate for any salary increase agreed as part of a replacement 
agreement that must be paid within a 12 month period of any increase 
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being paid under sub-clause 16.1.4 to be reduced by an amount 
commensurate with the salary increase made under sub-clause 16.1.4. 

 
(b) The salary increase in sub-clause 16.1.4 of this Agreement shall not 

be applied if a replacement agreement has been lodged and is awaiting 
approval by the WAIRC.   
 

(c) For the purposes of this sub-clause, if Perth CPI has a negative value, 
it will be treated as having a zero value. For the avoidance of doubt, 
this will mean that the relevant salary rates will remain the same 
(neither increased nor decreased) for the relevant period. 

  
16.2 All salaries will be paid on a fortnightly basis and paid in arrears. An Employee’s 

salary will be deposited into their nominated bank account/s. 
 

17.  HOURS OF WORK  
 

17.1 Ordinary Hours of Work are those hours worked by Employees that do not attract 
overtime rates as defined in sub-clause 18.1.   

 
17.2 Supervisors may request working the same hours arrangement as the team they 

supervise 
 

17.3 The table below details the ordinary hours that Employees can be required to work. 
Any ordinary hours an Employee may be requested to work outside the span of hours 
set out below, must be mutually agreed. Sub-clause 17.12.1 details hours that attract 
additional rates. 

 

Assets Directorate Mon - Fri Sat Sun 

Supervisor Waste Operations  5:30am to 7pm   

Supervisor Positions (Building Maintenance; Conservation; 
Engineering Maintenance; Fleet Workshop; Irrigation Maintenance; 
Parks Contracts; Parks Maintenance; Natural Areas) 

6:30am to 7pm   

All other Asset Positions  7am to 7pm   

Community & Place Directorate Mon - Fri Sat Sun 

Community & Place 
 
Community & Place; Community Service Delivery 

 
 

7am to 7pm 

  

Community Development  
 
Early Childhood & Youth; Community Planning & Development  

7am to 7pm 
 

7am to 9pm 

 
 

8:30am to 5pm 

 
 
 

Community Facilities                       
 
Community Facility Planning & Operations (exc Caretakers)                                   
 
Caretakers                                             
 
Aquamotion & Kingsway 

7am to 7pm 
 

7am to 7pm 
 

6am to 1am 
 

5am to 10pm 

 
 
 
 

6am to 1am 
 

7am to 7pm 

 
 
 
 

6am to 1am 
 

7am to 7pm (& PHs) 

Place Management 
 
Events 

7am to 9pm 
 

5am to 10pm  

8:30am to 5pm 
 

5am to 10pm  

  

Cultural Development                                      
 
Library Officers  

 
Cultural Services 

7am to 7pm 
 

8am to 8pm 
 

7am to 7pm 

 
 

8:30am to 5pm 
  

 
  



14 

 

Community Safety & Emergency Management      
 
Ranger & Surveillance Officers 
 
Safety Patrol Officer 
 
Emergency Management 

7am to 7pm 
 

6am to midnight 
 

6pm to 8am 
 

7am to 7pm 

 
 

6am to midnight 
 

6pm to 8am 
  

 
 

6am to midnight 
 

6pm to 8am 
  

Communications & Brand  7am to 7pm 
  

Corporate Strategy & Performance 
Directorate 

Mon - Fri Sat Sun 

Council & Corporate Support 
 
Civic & Hospitality Officer; Hospitality Assistant; Council Support 
Officer 

 
 

7am to 10pm 

  

All other CS&P and Office of the CEO Positions   7am to 7pm   

Planning & Sustainability Directorate Mon - Fri Sat Sun 

All Planning & Sustainability Positions  7am to 7pm   

 
17.4  Where an Employee’s Ordinary Hours of Work are varied in accordance with Clause 

10 - Consultation, the variation must be recorded in writing. A change to Ordinary 
Hours of Work made in accordance with Clause 10 is not to be considered to be a 
voluntary change for the purposes of sub-clause 17.5.  

 
Notwithstanding such consultation, an employee cannot be required to work Ordinary 
Hours of Work: 
 
(a) before 5:30am or after 9:30pm, Monday to Friday; 

 

(b) on a Saturday before 8.30am or after 5.00pm; or 

 
(c) on a Sunday.  

17.5  An Employee, with the approval of their Leader, can voluntarily schedule their 
Ordinary Hours of Work at any time between 5:30am and 9:30pm Monday to Friday 
and between the hours of 7.00am and 5.30pm on a Saturday. Where an Employee 
requests to work their Ordinary Hours of Work in accordance with this clause, they 
shall not be entitled to any additional payments under sub-clause 17.11.  

 
17.6  On occasions Employees may vary the starting and finishing times of their Ordinary 

Hours of Work by agreement between the affected Employee(s) and their Leader, 
taking into account the hours of work the Service Unit needs to be operational. 
 

17.7  Except as otherwise provided under sub-clause 17.7.1, Employees shall be entitled to 
an unpaid meal break of at least 30 minutes after five hours of continuous work. With 
agreement between the City and the Employee, the unpaid meal break can be taken 
at a time and location convenient to the operations of the Service Unit. 

 
17.7.1 Community Service Officers (Recreation) who are on the City’s approved 

Emergency Response Team register will be entitled for those days worked in 
such capacity: 
(a) two 15 minute breaks for rostered shifts greater than 4.5 hours but less 

than 6.75 hours; or 
 

(b) one 15 minute paid meal break and one 30 minute paid meal break for a 
rostered shift greater than 6.75 hours. 
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17.8 An Employee may work up to a maximum of 10 ordinary hours on any day/ shift 

(excluding unpaid meal breaks) or, by agreement between the City and the 
Employee, up to a maximum of 12 ordinary hours on any day/ shift.   

 
17.9 A rest period of 10 hours will be provided from the time of ceasing work to the time of 

resumption of work. The rest period shall be counted as time off duty without 
deduction of pay and shall be arranged at a time and in a manner to suit the 
convenience of the City. 
  

17.10 Where there is a roster in place, the roster will be displayed in a prominent, 
accessible position within the workplace. Where there is a change of roster, at least 
72 hours’ notice is to be given unless a lesser notice period is negotiated between the 
parties. 
 

17.11  An Employee will be provided with notice of a change to working hours within the 
Ordinary Hours of Work as detailed below, unless a lesser period is agreed between 
the Employee and their Leader: 

 
17.11.1 Where the change of hours affects hours of work within one pay cycle, 48 

hours’ notice will be provided. 
 
17.11.2 Where the change of hours affects hours of work for longer than one pay 

cycle, two weeks’ notice will be provided. 
 

17.11.3 Where the change of hours affects hours of work for longer than two pay 
cycles, four weeks’ notice will be provided and by mutual agreement. 

  
17.12  Additional Rates for Ordinary Hours of Work 
 

17.12.1 Ordinary Hours of Work performed Monday to Friday, between 7:00am and 
7:00pm attract no penalties, loadings or additional rates. Subject to the 
terms of this clause, Ordinary Hours of Work performed outside of the span 
of Monday to Friday between 7:00am and 7:00pm and all hours worked on 
weekends will attract the following rates (including for Community Services 
Officers, Environmental Health Officers and Recreation Centre Employees):  

 

Period Loading Amount 

5:00am to 7:00am, Monday - Friday 15% 

7:00pm to Midnight, Monday - Friday 15% 

Midnight to 5:00am, Monday - Friday 25% 

Each hour on Saturday 25% 

Each hour on Sunday 50% 

 
The above rates are not payable to Rangers & Surveillance Officers, 
Caretakers and Safety Patrol Officers. 
 

17.12.2 Level 2, Level 3 and Level 4 Library Officers had incorporated into their 
base salary, in the City of Wanneroo Salaried Officers Union Collective 
Agreement 2008 (as set out in Schedule 2 of this Agreement) a loading of 
10% on all rostered hours worked in recognition of their regular rostering 
during Unsociable Hours. Therefore no further claims for the 10% loading 
can be made in the future from the effective date of the 2008 Agreement. 

 
Ordinary Hours of Work for Library Officers will be consistent with sub-clause 
17.2. 
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17.12.3 Level 2, Level 3 and Level 4 Library Officers employed with the City prior 

to 13 May 2016 will also be entitled to Additional Rates for Ordinary Hours 
of Work in accordance with sub-clause 17.12.1, except for the below 
variations: 
(a) a loading of 15% to be payable on each hour worked between 6pm to 

7pm Monday – Friday; 
 
(b) all hours worked on a Saturday are to be paid a loading of 50%; and 
 
(c) all hours worked on a Sunday are to be paid a loading of 75%.   
 

17.12.4 Level 2, Level 3 and Level 4 Library Officers employed with the City after 
13 May 2016 will be entitled to Additional Rates for Ordinary Hours of Work 
in accordance with sub clause 17.12.1 and will not be entitled to the higher 
percentage rate payments as set out in sub-clause 17.12.3. 

 
17.12.5 Library Officers must be prepared to work flexible rostered ordinary hours 

in accordance with operational requirements and to meet the community 
needs. 

 
17.12.6 Rangers & Surveillance Officers had incorporated into their base salary, 

in the City of Wanneroo Salaried Officers Union Collective Agreement 2008 
(as set out in Schedule 2 of this Agreement), a loading of 15% on all hours 
worked, in lieu of the Unsociable Hours they are required to work. 
Therefore, no further claims for the 15% loading can be made from the 
effective date of the 2008 Agreement and they are also not entitled to the 
Additional Rates under sub-clause 17.12.1.  

 
Rangers & Surveillance Officers agree to work an 80 hour fortnight (their 
ordinary hours) Monday to Sunday, in which eight to 12 hours can be worked 
in any one day over a 14 day fortnight.   

 
17.12.7 Caretakers had incorporated into their base salary, in the City of Wanneroo 

Salaried Officers Union Collective Agreement 2008 (as set out in Schedule 
2 of this Agreement), a loading of 15% on all hours worked, in lieu of the 
Unsociable Hours they are required to work. Therefore, no further claims 
for the 15% loading can be made from the effective date of the 2008 
Agreement and they are also not entitled to the Additional Rates under sub-
clause 17.12.1.  

 
17.12.8 Safety Patrol Officers had incorporated into their base salary, in the City 

of Wanneroo Salaried Officers Collective Agreement 2012 (as set out in 
Schedule 2 of this Agreement), a loading of 25% on all hours worked, in 
lieu of the unsociable hours they are required to work. Therefore, no further 
claims for the 25% loading can be made from the effective date of the 2012 
Agreement and they are also not entitled to any additional rates under sub-
clause 17.12.1. 

 
17.12.9 Except where provided in sub-clause 17.11.2, where an Employee works 

hours which would entitle them to payment of more than one of the 
penalties payable in accordance with Additional Rates for Ordinary Hours 
of Work, penalties, overtime or public holiday provisions of this Agreement, 
only the highest of any such penalty shall be payable on the base rate. 
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18.  OVERTIME  
 

18.1 Overtime rates only apply on hours worked at the direction of the City, in excess of:  
(a) 76 hours over the pay fortnight (or 80 hours for Rangers & Surveillance Officers); 

or 
(b) 10 hours on any one day (or 12 hours for Rangers & Surveillance Officers). 

 
18.2 An Employee must obtain approval from their Leader before working overtime. 

Without this approval, overtime payments or time off in lieu (TOIL) will not be made. 
An exception may arise if the extreme urgency of the work means that the approval 
cannot be gained until after the work is performed. 

 
18.3 An Employee will be compensated for working approved overtime by either being paid 

at the appropriate overtime rate in sub-clause 18.5 or by taking TOIL proportionate to 
the overtime payment. For overtime to be taken as TOIL an agreement must be made 
between the City and the Employee, subject to operational needs. 

 
18.4 If overtime is taken as TOIL, a maximum of 76 hours can be accrued and further 

approved overtime worked beyond 76 hours will be paid as overtime in the next 
available pay period. No further accrual of TOIL will be permitted until the balance is 
reduced to less than 76 hours. Note that flexi-time can only be claimed for ordinary 
hours worked while TOIL can only be claimed for overtime hours worked.  

 
18.5 Overtime worked on any day, Monday to Friday inclusive, shall be paid at the rate of 

time and one half for the first two hours and double time thereafter. 
 

18.5.1 Overtime worked on a Saturday prior to 12:00 noon shall be paid at the rate 
of time and one half for the first two hours and double time thereafter. 

 
18.5.2 Overtime worked on a Saturday after 12:00 noon or on a Sunday shall be 

paid at the rate of double time. 
 
18.6 All work performed on a holiday as prescribed in Clause 22 - Public Holidays, shall be 

paid at the rate of double time and one half. 
 
18.7 In computing overtime, each day shall stand alone; but when an Employee works 

overtime which continues beyond midnight on any day, the time worked after midnight 
shall be deemed to be part of the previous day’s work for the purpose of this sub-
clause. 

 
18.8 Where an Employee is required to attend a meeting outside of the Ordinary Hours of 

Work, they will be paid a minimum of two hours’ work. 
 

18.9 Subject to sub-clause 18.10, the City may require any Employee to work reasonable 
overtime at overtime rates and the Employee shall work overtime in accordance with 
the requirement. 

 
18.10  An Employee may refuse to work overtime in circumstances where working overtime 

would result in the Employee working hours which are unreasonable having regard to:  
(a) any risk to the Employee’s health and safety; 

 
(b) the Employee’s personal circumstances including family responsibilities; 

 
(c) the needs of the workplace or enterprise; 

 
(d) the notice (if any) given by the City, of the overtime;  
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(e) the response by the Employee, of his or her intention to refuse it; and 
 

(f) any other relevant matter. 
 

19. JOB TRANSFERS AND ROTATIONS  
 

19.1 Job transfers will be in accordance with the City’s Recruitment and Staff Movements 
Procedure. 

 
19.2 Subject to mutual agreement between the City and Employees, Employees may be 

temporarily rotated to support relevant learning and development. The objective is to 
encourage the flexible use of the City’s workforce, support Service Unit needs and to 
support multi-skilling. 

 
19.3  Employees benefit from the opportunity to develop and enhance their skills. An 

Employee, who seeks to work in an alternative area or develop new skills through job 
rotation, should discuss opportunities with their immediate Leader or raise their interest 
at the time of their annual performance review.  

 
19.4 Where management identifies a job rotation opportunity, the Employee will be provided 

with reasonable notice of the change and will be advised of the dates, location and 
functions they will be performing. 

 
19.5 Where a temporary rotation of three months or more in duration is to occur, the 

Employee will be provided with written notification of the rotation.  
 

19.6 The Employee will receive the appropriate rate of pay for the times they will be 
performing for the period of the rotation however, not a lesser amount than their normal 
pay unless the Employee has opted to take a lower paid position.  

 

20.  ANNUAL LEAVE 
 
20.1 Entitlement 
 

20.1.1 Unless otherwise provided, Employees are entitled to five weeks’ annual 
leave with pay for each 12 month period worked.  

 
20.1.2 Rangers & Surveillance Officers and Environmental Health Officers 

are entitled to six weeks’ annual leave with pay for each 12-month period 
worked.  

 
20.1.3 Employees considered Shift-workers in accordance with the Shift-worker 

definition in sub-clause 6.24, will be entitled to additional leave in 
accordance with sub-clause 6.24.  

 
20.1.4 Annual Leave will accrue on a daily basis. The Employee is not entitled to 

take annual leave that has not been credited. An Employee is not permitted 
to have a negative leave balance.  

 
20.1.5  17.5% annual leave loading was converted to three additional annual leave 

days in the City of Wanneroo Salaried Officers Union Collective Agreement 
2008. The three additional annual leave days form part of the entitlement 
set out in sub-clause 20.1.1. Therefore, annual leave loading is not payable 
and no further claims can be made for annual leave loading. 
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20.2 Payment of Salaries 

 
An Employee going on leave shall be paid the ordinary salary they would have received 
in respect of the ordinary time, including penalties and loadings they would have been 
paid had they not been on leave during the relevant period.  
 
An Employee who is taking a period of annual leave of up to two weeks may apply to 
have their salary paid in advance. 
 

20.3 Leave and Public Holidays 
 
If a prescribed public holiday falls within an Employee’s period of annual leave and the 
Employee would normally be rostered on that day, then that day will be considered a 
public holiday and the Employee will not be deducted annual leave for that day. 
 

20.4 Leave on Termination 
 
If an Employee leaves their employment for any reason the Employee shall be paid for 
all accrued annual leave, as per sub-clause 20.1. 

 
20.5 Absence from Work 

 
If an Employee is absent from work on unpaid leave or an unauthorised unpaid 
absence the period of unpaid leave will not count as service for annual leave purposes.  
 

20.6 Taking of Leave 
 
20.6.1 All annual leave applications must be made to the Employee’s operational 

leader/ Leader. The City will not unreasonably refuse a request from an 
Employee requesting to take annual leave. However, authorisation is subject 
to the operational requirements of the City.  

 
20.6.2 It is the City’s preference that annual leave should be taken in one or two 

periods per year. Other leave arrangements can be agreed between the City 
and the Employee. 

 
20.6.3 In special circumstances and with the consent of the City, an Employee may 

defer the taking of any accrued annual leave, or any part not taken, for a 
period not exceeding three years after the date when the leave accrued. 

 
20.7 Excessive Annual Leave 
 

 Where an employee has accrued an excessive annual leave balance (being more than 
two years of accrued annual leave entitlement), the City may direct the employee to 
take annual leave to the extent that the excessive accrued annual leave component is 
eliminated.  

 
20.8 Christmas Closedown 
 

The City, who observes a Christmas closedown for one or more sections of the 
workforce, may require an Employee to take their annual leave for that period.  
 

20.9 Leave Without Pay 
 
An Employee, who has been employed by the City for a minimum of 12 months may 
be entitled to apply for leave without pay, provided all annual and long service leave 
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entitlements are exhausted. The taking of this leave will be subject to the same 
requirements as set out in sub-clause 20.6. 

 
20.10 Casual Employees 

 
Casual Employees are not entitled to annual leave. 
 

20.11 Cashing out of Annual Leave 
 

20.11.1 To fulfil its duty of care obligations and to demonstrate that the City is 
committed to ensuring the safety and health of all Employees, the City 
endeavours to ensure that Employees are "fit for work" while on duty. This is 
done through a process of education, awareness, assistance, counselling 
and managing leave. The City therefore encourages Employees to take 
regular annual leave in accordance with this Agreement and the City's Leave 
Management and Entitlements Procedure. 

 
20.11.2 However, an Employee may apply to cash out an amount of annual leave, 

provided the application is in writing and:  
 

20.11.2.1 the Employee has taken at least 10 days annual leave or long 
service leave in the preceding 12 months; 

20.11.2.2 a balance of at least four weeks’ annual leave will remain after 
the cashing out is completed; and 

20.11.2.3 once payment has been made in lieu of the annual leave 
entitlement, that payment cannot be revoked in order to restore 
leave entitlements. 

 
20.11.3 The Employee will be subject to tax on any amount paid under this clause 

pursuant to the Income Assessment Act 1936 and the City will make the 
appropriate deduction from the payment. 

 

21.  LONG SERVICE LEAVE  
 

21.1 Long service leave will be paid in accordance with the Local Government (Long Service 
Leave) Regulations (Regulations). 

 
An Employee is entitled to 13 weeks’ paid long service leave in respect of each 10 
years’ continuous service which the Employee completes and shall be available pro-
rata after seven years. Part-time Employees are entitled to long service leave on a pro-
rata basis. 

  
 An Employee can elect to either take the long service leave as paid time off or 

alternatively receive the cash incentive - the monetary value equivalent had they taken 
the time off. When applying for the cash incentive of long service leave Employees will 
be required to provide the same notice as if they were taking the leave. 

 
21.2 The full terms and conditions for eligibility to long service leave under this Agreement 

are in accordance with the provisions set out in the Regulations (excluding any content 
prohibited under industrial legislation during the life of this Agreement). The following 
sub-clauses provide a summary of those provisions. 

 
 21.3 Taking Leave 

 
An Employee is required to provide at least two months’ notice of their intent to take 
leave. This will ensure that the operation of the Service Unit is not impeded and a 
suitable replacement can be sourced. For leave periods of less than 13 weeks in any 
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one instance the City may accept a shorter period of notice, however, this will be at the 
City’s discretion. 
 
Long service leave must be taken in week-long blocks (seven calendar days). Rangers 
and Surveillance Officers must take long service leave in block of two-weeks (14 
calendar days) due to the operational roster of the Ranger and Surveillance Officer 
role. 
 

21.4  Payment of Leave  
 

Prior to commencing leave an Employee may elect to have their salary for the period 
of long service leave paid on a fortnightly basis or paid in a lump sum. The payment 
method needs to be indicated on the leave form or through My Payroll, prior to 
submitting the form to the appropriate Leader for approval. 
 

21.5  Leave on Double Pay 
 

An Employee may elect to take their long service leave on double pay but remain on 
leave for half the amount of time.  

 
21.6  Leave on Half Pay 
 

An Employee may elect to take their long service leave on half pay but remain on leave 
for double the amount of time. The Leader will need to approve the extended leave, 
giving consideration to the effective operation of the Service Unit. 

 
21.7  Public Holidays 
 

If a prescribed public holiday falls within an Employee’s period of long service leave 
and the Employee would normally be rostered on that day, then the Employee’s long 
service leave is to be extended by a day.  
 

21.8  Termination of Employment 
 

Where the service of an Employee, who has previously become entitled to long service 
leave, is terminated by the City in any circumstances other than for serious and wilful 
misconduct and the Employee does not, within the timeframe stated in sub-clause 11.1, 
whichever is the longer, enter the service of another Local Government the Employee 
shall be entitled to payment of the accrued leave and the Employee will no longer be 
entitled to take the leave. 

 
21.9  Portability of Long Service Leave  

 
21.9.1  The City will recognise service with other WA Local Governments for the 

purposes of long service leave entitlements. Entitlement to long service leave 
will be carried over from one WA Local Government to another WA Local 
Government. 

 
21.9.2  For the purposes of determining the entitlement of an Employee to long service 

benefits under these regulations, the service of an Employee shall be regarded 
as continuous notwithstanding: 

 
(a) any absence of the Employee from duty if leave of absence has been 

granted by the City; 
 

(b) the absence of the Employee on account of national service if the period 
of absence is deemed to be included in the service of the Employee for 
the purpose of these regulations; 
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(c) there being a period of time between the Employee leaving the service 

of one WA Local Government and entering the service of another WA 
Local Government if the period is used for recreation leave or travelling 
time and does not exceed: the period in respect of which payment has 
been made by the first-mentioned Local Government in lieu of the 
Employee’s accrued and pro-rata leave entitlements; or two weeks 
whichever is the longer. 

 
21.9.3 Each WA Local Government will be responsible for the payment of long 

service leave accrued whilst the Employee was employed with them and will, 
upon receipt of the invoice from the current Local Government employer pay 
the proportion of long service leave accrued while in their employ. 

    
21.9.4 Portability of long service leave entitlements does not occur when the 

Employee leaves and commences with another employer other than a Local 
Government. 

 
21.10 Absence from Work 

 
If an Employee is absent from work on unpaid leave and/or unauthorised unpaid 
absence, the period of unpaid leave will not count as service for long service leave 
purposes.  
 
Periods of unpaid personal leave of up to three months will count as service for long 
service leave purposes.  
 

21.11 Workers’ Compensation 
  
If an Employee is receiving workers compensation payments, the City will consider this 
period as service for long service leave purposes. 
 

22.  PUBLIC HOLIDAYS 
 

22.1 An Employee shall be entitled to a day off work without deduction of pay on: 
 

22.1.1 New Year’s Day, Good Friday, Easter Saturday, Easter Sunday, Easter 
Monday, Christmas Day, and Boxing Day; 

 
22.1.2 the following days, on the dates prescribed in Western Australia, Australia 

Day, Anzac Day, Celebration Day, Labour Day and Western Australia Day or 
their substituted day; and 

 
 22.1.3 any other day gazetted as a Public Holiday by the relevant Government 

Authority. 
  
 The two Public Service Holidays in lieu (Tuesday after Easter and 2 January) were 

converted to an additional two annual leave days in the City of Wanneroo Salaried 
Officers Union Collective Agreement 2008. The two additional annual leave days form 
part of the entitlement set out in sub-clause 20.1.1. Therefore no further claims can be 
made for these two Public Service Holidays. 

 
22.2 Holidays in Lieu 

 
22.2.1  When Christmas Day is a Saturday or a Sunday, a holiday in lieu shall be 

observed on 27 December. 
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22.2.2 When Boxing Day is a Saturday or a Sunday, a holiday in lieu shall be 
observed on 28 December. 

 
22.2.3 When New Year’s Day, Australia Day or Anzac Day is a Saturday or Sunday, 

a holiday in lieu shall be observed on the next Monday. 
 
22.2.4 When a day in lieu is being observed as the Public Holiday then only the day 

in lieu attracts the payment of any applicable Public Holiday penalties.  
 

22.3 Working on Public Holidays 
 
22.3.1 Where an Employee is required to work on a public holiday they will be paid 

for all time worked at the rate of double time and one half.   
 
22.3.2 By agreement between the City and the Employee required to work on a public 

holiday, the Employee may be granted time off in ordinary hours, equivalent 
to the penalty rate, at a mutually agreed time. 

 
22.3.3 If an Employee is not rostered to work on a public holiday, but is recalled to 

work on that day, the Employee is entitled to be paid a minimum of three hours’ 
work or for the actual hours worked, whichever is the greater, at the 
appropriate penalty rate. Time reasonably spent travelling to and from work 
shall be counted as work time. 

 
22.3.4 If, on any public holiday not referred to in sub clause 22.1, the City’s 

establishment or place of business is closed, an Employee need not present 
themselves for duty and payment will not be deducted, but if work is done, 
penalty rates shall apply. 

 
22.3.5 Where a public holiday falls on a Saturday or Sunday, an Employee who would 

normally be rostered to work on the Saturday or Sunday, may request a 
variation to the roster to allow the Employee to observe the public holiday on 
the Saturday or Sunday. The request must be made at least three months 
before the public holiday.  

 
22.4 Substitute Days 

 
22.4.1 The City, with the agreement of the affected Employee who is a party to this 

Agreement, may substitute another day for any prescribed in sub-clause 22.1. 
 

22.4.2 An agreement pursuant to sub-clause 22.4.1 shall be recorded in writing and 
be available to the affected Employee. 

 
22.4.3 Where a public holiday falls on an Employee’s RDO, then the Employee will 

receive one day in lieu. 
 

23. PERSONAL LEAVE  
 

23.1 Personal leave is available to an Employee when they are absent: 
(a) due to a personal illness, or injury, of the Employee; or 
 
(b) to provide care or support to a member of the Employee’s immediate family or 

household member who requires care or support because of a personal illness, 
or injury of the member; or an unexpected emergency affecting the member. 

 
An Employee who is sick or injured on a RDO is not entitled to personal leave for that 
day. 
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23.2 Immediate Family or Household  
 

23.2.1 The entitlement to personal leave for caring or support purposes in accordance 
with sub-clause 23.1(b) is subject to the person in respect to who the leave is 
being taken being either: 
(a) a member of the Employee’s immediate family; or  

 
(b) a member of the Employee’s household; or  

 
(c) someone with who the Employee has a special relationship (evidence of 

this special relationship may be requested by the City prior to making a 
determination for the leave request). 

 
23.2.2 The term immediate family includes: 

(a) a spouse or former spouse, de facto partner or former de facto partner, 
child, parent, grandparent, grandchild or sibling of the Employee; or 

 
(b) a child, parent, grandparent, grandchild or sibling of an Employee’s 

spouse or de facto partner. It includes step-relations (e.g. step-parents 
and step-children) as well as adoptive relations. 

 
23.3 Entitlement 
 

23.3.1 Personal leave entitlements include sick and carer’s leave. The yearly 
entitlement is based on an employee’s ordinary hours of work and is 10 
days for full-time employees and pro-rata for part-time employees, and is 
calculated as 1/26 of an employee’s ordinary hours of work in a year. 

 
After completion of four years’ service, a full-time employee will accrue 12 
days per year, and pro-rata for part-time employees, across the year of 
service according to the employee’s ordinary hours of work and is calculated 
as 1/21.66 of an employee’s ordinary hours of work in a year. 

 
23.3.2 Personal leave will be provided in accordance with sub-clause 23.3.1 as 

outlined below:   
  

(a) Upon commencement: 10 days immediately available. 
 

(b) After completion of 12 months’ service: 10 days per annum accruing 
progressively and accumulatively. 
 

(c) After completion of four years’ service: 12 days per annum accruing 
progressively and accumulatively.  

 
23.3.3 An Employee is entitled to take any accrued personal leave for the reasons 

set out in clause 25.1 and to attend an appointment at an Employee 
Assistance Provider supplied by the City. However an Employee is not 
entitled to go into a negative personal leave balance nor can they apply for 
personal leave in advance unless by agreement with the Leader, and the 
Employee provides a medical certificate with the expected date that the 
personal leave will be required to be taken. 

 
23.3.4 If an Employee does not exhaust all their personal leave entitlements in the 

accrual year, then the balance will be carried forward to the following year.  
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23.3.5 Casual Employees have no entitlement to paid personal leave, as casual 
Employees receive a casual loading in lieu of the entitlement.  

 
23.4 Casual Employees 

  
23.4.1 Subject to evidentiary and notice requirements contained in this clause, 

casual Employees shall be entitled to unpaid personal leave.  
 

23.4.2 The period of absence shall be agreed between the City and Employee or, 
failing agreement, shall be up to two days’ unpaid personal leave per 
occasion. 

 
23.4.3 The City must not fail to re-engage a casual Employee after a period of 

personal leave if there is still work to be carried out. 
 

23.5 Evidence 
 

Employees must provide evidence in the following circumstances that would satisfy a 
'reasonable person' (e.g. a medical certificate) in support of a claim for personal leave: 

 
23.5.1 For any period of personal leave of more than two consecutive business 

days; or 

 
23.5.2 In all other circumstances if directed by the City.    

 
Disciplinary procedures may be followed to manage any abuse of personal leave or 
the failure to provide a medical certificate on request. 

 
The immediate Leader may require Employees claiming personal leave to submit to an 
examination by an appropriately qualified medical practitioner at no cost to the 
Employee, provided the Employee is notified prior to attending work or where the 
Employee has failed to satisfy a 'reasonable person' that there is evidence to support 
a claim for personal leave. 

 

23.6 Notice of Intent to Take Personal Leave 
 

To be entitled to personal leave an Employee who is unable to attend work due to 
temporary incapacity must: 

 
23.6.1 Advise their immediate Leader of their intent to take personal leave. 

Contact must be made with the Leader, or in the absence of the Leader, 
the NUL to advise of their absence; and 

 
23.6.2 Make contact prior to the commencement of duty where possible, otherwise 

no later than one hour from the usual start time. The Employee will provide 
the City with information pertaining to: 
(a)  the reason for the leave (sick or carer’s purposes); 

 
(b)  the estimated return time or date; and  

 
(c)  any urgent matters or meetings that need attention. 

 
23.6.3 If contact is not made in this time, the Leader will try to contact the 

Employee by telephone (both home and mobile). If contact cannot be 
made, the Employee’s emergency contacts will be contacted to advise that 
the Employee has not arrived at work.  
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This is to ensure the safety of the Employee. If in extreme   circumstances 
the Employee and their emergency contacts are not able to be contacted, 
and they have not returned the City’s call within 10 hours, the City, if still 
unable to make contact, may contact the police to ensure the safety of the 
Employee. 

 
23.7 Workers’ Compensation 

 
If an Employee is receiving workers’ compensation payments, then for the duration that 
the Employee is on workers’ compensation the Employee will not be entitled to 
personal leave. 
 

23.8 Personal Leave during Annual Leave  
 

23.8.1 If an Employee is sick during a period of annual leave, then the annual 
leave will be re-credited to the Employee, provided the Employee provides 
a medical certificate. 

 
23.8.2 Annual leave will only be re-credited if the Employee had an entitlement to 

personal leave at the proposed commencement date of the personal leave. 
If the Employee does not have an entitlement to personal leave, then they 
may use some other form of paid leave, or unpaid personal leave. 

 
23.9 Unpaid Personal Leave (for Carers Leave) 

 
Where an Employee has exhausted their paid entitlement they shall be entitled to 
unpaid carers leave for the purposes defined in sub-clause 23.1(b). The period of 
absence shall be agreed between the City and the Employee or failing agreement shall 
be up to two days per occasion, and will be subject to the requirements of sub-clauses 
23.5 and 23.6. 
 

23.10 Portability of Personal Leave 
 

An Employee may request a letter detailing their current balance of personal leave, on 
termination, to present to their new Local Government employer. It will be at the 
discretion of the new Local Government employer if they accept and allow the transfer 
of personal leave credits. The City is not liable for the payment of this personal leave.  

 
23.11 Absence from Work 

 
If an Employee is absent from work on unpaid leave and/or unauthorised unpaid 
absence, the period of unpaid leave will not count as service for personal leave 
purposes.  

 

24. BEREAVEMENT LEAVE  
 

24.1 An Employee is entitled to up to two days bereavement leave per occasion where: 

• a member of their immediate family or household dies, or contracts or 
develops a life-threatening illness or injury;  

• a baby in their immediate family or household is stillborn; 

• they have a miscarriage; or 

• their current spouse or de facto partner has a miscarriage.  
 

24.2 Bereavement leave is payable at the Employee’s ordinary rate of pay, including 
casual loading for a casual Employee. 

 
24.3 To be entitled to bereavement leave, the Employee may be required to provide 
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evidence to satisfy a reasonable person of the relationship, illness, injury or death. 
 

24.4 Bereavement leave may be taken in a single unbroken period of two days or two 
separate periods of one day or as agreed otherwise by the parties. 

 
24.5 Where an Employee has exhausted their paid entitlement they shall be entitled to 

unpaid  leave or at the request of the Employee utilise their existing annual leave 
entitlements. The period of absence shall be agreed between the City and the 
Employee or failing agreement shall be up to two days per occasion. 

 
24.6 Where a family or household member defined in sub-clause 24.1 dies outside of 

Australia, an Employee shall be entitled to three paid days’ absence per occasion. 
 

25. SPECIAL PAID LEAVE 
 

25.1 Wellness Leave 
 

Employees (other than casual employees) are entitled to two days of paid wellness 
leave per calendar year. This is intended as a day for Employees to focus on activities 
that support their personal health and wellbeing however Employees are not required 
to disclose their reasons for accessing this leave. Employee requests for wellness 
leave will not be unreasonably refused but the taking of this leave remains subject to 
operational requirements. Wellness leave does not accrue from year to year and is to 
be taken during the calendar year in which it arises.  
 

25.2 Volunteer Service Leave 
 

After the completion of 12 months’ continuous service, permanent full time Employees 
shall be entitled to one day of paid volunteer service leave per annum. This is provided 
that the volunteering activity is with a registered charity/ community organisation in 
Western Australia, and subject to the provision of appropriate evidence of the volunteer 
activity approved by the Leader in advance. 

 
25.3 Cultural and Ceremonial Leave 

 
The parties recognise and value cultural workplace diversity and will therefore provide 
opportunities for Employees to observe days of cultural, ceremonial and religious 
significance. Where attendance requires time away from work, Employees will be 
entitled to use existing ‘accrued’ leave entitlements. 

 
Employees must disclose any cultural, ceremonial or religious leave requirements in 
advance of any related leave request. 
 

25.4 Family & Domestic Violence Leave 
 

The City recognises that Employees sometimes face situations of violence or abuse in 
their personal life that may affect their attendance or performance at work.  

 
25.4.1 An Employee experiencing family or domestic violence will have access to 

10 days’ paid family and domestic violence leave, in accordance with the 
NES in the Fair Work Act 2009 and up to five unpaid days of family and 
domestic violence leave in accordance with MCE, in a 12 month period. 

 
25.4.2 Employees may be required to provide evidence to substantiate the request 

to take family and domestic violence leave. Evidence may include 
documentation issued by: 
(a) a Police Officer; 
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(b) a Court; 

 
(c) a registered family and domestic violence support service; 
(d) a medical provider, hospital, counsellor or psychologist; or 

 
(e) a statutory declaration from the Employee. 

 
Employees may also access the City’s Employee Assistance Provider.  

 

26.  PARENTAL LEAVE  
 

26.1 The provisions of this clause apply to all Employees.  
 

26.2 Subject to the terms of this clause, Employees are entitled to parental leave and to 
work part time in connection with the birth or adoption of a child. 

 
26.3 Definitions  
 

26.3.1 For the purpose of this clause “child” means a child of the Employee under 
school age except for adoption of a child where ‘child’ means a person under 
the age of 16 years who is placed with the Employee for the purposes of 
adoption, other than a child or step-child of the Employee or of the spouse of 
the Employee or a child who has previously lived continuously with the 
Employee for a period of six months or more. 

 
26.3.2 Subject to sub-clause 26.3.3, in this clause, “spouse” includes a de facto or 

former spouse. 
 
26.3.3 In relation to sub-clause 26.6, “spouse” includes a de facto spouse but does 

not include a former spouse. 
 

26.3.4 “Primary Care Giver” is the Employee who has, or will have, the primary 
responsibility to care for a child. 

 
26.3.5 “Employee Couple” are the spouse or de facto partner of the other. 

 
26.4 Basic Entitlement 
 

26.4.1 After the completion of 12 months’ continuous service, Employees are 
entitled to a total of 52 weeks’ parental leave on a shared basis in relation to 
the birth or adoption of their child if the Employee has or will have the 
responsibility of caring for the child. For the purposes of the qualifying period 
set out in this clause, the 12 months’ continuous service is calculated with 
reference to the proposed date of commencement of the parental leave. 

 
 26.5 Paid Parental Leave 
 

26.5.1 Full time and part time Employees who will be the Primary Care Giver of a 
newborn or newly adopted child, and who have not received payment under 
sub-clause 26.5.2, are entitled to 12 weeks of paid parental leave.  

 
 Paid parental leave is effective from the date of birth or placement of the 

adopted child.  
  

http://www.austlii.edu.au/au/legis/cth/num_act/fwa2009114/s12.html#spouse
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 Employees will be required to provide confirmation that they will be the 
Primary Care Giver of the child in support of any application made in 
accordance with this clause. 

 
26.5.2 An employee: 

(a) who has been employed by the City with at least 12 months’ continuous 
service at the time of the birth or adoption; and 

(b) whose partner will be the Primary Care Giver of the newborn or newly 
adopted child; and 

(c) who has not received payment under sub-clause 28.5.1:  
is entitled to two weeks’ paid partner leave, to be taken within 12 months 
of the birth or adoption of the child.   

 
26.5.3 Paid parental leave is calculated on the base rate of pay based on contractual 

hours.  
 
26.5.4 All existing entitlements will accrue during the period of paid leave. 
 
26.5.5 Paid parental leave can be taken at half pay (i.e. up to 24 weeks leave). 
 
26.5.6 Subject to sub-clause 26.5, while parental leave is to be available to only one 

parent at a time, both members of an Employee couple may simultaneously 
take: 

 
26.5.6.1 an unbroken period of up to eight weeks’ unpaid leave at the time 

of the birth of the child, which may include separate periods 
provided the period is not shorter than two weeks; 

 
26.5.6.2 for adoption leave, an unbroken period of up to eight weeks’ 

unpaid leave at the time of placement of the child; and 
 

26.5.6.3 notwithstanding the above, any Employee may request up to 
eight weeks’ unpaid leave for an Employee who has, or will have 
a responsibility to care for a child. 

 
26.6 Application for Parental Leave 
 

26.6.1 An Employee must provide notice to the City in advance of the expected date 
of commencement of parental leave. The notice requirements are: 

  

Event Notice Period 

The expected date of confinement 
(included in a certificate from a registered 
medical practitioner confirming the 
pregnancy). 

At least 10 weeks prior to the 
expected date. 

The date on which the Employee 
proposes to commence parental leave 
and the period of leave to be taken. 

At least four weeks prior to 
the proposed 
commencement of the 
leave. 

  
26.6.2 When the Employee gives notice of the expected date of confinement under 

sub-clause 26.6.1 the Employee must also provide a written notice stating 
particulars of any period of parental leave sought or taken by their spouse 
and that for the period of parental leave they will not engage in any conduct 
inconsistent with their contract of employment. 
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26.6.3  An Employee will not be in breach of this clause if failure to give the stipulated 
notice is occasioned by confinement occurring earlier than the presumed 
date. 

 
26.6.4  Subject to sub-clauses 26.5 and 26.6 unless agreed otherwise between the 

City and Employee, an Employee may commence parental leave at any time 
within six weeks immediately prior to the expected date of birth. 

 
26.6.5 Where an Employee is pregnant or has been and continues to work within 

the six week period immediately prior to the expected date of birth, or where 
the Employee elects to return to work within six weeks after the birth of the 
child, the City may require the Employee to provide a medical certificate 
stating that they are fit to work on their normal duties. 

 
 26.7  Special Parental Leave 

 
26.7.1 Where the pregnancy of an Employee who is not on maternity leave at the 

time, terminates within 28 weeks of the expected date of birth of a living child, 
then the Employee may take unpaid special maternity leave of such periods 
as a registered medical practitioner certifies as necessary. 

 
26.7.2  Where an Employee is suffering from an illness not related to the direct 

consequences of the confinement, an Employee may take any paid sick 
leave to which they are entitled in lieu of, or in addition to, special maternity 
leave. 

 
26.7.3  Where an Employee not then on maternity leave suffers illness related to 

their pregnancy, they may take any paid sick leave to which they are then 
entitled and such further unpaid special maternity leave as a registered 
medical practitioner certifies as necessary before their return to work.  

 
26.7.4 Where leave is granted under sub-clause 26.5, during the period of leave an 

Employee may return to work at any time, as agreed between the City and 
the Employee provided that time does not exceed four weeks from the 
recommencement date desired by the Employee. 

 
26.8 Parental Leave – (Adoption leave) 

 
26.8.1  The Employee will notify the City, at least 10 weeks in advance, of the date 

of commencement of adoption leave and the period of leave to be taken. 
 
26.8.2 An Employee may commence adoption leave prior to providing such notice; 

where through circumstances beyond the control of the Employee, the 
adoption of a child takes place earlier. 

 
26.8.3  Before commencing adoption leave, an Employee will provide the City with 

a statutory declaration stating: 
 

26.8.3.1 that the Employee is seeking adoption leave to become the 
Primary Care Giver of the child; 

 
26.8.3.2  particulars of any period of adoption leave sought or taken by the 

Employee’s spouse; and 
 

26.8.3.3  that for the period of adoption leave the Employee will not engage 
in any conduct inconsistent with their contract of employment. 
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26.8.4  The City may require an Employee to provide confirmation from the 
appropriate government authority of the placement. 

 
26.8.5 Where the placement of a child for adoption with an Employee does not 

proceed or continue, the Employee will notify the City immediately and the 
City will nominate a time not exceeding four weeks from receiving the 
notification for the Employee’s return to work. 

 
26.8.6 An Employee will not be in breach of this clause as a consequence of failure 

to give the stipulated periods of notice if such failure results from a 
requirement of an adoption agency to accept earlier or later placement of a 
child, the death of a spouse, or other compelling circumstances. 

 
26.8.7 An Employee seeking to adopt a child is entitled to unpaid leave for the 

purpose of attending any compulsory interviews or examinations as are 
necessary as part of the adoption procedure. The Employee and the City 
should agree on the length of the unpaid leave. Where agreement cannot be 
reached, the Employee is entitled to take up to two days’ unpaid leave. 
Where paid leave is available to the Employee, the City may require the 
Employee to take this leave instead. 

 
26.9 Variation of Period of Parental Leave 

 
Unless agreed otherwise between the City and Employee, an Employee may apply to 
their Leader to change or extend the period of parental leave on one occasion. Any 
change must be notified, in writing, at least four weeks prior to the commencement of 
the changed arrangements. 

 
26.10 Parental Leave and Other Entitlements 

 
An Employee may in lieu of, or in conjunction with, parental leave, access any annual 
leave or long service leave entitlements, which they have accrued subject to the total 
amount of leave not exceeding 52 weeks.  All entitlements will be in addition to any 
government paid parental leave scheme for which the Employee may qualify. 

 
26.11 Transfer to a Safe Job 

 
26.11.1 Where an Employee is pregnant and, in the opinion of a registered medical 

practitioner, illness or risks arising out of the pregnancy, or hazards 
connected with the work assigned to the Employee, make it inadvisable for 
the Employee to continue at their present work, the Employee will, if the City 
deems it practicable, be transferred to a safe job until the first occurrence of: 

(a) the cessation of the illness or risk; or 
 

(b) the commencement of maternity leave. 
 

During the risk period, the Employee with be paid at the Employee’s full rate 
of pay (for the position they held before the transfer) for the hours they work 
in the risk period and on the conditions attaching to the ‘safe job’. 

 
26.11.2 The City will undertake all reasonable efforts to find suitable alternative 

duties, provided an Employee presents a medical certificate from a 
registered medical practitioner classifying the Employee as fit for duties.  If 
the City is unable to find alternative duties, the Employee may elect to 
commence parental leave early, until the City finds alternative duties. This 
paid leave will be deemed as “No Safe Job Leave” and will be paid on 
ordinary time earnings only. No Safe Job Leave ends when the period of 
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unpaid parental leave starts (or paid parental leave starts in the case of 
Employees working with the City for more than 12 months). 

 
 When determining alternative duties, the City will ensure that these duties 

are consistent with the provisions of sub-clause 36.3.1.  
 

26.12  Returning to Work After a Period of Parental Leave 
 

26.12.1 An Employee will notify of their intention to return to work after a period of 
parental leave at least four weeks prior to the expiration of the leave. 

 
26.12.2  An Employee will be entitled to the position, which they held immediately 

before proceeding on parental leave. In the case of an Employee transferred 
to a safe job under sub-clause 26.11, the Employee will be entitled to return 
to the position they held immediately before the transfer. 

   
26.12.3 Where the position no longer exists but there are other positions available 

which the Employee is qualified for and is capable of performing, the 
Employee will be entitled to a position comparable in status and pay to their 
former position.  

 
26.12.4 An Employee may request part time work until their child reaches school age. 

Approval will be dependent on operational requirements.  
 
 26.12.5 An Employee may request an extension of their unpaid parental leave of up 

to a further 12 months, provided the Employee notifies their Leader no less 
than eight weeks before the expiry of the initial 52 week parental leave, as 
set out in sub-clause 26.4.1. 

 
 26.13 Replacement Employees 

 
26.13.1  A replacement Employee is an Employee specifically engaged or temporarily 

promoted or transferred as a result of an Employee proceeding on parental 
leave. 

 
26.13.2 Before the City engages a replacement Employee, the City must inform that 

person of the temporary nature of the employment and of the rights of the 
Employee who is being replaced. 

 
 26.14 Communication during Parental Leave 

 
 26.14.1 Where an Employee is on parental leave and a definite decision has been 

made to introduce significant change at the workplace, the City shall take 
reasonable steps to: 

   
   26.14.1.1 make information available in relation to any significant effect 

the change will have on the status or responsibility level of the 
position the Employee is entitled to return to after parental 
leave; and 

 
   26.14.1.2 provide an opportunity for the Employee to discuss any 

significant effect the change will have on the status or 
responsibility Level of the position the Employee is entitled to 
return to after parental leave. 

 
 26.14.2 The Employee shall take reasonable steps to inform the City about any 

significant matter that will affect the Employee’s decision regarding the 
duration of parental leave to be taken, whether the Employee intends to 
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return to work and whether the Employee intends to request to return to work 
on a part-time basis. 

 
 26.14.3 The Employee shall also notify the City of changes of address or other 

contact details which might affect the City’s capacity to comply with sub 
clause 26.14.1. 

 
26.15  The City must not fail to re-engage a casual Employee because: 

 
26.15.1 the Employee or Employee’s spouse is pregnant; or 
 
26.15.2 the Employee is or has been immediately absent on parental leave. 
 

 26.16 Superannuation on unpaid parental leave 
 

26.16.1 An Employee or eligible casual Employee who is entitled to unpaid parental 
leave is entitled to have superannuation contributions made in respect of 
the period of unpaid parental leave taken to a maximum of 52 weeks from 
the date of birth.  

 
26.16.2 Superannuation contributions made under this clause are calculated:  
 

(a) in respect of the period of unpaid parental leave or unpaid adoption 
leave taken or 52 weeks; whichever is lesser;  

 
(b) based on the amount that would have been paid to the Employee had 
they taken paid parental leave or paid adoption leave for that period and in 
accordance with the following: 

 
(i) subclause 26.5.3, or  

 
(ii) for eligible casual Employees – an average of the hours worked by 
the eligible casual Employee over the preceding 12 months;  
 

(c) exclusive of shift and weekend penalties.  

 
26.16.3 Superannuation contributions are paid: 
 

(a) to the Employee’s superannuation fund in respect of which 
superannuation contributions for that Employee are made; and  

 
(b) at the time that the period of unpaid parental leave in respect of which 
the contributions are payable concludes.  

 
 

27.  PURCHASE OF ADDITIONAL LEAVE  
 
An Employee may apply to be paid for up to 48 weeks’ work, over a 52 week period. Purchased leave 
can be applied for on a biannual basis and leave will accrue on a pro-rata basis, depending on when 
the Employee joined the scheme. The additional leave arrangements require the endorsement of the 
Leader and approval by the NUL. In assessing applications, consideration will be given to the: 

 
27.1 employees’ current leave balances; 

 
27.2 impact on service delivery; and 

 
27.3 capacity to fund a replacement. 
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28.  TRAINING AND DEVELOPMENT  
 
The City recognises that Employees are its most important asset and that its future success will be 
directly related to the performance of its Employees at all levels. The parties recognise that changes 
to work, service provisions and programs occur in an evolving organisation and, although some roles, 
tasks and functions of its Employees may change, employment security will be a commitment of all 
parties. 
 
Reasonable succession planning, multi-skilling, retraining and redeployment will be the primary 
strategies used to ensure employment security. In return Employees commit to the principles of 
flexibility and cooperation in these processes. 
 

28.1 The City is committed to partnering Employees in developing a more highly skilled and 
flexible workforce. 

 
28.2 The City believes that quality training and development provides all Employees with 

the opportunity to contribute more effectively by developing their particular abilities and 
skills relevant to their role and responsibilities and is integral to the City’s performance 
and reputation. 

 
28.3 The City is committed to training and development which: 

 
28.3.1 encourages and assists all Employees to develop their skills and knowledge 

to improve individual and organisational performance and job satisfaction, 
relevant to the Employee’s role and responsibilities; 

 
28.3.2  assists the City to achieve its strategic objectives; 

 
28.3.3  ensures equitable access for all Employees to development opportunities 

appropriate to the individual’s needs; 
 

28.3.4  promotes voluntary participation except where required for organisational, 
legislative, industrial, or health and safety reasons; 

 
28.3.5  recognises the development of Employees as a joint responsibility shared by 

Employees, Leaders, NULs and the City; and 
 

28.3.6  provides Educational Study Assistance in accordance with the City’s Study 
Assistance Management Procedure. 

 
28.4 Employees have a clear responsibility to maintain the required skill level and to 

maintain high performance in their current position and, to be ready to assume further 
responsibilities. In recognition of the benefits of Employees’ development to the 
individual as well as the City, Employees are encouraged to: 

 
28.4.1 seek opportunities to upgrade the skills and knowledge required in their current 

position; and 
 

28.4.2 use constructively the Performance Development process to identify their 
development needs and opportunities to their respective Leader.  

 
 

29.  STUDY LEAVE/ ASSISTANCE 
 
The parties recognise the need for a highly skilled, flexible and adaptive workforce in order to bring 
about desired improvements. The application for study leave/ assistance and reimbursement of fees 



35 

 

will be detailed in the City’s Study Assistance Management Procedure and is only available to 
approved permanent Employees.  
 

29.1 Study Leave provides the Employee with the ability to access up to five hours’ paid 
study leave per week for full time Employees (pro-rata for part time Employees) on a 
50:50 arrangement i.e. the City will provide paid study leave for up to 50% of the total 
study time (up to a maximum of five hours). The Employee must then fulfil at least the 
other 50% of study time in their own time. This time is for the purpose of attending: 

(a) lectures; 
(b) exams; and 
(c) required course participation,  

 
including the time taken to travel.  When applying for study leave, notice must be 
provided to the Leader in accordance with sub-clause 20.6 – Taking of Leave.  

 
29.2 Study Assistance is restricted to approved work related Vocational Education & 

Training (VET) and University courses, with each application being assessed on its 
merits by the Director, taking into account each of the following: 

(a) benefit to the Employee; and 
(b) benefit to the City; and 
(c) only Employees who have been employed by the City on a permanent basis for 

a period greater than 12 months and who have met all the Key Performance 
Indicators for their position are eligible to apply for study assistance; and 

(d) the proposed study must be referenced within the Employee’s annual 
performance review training plan. 
 

29.3 Reimbursement of Study Assistance tuition fees will apply for approved units of 
study only. The City will reimburse 75% of the unit fee to the Employee subject to: 

(a) the Employee passing the approved unit; and 
(b) the Employee presenting a copy of the unit fee from the recognised training 

body/ Registered Training Organisation. 
 

29.4 An Employee, whose employment terminates, or where an Employee resigns (excludes 
voluntary severance/ redundancy) from the City within: 

(a) 12 months of the City making payments, will reimburse the City the full 100% 
of the tuition fees paid by the City; or    

(b) 12-24 months of the City making payments, will reimburse the City 50% of the 
tuition fees paid by the City. 
 

29.5 Study assistance is to be applied for per semester. Note that additional fees incurred 
for late enrolment or late payment, or fees for the completion of repeat units will not be 
reimbursed. Where an Employee withdraws from a unit, immediate contact must be 
made to the Leader to withdraw the Employee from the program. 
 

29.6 Ancillary items such as parking fees, stationery, and travel costs cannot be 
claimed under this clause, this includes the costs of textbooks and costs for associated 
study materials.  

 

30. REPRODUCTIVE HEALTH LEAVE 
 

Purpose 

30.1 Employees are eligible to take reproductive health leave:  

(a) when chronic reproductive health conditions (such as, but not limited to, 
endometriosis, dysmenorrhea, adenomyosis, polycystic ovary syndrome, and 
menopause symptoms) require absence from the workplace;  
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(b) to receive fertility treatment such as, but not limited to, in vitro fertilisation 
(IVF);  

(c) to attend preventative screening associated with reproductive health, including, 
but not limited to, breast and prostate screening;  

(d) for gender-affirming hormone therapy and surgery; and  

(e) for treatment associated with reproductive health including, but not limited to, 
hysterectomy and vasectomy.  

Entitlement 

30.2 A permanent or fixed term contract Employee can access up to twelve (12) days of 

paid reproductive health leave per calendar year.  

30.3 An Employee on a fixed term contract for a period of 12 months or more is credited 
with the same entitlement as a permanent Employee. An Employee on a fixed term 
contract for a period less than 12 months is credited on a pro-rata basis for the 
period of the contract.  

30.4 Part time Employees receive reproductive health leave on a pro-rata basis, credited 
based on their contracted fraction of a full-time equivalent.  

30.5 Reproductive health leave credits are available from the Employee’s first day of 
service.  

30.6 This clause does not apply to casual Employees.  

30.7 Where an Employee has exhausted their reproductive health leave entitlement, they 
can apply for other forms of leave in accordance with this Agreement, or access 
flexitime or TOIL where credits are available.  

30.8 Reproductive health leave: 

(a) can be taken on an hourly basis; 

(b) cannot be taken at half pay; 

(c) is not paid out on cessation of employment; and 

(d) is non-cumulative.  

Access to reproductive health leave 

30.9 Reasonable and legitimate requests for reproductive health leave are approved 
subject to available credits.  

Notice and evidentiary requirements 

30.10 The Employee must notify the Employer of any absence as soon as practicable.  

30.11 All requests for reproductive health leave must be supported by evidence that would 
satisfy a reasonable person of the entitlement.  

30.12 Information received from an Employee in connection with a reproductive health 
leave application is to be kept confidential and must not be kept on the Employee’s 
personal file.  

30.13 Any disclosure of information or documentation provided must be on a need to know 
basis only.  

Effect on other entitlements  

30.14 Subject to 31.10 reproductive health leave cannot be accessed during any period of 
leave without pay or any other period of paid leave.  
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30.15 Reproductive Health Leave will count as service for all purposes. Interaction with 
other provisions of this Agreement  

30.16 Employees who are experiencing reproductive health concerns have a right to 
request flexible work arrangements under clause 49 of this Agreement. 

 

31. FAMILY RESPONSIBILITY LEAVE 
 

Entitlement  
 
31.1 An Employee (excluding a casual employee) will be entitled to five (5) days paid 

family responsibility leave for each completed year of service for the mixed purpose of 
providing for:  

 
(a) carer responsibilities;  

 
(b) other special personal circumstances.  

 
for their immediate family or household. 

 
31.2 The term immediate family includes: 
 

(a) a spouse or former spouse, de facto partner or former de facto partner, child, 
parent, grandparent, grandchild or sibling of the Employee; or  

 
(b) a child, parent, grandparent, grandchild or sibling of an Employee's spouse or 

de facto partner. It includes step-relations (e.g. step-parents and step-children) 
as well as adoptive relations. 

 
31.3 Family Responsibility Leave is non-cumulative and is available when an Employee is 

unable to attend work because of the above responsibilities to provide care or support 
to persons as defined in this term.  
 

31.4 The Employee will not be entitled to take family responsibility leave where another 
person has family responsibility leave to care for the same person.  

 
31.5 Family responsibility leave is not intended to be used for the care of children during 

planned student vacation periods (unless there are extenuating circumstances). 
 

31.6 Family responsibility leave may be taken for periods of one (1) hour or greater.  
 

31.7 Absences for family responsibilities must be supported by certification from a 
registered health practitioner, or a statutory declaration, or other documentation that 
is acceptable to the City.  
 

31.8 An Employee who is unable to attend work due to the need to take family 
responsibility leave will inform the line manager, or other relevant person, as soon as 
practicable, stating the nature of the leave requested and the estimated duration of 
the absence.  
 

31.9 If the Employee intends to leave the workplace due to the need to take family 
responsibility leave, they must immediately inform their line manager, or other 
relevant person, before doing so, unless there are extenuating circumstances.  
 

31.10 An Employee on an RDO is not entitled to family responsibility leave for that day. 
 
31.11 Line managers are expected to demonstrate flexibility when considering applications 
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for Family Responsibility Leave for Aboriginal and Torres Straight Islanders and that 
applications will be treated with respect, sensitivity, and cultural understanding.  
 

31.12 Providing documentation to support absences for Family Responsibility Leave may be 
difficult and line managers should consider the particular circumstances of the staff 
member requesting the leave before requesting documentation. Requests for 
documentation to support absences for Family Responsibility Leave must 
demonstrate respect, sensitivity, and cultural understanding.  
 

31.13 The City acknowledges there may be additional obligations on Aboriginal or Torres 
Strait Islanders when meeting their family responsibilities and any impact on their 
workload must be appropriately recognised during these times. 
 

32. DISABILITY LEAVE 
 

Purpose  
 
32.1 Disability leave provides Employees paid leave for any activity associated with an 

Employee’s diagnosed permanent, ongoing, or chronic physical or psychological 
disability.  
 

Definition of disability  
 
32.2 For the purposes of this clause, disability is defined as a permanent or ongoing 

physical or psychological disability, attributable to one or more intellectual, cognitive, 
neurological, sensory or physical impairments or to one or more impairments 
attributable to a psychiatric condition.  
 

Eligibility  
 
32.3 Disability leave is available to all full-time and part-time Employees, who live with a 

disability.  
 

32.4 Disability leave is calculated on a pro-rata basis for part-time Employees.  
 

32.5 An Employee on a fixed term contract for a period of 12 months or more is credited 
with the same entitlement as a permanent Employee. An Employee on a fixed term 
contract for a period less than 12 months is credited on a pro-rata basis for the period 
of the contract. 

 
32.6 Disability leave is not available to casual Employees. 

  
32.7 Disability leave cannot be accessed during any other period of unpaid or paid leave.  

 
32.8 Disability leave is not paid out on the cessation of employment.  

 
Entitlement  
 
32.9 Eligible Employees are entitled to up to three (3) days paid disability leave per 

calendar year for activities or appointments associated with the Employee’s disability, 
including but not limited to:  
 
(a) attending medical appointments;  
 
(b) attending treatment, rehabilitation, therapy or counselling;  
 
(c) attending tests and assessments including but not limited to NDIS assessments;  
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(d) receiving delivery of, fitting, repairing, maintaining and undergoing training in use 

of orthoses, prostheses, adaptive equipment, or other aids;  
 
(e) obtaining equipment such as a wheelchair.  

 
32.10 Disability leave credits are available from the Employee’s first day of service.  

 
32.11 Employees who are unfit for duty due to a personal illness associated with a disability 

must apply for Personal Leave.  
 

32.12 Where an Employee has exhausted their disability leave entitlement, they can apply 
for other forms of leave in accordance with this Agreement, or access TOIL where 
credits are available.  
 

32.13 Disability leave can be taken as consecutive or single days, or as part days.  
 

32.14 Disability leave is non-cumulative and not paid out upon termination.  
 

Evidence  
 
32.15 The Employee must give the Employer notice as soon as practicable of their request 

to take leave under this clause.  
 

32.16 An Employer can request evidence that would satisfy a reasonable person to support 
the taking of the leave.  
 

32.17 Documentary evidence can include any of the following:  
 
(a) A medical certificate from a registered medical practitioner or registered health 

professional;  
 

(b) A written referral, issued by a registered medical practitioner;  
 

(c) A statutory declaration;  
 

(d) Other reasonable forms of documentation.  
 
Effect on other entitlements  
 
32.18 Disability leave will count as service for all purposes.  

 

33. EMPLOYMENT QUALIFICATIONS  
 
33.1 Where an Employee is required to hold a current qualification or licence to meet the 

essential requirements of their position, and the qualification or licence requires 
periodic renewal (other than a Driver’s Licence), the City will pay the cost of the 
refresher training, qualification or licence, which can be undertaken during work time.  
 
This will be subject to the Employee being employed at the City for a minimum of 12 
months prior to the Renewal of Qualification request and provided the Employee has 
satisfactorily performed in their role as determined by their NUL. 
 

33.2 Driver’s Licence 
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33.2.1  An Employee who is responsible for driving a City vehicle must immediately, 
formally advise their Leader in the event of any loss or suspension of their 
driver’s licence.  

 
33.2.2 Where the loss or suspension is for six months or less and it is an inherent 

requirement of their position, the City in conjunction with the Employee will 
seek to try and cover the period through either a combination of:  

(a) alternative duties (strictly subject to Leader approval); 
 

(b) paid leave; and 
 

(c) leave without pay.   
 

Where the suspension or loss of licence is for a period greater than six 
months or there are repeat offences in the same six months, the contract of 
employment for that Employee will be reviewed. In these circumstances each 
case will be treated on its merits and could potentially result in immediate 
disciplinary action. 

 
33.2.3 Where the Employee suffers a suspension or loss of license and the need of 

a driver’s licence is an inherent requirement of their role, the contract of 
employment for that Employee will be reviewed. In these circumstances each 
case will be treated on its merits, and could potentially result in immediate 
disciplinary action. 

   
33.2.4 The Employee is responsible for the cost of all drivers’ licence renewals, 

which must be undertaken in their own time. 
 
33.2.5 Where an Employee does not have a current driver’s licence and they are 

caught driving a City vehicle, disciplinary action will be taken. 
 
33.2.6 If the Employee is driving a City vehicle without a current licence and they 

are caught by the police, the police may impound the vehicle. If this is the 
case, then the Employee will be responsible for any cost incurred including 
the cost associated with hiring a replacement vehicle for the period of 
impoundment. 

 

34. WORK HEALTH AND SAFETY  
 

34.1 The City is committed to implementing an effective and comprehensive workplace 
safety and health program, in compliance with the Work Health and Safety Act 2020. 

 
34.2 The City recognises that the safety and health of its Workers is of prime importance 

and will undertake to provide all the necessary training, guidelines, safety materials 
and equipment necessary to ensure a safe working environment.  

 
34.3 Equally the Worker agrees to comply with the City’s safety standards and statutory 

obligations and contribute to and participate in all scheduled workplace safety briefings, 
committee meetings, training and other initiatives. This includes full cooperation in the 
further development of documentation and practices that will enhance the City's overall 
Safety Management System. 

 
34.4 Workers must not possess, consume or use drugs and/or alcohol (or abuse prescription 

or non-prescription drugs/medication) while undertaking work at the direction of the 
City. Workers must report instances where they have been prescribed medication or 
drugs that have the ability to impact on the inherent requirements of their job, to their 
Leader prior to the commencement of their shift and provide to their Leader a note from 
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their medical practitioner advising of the purpose of the medication and any possible 
side effects.   

 
 The City may require Workers to undertake breath, urine, saliva, hair, plasma or blood 

testing in accordance with the City's policies and procedures. 
 
 Other recognised best practice substance testing regimes may be introduced by the 

City. A breach of the above requirements may result in disciplinary action, up to and 
including the summary termination of employment. The Worker has the right to appeal 
the disciplinary action under Clause 8 - Dispute Resolution Procedure. 

 
34.5 This cooperation will include although not be limited to the following: 

(a) compliance with the safety management process of identification, assessment, 
and control of risks prior to the commencement of work; 

 
(b) so far as is practicable complying with the City’s standard work methods (i.e., 

Task Procedures); 

 
(c) report hazards and, where unable to undertake remedial action, take appropriate 

control measures; 

 
(d) ensure contractor compliance with the City’s standards and statutory obligations; 

 
(e) cooperate and comply with the City’s Injury Management and Return to Work 

processes; and 

 
(f) cooperate and comply with the City’s Fitness for Work Procedure. 

 
34.6 Each Worker acknowledges their personal responsibility to be fit for work and to work 

in a safe manner. Workers also acknowledge that they need to have an active interest 
in their own personal safety, and that of their fellow Workers and other people on the 
worksite. 

 
34.7 Where a Worker is injured at work, the City will work with the Worker and support 

agencies toward a full recovery. 
 
34.8  The City will ensure it has a current insurance policy that provides Workers with journey 

insurance cover while travelling in a direct route to and from work. 
 

35.  SUPERANNUATION AND SALARY PACKAGING  
 

35.1 Superannuation 
 
35.1.1 Employees will have freedom of choice to nominate one or more complying 

superannuation funds or schemes. The City will not unreasonably refuse to act 
on such request made at any time during employment. Any accepted request 
is binding until the City and Employee mutually agree to change the complying 
fund or scheme. 
 

35.1.2 The City will notify the Employee of the entitlement to nominate one or more 
complying superannuation funds or schemes for contributions upon 
commencement of employment. 

 
35.1.3 Should the Employee not specify a complying superannuation scheme or fund, 

the City will make superannuation contributions on the Employee’s behalf in 
accordance with the Superannuation Guarantee (Administration) Act 1992 and 
this Agreement, into its default fund, Aware Super. 
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35.1.4 Until the Employee notifies the City of their nominated complying fund or 

scheme at any point during their employment, superannuation contributions will 
be paid to Aware Super. 

 
35.1.5 In the event an Employee self-contributes, the City will match the additional 

contribution, up to a maximum of 15% (compulsory plus additional) into its 
default fund subject to the Employee’s nomination consistent with sub clauses 
35.1.1 and 35.1.4. 

 
35.2 Salary Packaging 

 
It is agreed that salary sacrifice for superannuation contributions will be made available 
to Employees contributing to a nominated, complying superannuation fund. 

 
The City may make available to Employees the opportunity to participate in a salary-
packaging scheme. The City shall engage the services of a reputable contractor for the 
purpose of implementing and administering such a scheme. Employees are 
responsible for obtaining their own independent financial advice as it relates to any 
salary sacrifice arrangement. 
 

35.3  Worker’s Compensation 
 

The City will maintain superannuation contributions to Employees’ superannuation 
accounts (the superannuation guarantee amount only) while they are in receipt of 
worker’s compensation payments. 
 

36.  REDUNDANCY  
 

The City has developed this clause to support those Employees who are affected by 
redundancy. A position is redundant when the City no longer requires the job the person has 
been performing to be performed by anyone and the City has been unable to identify a suitable 
alternative position (except where this is due to the ordinary and customary turnover of labour). 
Where an Employee’s employment has been terminated due to redundancy, the Employee will 
be unable to be rehired by the City in any capacity for a period of not less than 12 months, 
calculated from the effective date of the redundancy. 

 
36.1 Scope 

 
This clause 36 - Redundancy does not apply: 

 
(a) where employment is terminated as a consequence of conduct that justifies dismissal; 

 
(b) to casual Employees; 

 
(c) to temporary Employees whose employment is terminated by the completion of their 

agreed term of engagement; or 
 

(d) job transfers and rotations as prescribed in Clause 19 – Job Transfer and Rotations. 
 

36.2 Communication of Redundancy   
 
Where a definite decision has been made by the City that results in a position being 
made redundant, the City will provide written notice to, and meet with, the affected 
Employee, and where requested by the Employee, notify the Employee’s 
representative, as soon as practicable. Employees appointing a representative must 
advise the City in writing of the name, address and contact details of their 
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representative. The City’s meeting with the Employee will include discussions 
regarding ways to minimise the impact of a redundancy on the affected Employee. 

 
36.3 Process  
 

Where a position has been made redundant, the following steps (in order) will be 
undertaken with the affected Employee. 
 
Alternative Employment 

 
36.3.1 To mitigate the effects of a position being made redundant the City wherever 

possible and practical will offer to redeploy the affected Employee to a 
suitable alternative position within the City. 

 
A suitable alternative position is generally a position which has or requires 
similar responsibilities, authorities, qualifications, experience and capabilities 
to the Employee’s original position. 

 
36.3.2 Should the City, within a period of four months commencing on written 

notification being received by the Employee that their position is being made 
redundant (Redeployment Period) be unable to provide two offers of 
suitable alternative positions, then the provisions of sub clause 36.3.5 
(Voluntary Severance Package) will apply. However, should the Employee 
refuse two offers of suitable alternative positions then the provisions of sub 
clause 36.3.6 (Redundancy Package) will apply.  

 
 The Redeployment Period ends at the time the Employee is offered a second 

suitable alternative position, or four months following being advised that their 
position will be redundant (whichever occurs first). 

 
36.3.3 Where an Employee is offered an alternative position at a lower level, the 

base salary of their original position shall be maintained for a period of 24 
months following the date on which the Employee commences in the new 
position. There shall be no entitlement to any further increase in salary until 
such time as the salary relevant to the lower level position is equal to the 
maintained salary.  Further, the Employee will be placed at the highest step 
of the lower position to minimise the salary impact. 

 
 Salary maintenance relates to the base pay rate described in Schedule 1 or 

2 as applicable, plus contractual allowances and over Agreement payments. 
Where the base pay rate is variable, the rate will be the average base pay 
received over the previous three months. 

   
Support Services 
 
36.3.4 The following support services will be made available to Employees who are  

affected by redundancy and who do not accept a Voluntary Severance Package 
in accordance with sub-clause 36.3.5: 
(a) paid time off to job search and attend interviews - eight hours during 

the four month redeployment period; 
 

(b) financial Advisory Sessions - total maximum of three hours; and 
 

(c) personal or job related counselling - total maximum of three hours. 
 
Voluntary Severance Package 
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36.3.5 At the commencement of the Redeployment Period the Employee will also 
be offered the option of accepting a Voluntary Severance Package (as 
described by this sub-clause 36.3.5) in lieu of redeployment. In the event that 
such an offer is made, the Employee will be given a consideration period of 
seven business days in which to accept or reject the offer of the Voluntary 
Severance Package made at the commencement of the Redeployment 
Period. 

 
A final offer of a Voluntary Severance Package will be made in the event that 
the City has been unable to make two offers of suitable alternative positions 
within the Redeployment Period. The Employee will be given a consideration 
period of two business days in which to accept or reject this final offer of a 
Voluntary Severance Package. 

 
If the Employee accepts a Voluntary Severance Package the following will 
be paid in addition to leave entitlements:  
  
36.3.5.1 three weeks’ pay for each year of completed service with the City, 

capped at a maximum of 64 weeks; 
      
36.3.5.2 where an Employee has been employed with the City for a 

minimum of five years completed continuous service, pro-rata 
long service leave shall be provided if the Employee is not 
otherwise entitled to pro-rata long service leave under this 
Agreement and the Regulations, and sub-clause 21 (Long 
Service Leave); 

 
36.3.5.3 payment in lieu of notice of four weeks plus an additional week if 

the Employee is aged over 45 years (this payment only applies if 
the Voluntary Severance Payment is accepted at the 
commencement of the Redeployment Period). 

 
Redundancy Package  

 
36.3.6 In the event the Employee refuses two offers of suitable alternative positions, 

the following Redundancy Package will be paid in addition to leave 
entitlements: 

  
36.3.6.1 payment for each year of service, consistent with the NES. The 

Employee will also be provided either a gross payment of four 
weeks’ pay or $5,000 (pro-rata for part time Employees, 
whichever is greater), provided the Employee has completed a 
minimum of four years’ continuous service with the City prior to 
the City notifying the Employee in accordance with sub-clause 
36.2 that the position held is to be made redundant; 

  
36.3.6.2 where an Employee has been employed with the City for a 

minimum of five completed years, pro-rata long service leave 
shall be provided if the Employee is not otherwise entitled to pro 
rata long service leave under this Agreement and the 
Regulations and Clause 21 – Long Service Leave; 

 
36.3.6.3 payment in lieu of notice of four weeks’ plus an additional week’s 

pay if aged over 45 years should the period in which the two 
offers of suitable alternative positions were made and refused is 
within four weeks of commencement of the Redeployment 
Period. 

 



45 

 

36.4 Employee Leaving During Redeployment Period 
 

An Employee whose position has been made redundant may terminate their 
employment during the Redeployment Period. The Employee will be entitled to the 
Redundancy Package set out in sub-clause 36.3.6 but will not be entitled to payment 
in lieu of notice.  
 

37.  COMMITMENT TO PERMANENT EMPLOYMENT 
 

37.1 The parties are committed to working together to ensure that permanent employment 
(not agency engagement) is the preferred form of employment at the City. The parties 
see this form of employment as a means of enriching the wellbeing of individuals as 
well as providing them with long term meaningful work. 

 
37.2 The City is committed to a policy of employing permanent Employees over temporary/ 

casual Employees or persons employed through a third party, unless the nature of the 
work is short term, seasonal or is not able to be arranged so that it can be offered to a 
permanent Employee, due to operational requirements, funding or seasonal variations 
necessitating the employment of casual or temporary Employees.  

 
37.3 After a period of 12 continuous months, casual Employees who can demonstrate 

rosters where they have worked the same hours and the same days for the prior 6 
month period will be offered permanent employment unless the coverage was for a 
specific purpose or there is a substantive holder of the position. 
 

38.  EMPLOYEE INITIATED PHASED IN RETIREMENT 
 
The City is committed to providing a range of strategic initiatives which allow Employee flexibility and 
enables Employees to accommodate their differing circumstances as they near the end of their 
careers with the City, including the arrangements prescribed below. 
 

38.1 A full-time or part-time (of at least 50% of full time Employee equivalent) ongoing 
Employee may voluntarily apply to convert to a temporary contract part-time 
appointment of at least 50% for a period of between one to two years, as a transitional 
arrangement prior to retiring from the City, provided the Employee has been employed 
with the City for at least 10 years.  

 
38.2 The part time appointment need not be limited to a full year appointment.  
 
38.3 Alternatively, a full time Employee may elect to have a full time appointment converted 

to a part year appointment. 
 

38.4 The City will continue to pay the employer contribution (only the compulsory 
superannuation) at the full time rate over the period of the temporary contract to 
maintain the Employee’s superannuation benefit.  

 
38.5 The Employee may elect to continue paying pre-tax Employee superannuation 

contributions over the temporary period. 
 

38.6 Long service leave and annual leave entitlements will accrue on a part time basis as at 
the commencement date of the temporary appointment. At the end of the temporary 
appointment, all entitlements will be paid pro-rata to reflect total equivalent full time 
years of service. 

 
38.7 An Employee may defer the taking of all or part of their long service leave entitlement 

on entering into an arrangement under this clause. 
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38.8 Employees are expected to work over the normal range of duties for their classification 
during the period of part time work. Duties should be agreed as part of the temporary 
contract prior to the commencement of the part time appointment. 

 
38.9 Subject to performance reviews and operational requirements, the City has the ability 

to negotiate a phased in retirement plan with its Employees. Such a decision will require 
the mutual agreement of the City and the Employees and will be subject to: 
(a) options being explored for a reduction in hours; 
 
(b) health and safety implications; and 
 
(c) availability of alternative positions. 

 
38.10 Prior to approving any application, the City shall inform the Employee of the 

consequences of accepting an end of career contractual arrangement. The Employee 
is responsible for seeking suitable independent advice on the impact of these 
arrangements on such matters as superannuation, leave entitlements and taxation 
prior to committing to the arrangement.   
 

38.11 The City is under no obligation to reinstate the Employee’s employment if the Employee 
changes their mind. 

 
38.12 The Employee’s request to work part time must be made in writing and must stipulate 

the Employee’s nominated date of retirement. The Employee’s Leader will provide a 
written response to the City within four weeks of receiving the request. Where the 
request is approved it shall be implemented within a reasonable timeframe, subject to 
operational requirements. 

  

39.  CLASSIFICATION TOOL 
 
39.1 The City will use the Mercer CED Job Evaluation Methodology to determine 

classifications for positions under this Agreement, and as specified within Appendix 
One. 

 
39.2 In the event that a re-classification results in a lower classification, the City will comply 

with sub-clause 36.3.3 of this Agreement.  
 

40.  ALLOWANCES 
 

40.1 Fares and Travelling Time  
 

40.1.1  The City shall reimburse all reasonable travelling expenses incurred by the 
Employee in the discharge of their duties on claiming. The method and mode 
of transport or travelling shall be mutually agreed.  An Employee who, on any 
day, or from day to day, is required to work at a job away from their usual 
headquarters, depot or other workplace shall, at the direction of the City, 
present themselves for work at such job, at the usual starting time. 

 
40.1.1.1 An Employee to who sub-clause 40.1.1 applies shall be paid at 

ordinary rates plus any appropriate penalties and loadings for the 
time spent in travelling between their home and the job and shall 
be reimbursed for any fares incurred in such travelling, but only 
to the extent that the time so spent and the fares so incurred 
exceed the time normally spent and the fares normally incurred 
in travelling between their home and their usual workplace. 
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40.1.1.2  An Employee who, with the approval of the City, uses their own 
means of transport for travelling to or from outside jobs, shall be 
reimbursed the excess fares and paid travelling time that the 
Employee would have incurred in using public transport, unless 
the Employee has an arrangement with the City for a regular 
allowance. 

 
40.1.1.3 For travelling during working hours from and to the City’s 

headquarters, depot or other workplace, or from one job to 
another, an Employee shall be paid by the City at ordinary rates 
plus any appropriate penalties and loading. The City shall 
reimburse all fares and reasonable expenses in connection to the 
travel.  

 
40.2 Higher Duties 

 
40.2.1 Where an Employee is authorised to act in a position having a Salary higher 

than that of their own classification level and which is fixed by this Agreement, 
for five consecutive days (or shifts) or more, the Employee shall receive for 
the time worked, the Salary specified for the higher grade position. 

 
40.2.2 If an Employee is authorised to act in a higher level position in a calendar 

week that includes a Public Holiday, the Public Holiday is to be deemed as 
a day the Employee is authorised to act in a higher position for the purposes 
of calculating the five consecutive days (or shifts) qualifying period set out in 
sub-clause 40.2.1. 

 
40.2.3 Where an Employee, while acting in a higher position, commences any form 

of leave, they will not receive the salary associated with the higher position, 
unless they have been acting in the higher position for three months or more. 

 
40.2.4 When an Employee, while acting in a higher position, is required to perform 

overtime, the Employee will be paid overtime rates at the higher rate of 
salary.  

 
40.2.5 Where an Employee has been acting in a higher position for a continuous 

period of 12 months or more, they may be permanently appointed to that 
position in accordance with the City’s Recruitment and Staff Movements 
Procedure, unless the relief period is for a specific purpose. This period may 
be extended by mutual agreement.  

 
40.2.6 The only exception to the qualifying period set out in sub-clause 40.2.1 is 

where an Employee in a position with delegated authority, for example a 
Senior Lifeguard is absent and their position must be filled in their absence 
to ensure compliance with relevant regulations or legislation. In such cases, 
the Employee authorised to act in the position shall receive payment for all 
time worked without having to meet the qualifying period set out in sub-
clause 40.2.1. 

 
40.3 Meal Allowance 

 
40.3.1 Subject to the provisions of sub-clause 40.3.2(a), an Employee required to 

work overtime for more than two hours shall be paid $16.03 for a meal and, 
if after an additional four hours of overtime is worked, a second or 
subsequent meal is required, $16.03 for each meal so required will be paid. 
This shall not apply where meals are provided by the City at the City’s cost.  

 
40.3.2  The provisions of sub-clause 40.3.1 do not apply: 
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(a) in respect of any period of overtime for which the Employee has been 
notified on the previous day or earlier that they will be required; or 

(b)  to any Employee who lives in the locality in which the place of work is 
situated in respect of any meal for which they can reasonably go home. 

 
40.3.3  If an Employee to who sub-clause 40.3.2(a) applies has, as a consequence 

of the notification referred to in that paragraph, provided themselves with a 
meal and is not required to work overtime or is required to work less overtime 
than the period notified, they shall be paid, for each meal provided and not 
required, the appropriate amount prescribed in sub-clause 40.3.1. 

 
40.4  Mileage Allowance 
 

Employees who have approval to use their personal vehicle for approved official City 
business, will be compensated by way of a Mileage Allowance, in accordance with the 
‘cents per kilometre method’ provided by the Australian Taxation Office. 

 
40.5  Allowance Adjustments  

            
The rates prescribed in sub-clauses 40.3 and 40.7 will be adjusted in accordance with 
the terms for the payment of salary rate increases under sub-clause 16.1 as follows: 
 

Date adjustment 
effective 

From 1 March 
2025 

From the FFPP on 
or after 1 March 
2026 

From the FFPP 
on or after 1 
March 2027 

 Salary Increase   6% 4.25% or CPI 
(March Quarter), 
whichever is 
greater 

4% or CPI (March 
Quarter), 
whichever is 
greater  

  
40.6 Reimbursement of Accommodation and Camping Expenses 

 
An Employee who travels on City business and is required to stay overnight at a place 
other than their normal residence, shall be reimbursed all reasonable out-of-pocket, 
meal and accommodation expenses. 

 
40.7 First Aid Allowance 

 
An Employee who has been trained to render first aid, is a current holder of recognised 
first aid qualifications and has been appointed by the employer to perform first aid 
duties as a designated First Aid Officer, will be paid an allowance of $828.87 per 
annum. 

 

41.  PERSONAL PROTECTIVE EQUIPMENT AND CLOTHING 
 
41.1 The City shall where necessary and relevant provide Employees with all protective 

clothing and equipment required, including safety glasses.   
 
41.2 Employees must at all times wear or use the appropriate safety clothing or equipment 

as required to carry out the specific task. 
 

41.3 Where any clothing is provided by the City it shall remain the property of the City.   
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41.4 The Employee shall clean and maintain personal protective equipment, clothing and 

tools to a standard required by the City, outside of rostered Ordinary Hours of Work. 
 
41.5 The Employee is responsible for the care and safekeeping of all clothing and equipment 

issued to them. All protective clothing and equipment shall be replaced on a fair wear 
and tear basis.  

 
41.6 The City shall provide protective footwear relevant to the safety requirements 

and general working conditions. This footwear will be replaced on a fair wear and tear 
basis.  

 

42.   WITNESS/ JURY DUTY 
 

42.1  An Employee required to serve on a jury or as a witness, shall as soon as practicable, 
after being summoned to serve, notify their Leader. 

 
42.2  An Employee required to serve on a jury or as a witness shall be granted leave of 

absence on full pay, but only for such period as is required to enable the Employee to 
carry out their duties as a juror or witness. 

 
42.3  An Employee granted leave of absence on full pay as prescribed in this clause is not 

entitled to claim or retain any jurors’ fees. 
 

43.  DEFENCE FORCE RESERVES LEAVE 
 

 43.1 The City will grant leave of absence for the purpose of Defence service to an Employee 
who is a volunteer member of the Defence Force Reserves or the Cadet Force. 
Defence service means service, including training, in a part of the Reserves or Cadet 
Force. 

 
43.2  Leave of absence may be paid or unpaid in accordance with the provisions of this 

Clause. 
 
43.3  Application for leave of absence for Defence service shall, in all cases, be accompanied 

by evidence of the necessity for attendance. At the expiration of the leave of absence 
granted, the officer shall provide a certificate of attendance to the City. 

 
43.4  Paid Leave 
 
 43.4.1 An Employee who is a volunteer member of the Defence Force Reserves or 

the Cadet Force is entitled to paid leave of absence for Defence service, 
subject to the conditions set out in this clause. 

 
 43.4.2 Part-time Employees shall receive the same paid leave entitlements as full-

time Employees, but payment shall only be made for those hours that would 
normally have been worked but for the leave. 

 
 43.4.3 On written application, an Employee shall be paid salary in advance when 

proceeding on such leave. 
 
 43.4.4 Casual officers are not entitled to paid leave for the purpose of Defence 

service. 
 
 43.4.5 An officer is entitled to paid leave for a period not exceeding 15 days on full 

pay in any period of 12 months commencing 1 July in each year. 
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 43.4.6  An officer is entitled to a further period of leave, not exceeding 16 calendar 
days, in any period of 12 months commencing on July 1 in each year. Pay 
for this leave shall be at the rate of the difference between the normal 
remuneration of the Employee and the Defence Force payments to which the 
Employee is entitled, if the payments do not exceed normal salary. In 
calculating the pay differential, pay for Saturdays, Sundays, Public Holidays 
and RDOs must be excluded, and no account is to be taken of the value of 
any board or lodging provided for the Employee. 

 
43.5  Unpaid Leave 
 
 43.5.1 Any leave for the purpose of Defence service that exceeds the paid 

entitlement prescribed in sub-clause 43.4 of this clause shall be unpaid 
 
 43.5.2 Casual Employees are entitled to unpaid leave for the purpose of Defence 

service. 
 
43.6  Use of Other Leave 
 
 43.6.1 An Employee may elect to use long service leave credits for some or all of 

their absence on Defence service, in which case they will be treated in all 
respects as if on normal paid leave. 

 
 43.6.2 The City cannot compel an Employee to use long service leave for the 

purpose of Defence service. 
 

44.  EMERGENCY SERVICE LEAVE 
 
The City will grant leave of absence for the purpose of emergency service in accordance with the 
City's Leave Management and Entitlements Procedure. 
 

45.  USE OF GPS TECHNOLOGY 
 
 45.1 GPS technology will allow the City to conduct its business in a more streamlined and 

effective manner, while also providing a safety mechanism for Employees who may 
work in isolated areas.   

 
  45.2 The City may install GPS technology on any City vehicle, plant or equipment 

 which will be used: 
(a) as a duress alarm in the case of emergencies; 

 
(b) for the logging of equipment operating parameters; 

 
(c) for the collection of data for equipment performance analysis; 

 
(d) to provide statistical location data; and 

 
(e) to provide real time location of vehicles to ensure operational safety and 

efficiency. 
 

45.3 The City will advise any Employee, and obtain approval from that Employee, for the 
use of (or access to the information for specified purposes) any information obtained 
from the GPS technology (which is considered above and beyond that information 
detailed in sub-clause 45.2) and is relevant to that Employee.  

 
45.4 The information sourced from the technology will only be viewed and used by the 

appropriate parties. Information that is obtained in relation to sub-clause 45.2, with the 
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permission of the Employees, will remain confidential and will only be distributed to 
those Employees who require the information, including the Manager, Director and the 
City’s People & Culture team 

 
45.5 Consent in relation to the use of GPS technology for new employees will be obtained 

via their contract of employment. 
 

45.6 This clause cannot override any legislation contained in the Surveillance Devices Act 
1998 (WA).  
 

46.  ON CALL 
 

46.1 Some Service Units are required to support the public over a 24 hour period. To carry 
out this function nominated Employees will facilitate an on call roster to provide a timely 
and appropriate response by the City. 

 
46.2 Employees directed to be on call will be paid $8.98 per hour for each hour they are 

required to be on call. The above rate is to be increased according to the salary 
movements in accordance with Clause 16 – Salary Model. This payment will not be 
made during the time an Employee is on call out.  

 
46.3 A roster shall be created in consultation with the affected Employees who possess the 

relevant knowledge to perform the duty. This roster will be issued to the Employees. 
The Employees shall work in accordance with the roster except in the case of Rangers 
& Surveillance Officers, where it is a specific requirement of their job.  

 
46.4  Employees have the option of not participating in the on call roster, except in the case 

of Rangers & Surveillance Officers where it is a specific role within their duty statement. 
The frequency with which an Employee may be rostered to be on call shall be restricted 
to once every four weeks, except with the written agreement of the Employee. 

 
46.5 Where possible the Employee should not be rostered on-call while on a RDO. If an 

Employee identifies that they are on-call during the week of their RDO or are requesting 
leave, then the Employee is required to advise their immediate supervisor, and: 

 
46.5.1 if an Employee needs to change their roster, then they are to arrange for a 

suitable replacement; and 
 

 46.5.2 the Supervisor will need to approve the variation to the roster prior to the 
change occurring. 

 
46.6 All Employees while on call shall maintain themselves in accordance with the City's 

Fitness for Work Policy. 
 
46.7 All Employees shall be responsible for notifying their supervisor, where practicable, 

when their on-call duty will be affected by illness, injury or carer’s responsibilities. 
 
46.8 An Employee who is rostered on call will be provided with a mobile telephone for work 

purposes, to facilitate operational communications, and any other reasonable 
resources to carry out the task. 

 
46.9 While rostered on call Employees will ensure they are available to respond 
 immediately on receiving a call. 

 

47.  CALL OUT RATES 
 



52 

 

47.1 For the purposes of this Agreement, an Employee will be deemed to be on a call out if 
the Employee is required to work: 
(a) on a day other than their standard days of work; and 
(b) after having completed their standard hours of work and having signed off for the 

day are required to undertake further work on behalf of the City. 
 
47.2 All after hours call out work will be paid a minimum of three hours call out payment, as 

per sub-clause 47.4, unless the Employee is only required to contact another party by 
phone, in which case a payment of $50 will be paid. 

 
47.3 Multiple call-outs during that three hour minimum period will not result in additional 

payments for each call out. Multiple telephone calls made during the three hour period 
will not result in additional payments. 

  
47.4 Employees will be paid for call out at the rate of double time or, on Public Holidays 

double time and one half, for work undertaken as a result of an after-hours call out 
which requires the Employee to leave home and attend to work, and shall be paid from 
the time the Employee leaves home to the time the Employee returns home.   

 
47.5 While on call out duties, Employees shall take no action that may put themselves or 

the general public at risk of injury or physical threat. 
 

47.6 Where an Employee is called out while attending a camp, retreat or other weekend 
service, the Employee will be paid a minimum of one hour in call out payments at the 
overtime rates. 

 
47.7 A Community Service Employee who is required to be present at the workplace for any 

period while on a sleepover shift shall be paid 50% of their base rate for each hour plus 
the on-call allowance provided for in sub-clause 46.2. 

 
47.8 If the Employee identifies additional works that must be attended to immediately (i.e. 

not routine maintenance work) they shall proceed with the works. Non urgent works 
shall be reported to the appropriate business unit the next business day. 

 
47.9  In support of the City’s Fitness for Work Policy, an Employee who attends on site to a 

call out between the hours of 11:00pm and 5:00am, will amend their starting time in 
accordance with sub-clause 17.8. 

 

48.  PERFORMANCE REVIEWS 
 

48.1 An annual performance review will be undertaken with all Employees on an annual 
basis conducted with the Employee and their Leader (where possible). The 
performance review shall be confidential and without limiting the scope, it is intended 
to identify: 

(a) any new or enhanced skills required by the Employee, if any, together with 
proposed competency levels required to perform in the position; 
 

(b) any development and expansion anticipated by the Manager for the Employee 
in both the long term and short term; 
 

(c) the current training needs to be undertaken to meet the position objectives and 
to enable the Employee to meet the standards of the existing classification level; 

 
(d) career development; 

 
(e) the performance objectives required; and 
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(f) current performance level. 
 
  48.2  Following the annual performance review, an Employee shall, if eligible, receive an 

incremental salary progression if: 
 

(a) the Employee has given satisfactory service over the preceding 12 months; and  
 

(b) the Employee has acquired and is required by the City to utilise new and/or 
enhanced skills within the ambit of the level definition for their position and other 
skills where agreed at the Employee’s development/performance review, and 
this has been certified in writing following, and as part of the assessment 
process. 

 

49.  FLEXIBLE WORKING ARRANGEMENTS 
 
49.1 The parties recognise that the City has policies and procedures in relation to flexible 

working arrangements. Leaders and Employees are encouraged to work together to 
establish the best working pattern for their service, which will enable flexibility to both 
parties. 
 

49.2 Other than Employees on standard hours rostered arrangements which cannot be 
adjusted due to operational requirements or serving a probationary period covered by 
this Agreement, Employees are able to apply for individual flexible working 
arrangements. Leaders and Employees must ensure, prior to approval to participate in 
the flexible working arrangements that: 

 
49.2.1 the best possible levels of working efficiency and customer service are 

maintained; 
 
49.2.2 hours of work and days worked are correctly recorded; 
 
49.2.3 adequate staffing requirements are maintained at all times; 
 
49.2.4 all hours of work are productive and meet the City's operational needs; and 
 
49.2.5 flexible time intended to be accumulated is to be authorised by the relevant 

Leader in accordance with the City's Flexible Working Arrangements 
Procedure. 

 
49.3 The Flexible Working Arrangements Procedure, which supports the City’s commitment 

to flexible work arrangements, will continue to operate and will remain in force 
unchanged during the life of this Agreement, subject to legislative changes.  

  
 

50.  TRAINEESHIPS 
 

All trainees will be paid in accordance with the applicable Award – National Training Wage. 
 

51.  ANTI-DISCRIMINATION 
 
51.1 It is the intention of the parties to this Agreement to prevent and eliminate 

 discrimination based on the grounds in the Equal Opportunity Act 1984, Racial 
Discrimination Act 1975, Disability Discrimination Act 1992, Sex Discrimination Act 
1984 and Age Discrimination Act 2004. 

 
51.2 Accordingly, in fulfilling their obligations under the Dispute Resolution Procedures at 

clause 8, the parties must make every endeavour to ensure that neither the provisions 
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of this Agreement nor their operation are directly or indirectly discriminatory in their 
effects. 

 
51.3 Nothing in this clause is to be taken to affect: 
 

51.3.1 any different treatment (or treatment having different effects) which is 
specially exempted under the anti-discrimination legislation in Western 
Australia and the Commonwealth. 

 
51.3.2 an Employee, the City or registered organisation, pursuing matters of 

discrimination in any state or federal jurisdiction, including by application to 
the Australian Human Rights Commission and Equal Opportunity 
Commission. 

 

52.  UNION BUSINESS AND RELATED LEAVE 
 

52.1 Subject to the City’s operational convenience and the provisions of this clause:  
 

The City shall grant paid leave of absence to Employees who are nominated by the 
union to attend short courses relevant to the WA Local Government sector or the role 
of union workplace delegate, conducted by the WASU.  

 
The employer shall grant paid leave of absence to attend similar courses or seminars 
as from time to time approved by agreement between the City and the union.  

 
52.2 An officer shall be granted up to a maximum of three (3) days paid leave per calendar 

year for trade union training or similar courses or seminars as approved.  
 
52.3     (a) Leave of absence will be granted at the ordinary rate of pay and shall not 

include shift allowances, penalty rates or overtime.  
 

(b) Where a Public Holiday or RDO falls during the duration of a course, a day off 
in lieu of that day will not be granted.  

 
(c) Subject to sub-clause 52.3 (a) of this clause, shift workers attending a course 

shall be deemed to have worked the shifts they would have worked had leave 
not been taken to attend the course. 

 
(d) Part-time Employees shall receive the same entitlement as full-time officers, but 

payment shall only be made for those hours that would normally have been 
worked but for the leave.  

 
52.4     (a) Any application by an officer shall be submitted to their Leader for approval at 

least four weeks before the commencement of the course unless agreed 
otherwise.  

 
(b) All applications for leave shall be accompanied by a statement from the union 

indicating that the officer has been nominated for the course. The application 
shall provide details as to the subject, commencement date, length of course, 
venue and the authority, which is conducting the course.  

 
52.5 A qualifying period of twelve months service shall be served before an officer is eligible 

to attend courses or seminars of more than a half-day duration. The City may, where 
special circumstances exist, approve an application to attend a course or seminar 
where an Employee has less than twelve months service.  

 
52.6 (a) The City shall not be liable for any expenses associated with an officer’s 
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attendance at trade union training courses.  
 

(b)  Leave of absence granted under this clause shall include any necessary 
travelling time in normal working hours immediately before or after the 
course. 

Delegates 
 
52.7 The City recognises the rights of the union to organise and represent its members. 

Union delegates in the City’s workplaces are City Employees of and have a legitimate 
role and function in assisting the union in the tasks of organising, communication and 
representing other Employees and collective interests of members in the workplace 
and union electorate.  

 
52.8 The City will recognise union delegates in its workplaces and will allow them to carry 

out their role and functions.  
 
52.9 The union will advise the City in writing of the names of the union delegates in the City’s 

workplaces.  
 
52.10 The City shall recognise the authorisation of each union delegate in its workplaces and 

shall provide them with the following:  
 

(a) Paid time off from normal duties to perform their functions as a union delegate 
such as organising, handling individual matters and workplace disputes and 
bargaining.  

 
(b) Access to facilities required for the purpose of carrying out their duties. Facilities 

may include but not be limited to, the use of filing cabinets, meeting rooms, 
telephones, email – including broadcast emails – to all officers, internet, a union 
noticeboard, photocopiers and stationery. Such access to facilities shall not 
unreasonably affect the City’s operations and shall be subject to the City’s Code 
of Conduct. 

 
(c) Paid access to periods of leave for the purpose of attending union training 

courses in accordance with subclause 52.2. 
 
52.11 The City recognises it is paramount that union delegates in the workplace are not 

threatened or disadvantaged in any way due to their role as a union delegate. 
 

53.  NO EXTRA CLAIMS 
 

It is agreed that for the life of this Agreement, there shall be no extra claims outside this 
Agreement. 
 

54.  RECOVERY OF OUTSTANDING DEBTS 
 

54.1 Notwithstanding any other provisions of this Agreement, the City may recover from an 
Employee during the course of their employment or at the date of termination of 
employment any outstanding debts, overpayments of salary or allowances or the 
monetary value of items of equipment issued and not returned by the Employee. 

 
54.2 Prior to instigating the recovery of any monies the Employee shall be provided with 

written notice of the: 
(a) reason for the alleged overpayment; 

 
(b) amount to be recovered; 
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(c) the respective pay dates for any deduction; and 
 
(d) a verified calculation advice outlining the components of the outstanding debt. 

 
The amount to be deducted shall be formally agreed between the City and the 
Employee. 

 
54.3 If no agreement on the amount to be deducted can be reached within 30 calendar days, 

the City may determine a reasonable schedule of deductions. 
 

54.4 The Employee shall have the right to review, comment or reply to the written notice. 
 
54.5  As far as practicable, the outstanding debt should be repaid within the period of the 

same income tax year. 
 

 54.6 The City can recover all outstanding debts from the Employee’s final payment. 
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APPENDIX ONE 
 
POSITION EVALUATION METHODOLOGY 
 
Positions are classified using the Mercer CED Job Evaluation Methodology (Mercer Methodology). To 
apply the Mercer Methodology to evaluate positions, consideration is given to the environment in 
which the position operates, the response to questionnaires, interviews, Position Description, 
Organisational Hierarchy, Service Unit structure, site visit and/or talking to people who understand the 
job well.  
 
The Mercer Methodology assesses eight sub-factors that are considered to be common to all 
positions, grouped under three primary factors:    

 
EXPERTISE relates to the knowledge, experience and skills that must be applied to achieve the 
position’s objective.  

Knowledge & Experience: This sub-factor assesses the experience, education and training 
required to achieve the position’s objective.  As knowledge is the result of experience, education 
and training, both the nature and extent of knowledge required are considered.  
Breadth: This sub-factor measures the range of functions, activities and tasks required to be 
performed by the position.   
Interpersonal Skills: This sub-factor measures the requirements of the position in relating to or 
managing people, both internal and external, through communication, influence, persuasion, 
motivation and negotiation.  

 
JUDGEMENT relates to the processing components required of the position, including the 
complexity of tasks, the framework in which the position operates and the requirement for resolving 
problems.  

Job Environment: This sub-factor measures the extent, clarity and completeness of organisational 
objectives, policies, systems, guidelines and techniques impacting on the position.  
Reasoning: This sub-factor measures the requirement for the positon to analyse situations and 
make judgements. 

 
ACCOUNTABILITY relates to the impact, freedom, stature and authority of the position. 

Impact: This sub-factor measures the nature and type of impact the position has on the 
organisation. 
Independence & Influence: This sub-factor measures the position’s influence, control or authority 
over resources or revenue. 
Involvement: This sub-factor relates to decision making processes and whether the position 
shares accountability or is wholly accountable.  

 
CLASSIFICATION EVALUATION REQUESTS / APPEALS 
 
Future classification changes will comply with Clause 39 of this current Agreement.  
 
An Employee may make a written request for a position classification reassessment in accordance 
with the City’s SOEA Position and Establishment Management Procedure. Generally, and in 
accordance with the Procedure, the classification of a position may be reassessed where:  
 
1. The City has identified significant changes to the requirements of the position since its last 

classification assessment; or 
2. An Employee provides evidence that demonstrate there has been substantial changes to the 

requirements of the position they hold, supported by the Leader and NUL, since the last 
classification assessment including: 

(a) significant and identifiable changes in the nature and work value of the duties performed; 
(b) significant increase in responsibilities; 
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(c) significant change in the skills, knowledge and experience required to undertake the duties. 
 
The changes to the position must be confirmed by the City as being required on an ongoing basis.  

 
Where an application is submitted in its final completed state, the City shall:  

(a) respond to the application within four weeks to confirm the City’s intents,  
(b) provide the employee with the right to request a support person to attend any discussion with 

the employee that may arise as a result of the City’s decision on the outcomes from the 
reassessment.  

 
CLASSIFICATION DESCRIPTORS – 9 LEVEL GRADING STRUCTURE 
 
The following table describes the typical work features of roles at each classification level.  These 
work features are categorised under the headings Expertise, Judgement and Accountability and align 
directly to Mercer’s CED Job Evaluation methodology.  The Classification Descriptors are not the tool 
used to evaluate role, instead they provide a guide to employees on common characteristics at each 
level.  
 

Level 1 

Typical Work Level Features 

Expertise 

• Positions at this level require entry level skills to understand directions received in regard to 

routine tasks, and at a minimum level to operate safely.  

• Positions at this level require general education standards, such as a minimum Year 10 level of 

education with minimal work experience.  

• Positions at this level typically focus on a single task or a number of similar repetitive tasks. 

• Positions at this level are expected to demonstrate a novice level of communication and 

interpersonal skills. 

 

Judgement 

• Positions at this level are expected to demonstrate a novice level of communication and 

interpersonal skills, to a level capable of meeting minimum standards for the position.  

• Positions at this level are expected to perform work tasks under close supervision, according to 

clearly defined procedures and instructions. 

 

Accountability 

• Positions at this level typically provide information or a service that is used by others for the 

completion of work tasks.  

• Positions work strictly within established guidelines referring exceptions to a supervisor for 

decisions and guidance. 

• Positions at this level are typically involved in providing services that support the organisation’s 

daily operations. 

• Positions at this level are expected to provide a service within defined parameters, guidelines 

and specifications. 
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Level 2 

Typical Work Level Features 

Expertise 

• Positions at this level are expected to demonstrate the required knowledge and skills to apply 

the essential elements of administrative or operational work procedures, with minimal 

requirement to understand preceding or succeeding work activities.  

• Positions at this level require general education standards, such as a minimum Year 10 level of 

education. Vocational training in trade, commercial, technical or secretarial area may also be 

relevant at the Cert I/II level. 

• Positions at this level typically focus a single task or a number of similar tasks, contained within 

a common set of objectives.   

• Positions at this level are expected to demonstrate a foundational level of communication and 

interpersonal skills, and are typically involved in articulating factual information to customers 

and colleagues. 

 

Judgement 

• Positions at this level are expected to demonstrate a foundational level of communication and 

interpersonal skills, and are typically involved in articulating factual information to customers 

and colleagues. 

• Positions at this level are expected to perform work tasks according to clearly defined 

procedures and work standards and instruction. The performance of work tasks may not be 

closely supervised where the nature of the task is repetitive and fully prescribed. 

 

Accountability 

• Positions at this level typically provide factual information and a service that is used by others 

for the completion of work tasks.  

• Positions work according to standard work procedures and instructions.  

• Positions at this level are typically involved in providing programs and services that are part of 

the organisation’s daily operations and at the interface with clients and customers.   

• Positions at this level are expected to provide a service within defined parameters, guidelines 

and specifications with little discretion or participation outside of these tasks or activities. 
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Level 3 

Typical Work Level Features 

Expertise 

• Positions at this level are expected to demonstrate the required knowledge and skills to apply 

technology, work practices and workflow in their area of work. This includes a clear 

understanding of equipment, quality standards and service / program knowledge to deliver 

work tasks and transactions.  

• There is a requirement to complete work tasks with minimal instruction and guidance 

appropriate at this level, within established processes. 

• Positions at this level require general education standards, such as a minimum Year 10 level of 

education. Vocational training in trade, commercial, technical or secretarial area may also be 

relevant at the Cert III/IV level, with up to one year of work experience. 

• Positions at this level typically focus on the achievement of a narrow range of tasks, or several 

dissimilar tasks, contained within a common set of objectives.   

• Positions at this level are expected to demonstrate a foundational level of communication and 

interpersonal skills, and are typically involved in identifying needs and articulating factual 

information to customers and colleagues. 

 

Judgement 

• Positions at this level are expected to perform work tasks according to clearly defined 

procedures and work standards. Structured training is provided to ensure established policies 

and process are consistently adhered to, without the need for close supervision. 

• Positions typically operate within a well-defined environment where work situations are 

reoccurring and problem solving is bound within established practices and processes. 

 

Accountability 

• Positions at this level typically provide information and a service that is used by others for the 

completion of work tasks.  

• Positions work according to standard work procedures and instructions. Minor changes to work 

schedules may be made, however these changes are generally supervised by others. 

• Positions at this level are typically involved in providing programs and services that are part of 

the organisation’s daily operations and at the interface with clients and customers.   

• Positions at this level are expected to provide a service within defined parameters, guidelines 

and specifications with little discretion or participation outside of these tasks or activities. 
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Level 4  

Typical Work Level Features 

Expertise 

• Positions at this level typically include officer roles that are expected to demonstrate the 

required knowledge and skills to apply technology, work practices and workflow in their area of 

work. This includes a clear understanding of equipment, quality standards and service / 

program knowledge to deliver work tasks and transactions. 

• There is a requirement to complete work tasks with minimal instruction and guidance, within 

established processes. 

• Positions at this level require general education standards, such as several years of work 

experience with a minimum Year 10 level of education. Vocational training in trade, 

commercial, technical or administrative area may also be relevant at the Cert III/IV level.  

•  Positions at this level typically focus on the achievement of a narrow range of tasks, or several 

dissimilar tasks, contained within a common set of objectives.   

• Positions at this level are expected to demonstrate an intermediate level of communication and 

interpersonal skills, to articulate factual information to customers and colleagues. Typically this 

also involves the communication of work procedures, on-the-job instructions and support and 

guidance to others. 

 

Judgement 

• Positions at this level are expected to perform work tasks according to clearly defined 

procedures and work standards. Structured training is provided to ensure established policies 

and process are consistently adhered to, without the need for close supervision. 

• Positions typically operate within a well-defined environment where work situations are 

reoccurring and bound by established practices and processes. However, there may be times 

when work practices need to be altered to accommodate for changes in work patterns and 

scheduled activities. 

 

Accountability 

• Positions at this level typically provide information and a service that is then used by others for 

the completion of their work tasks.  

• Positions work according to standard work procedures and instructions. Minor changes to work 

schedules may be made, however these changes are generally supervised by others.  

• Positions at this level are typically involved in providing programs and services that are part of 

the organisation’s daily operations and at the interface with clients and customers.   

• Positions at this level are expected to provide views to aid others decision making towards 

improvement of quality and services provided. 
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Level 5 

Typical Work Level Features 

Expertise 

• Positions at this level are expected to apply knowledge and skills relevant to the functions and 

operations of their work area. This includes higher trade roles with minimal experience or 

senior administrative / clerical roles. 

• For technical roles, skills at Level 5 may be acquired through a Diploma or specialist training, 

with minimal practical experience.  

• For administrative roles, skills at Level 5 may be acquired through secondary education, 

significant work experience and vocational training. 

• Positions are closely focused on a group of integrated tasks within one activity. This often 

includes a sequence of events with a common theme e.g. collating information, conducting 

basic analysis, forming a diagnosis, problem solving etc. 

• Positions at this level are expected to obtain the cooperation of others to comply with technical, 

commercial and / or administrative requirements of the organisation. This includes providing 

information with stakeholders internal and external to the organisation, within organisational 

policies and guidelines. 

 

Judgement 

• Positions at this level are expected to apply clearly defined procedures and work standards. 

Typically structured training is provided to ensure established policies and process are adhered 

to, without close supervision. 

• Recognised techniques and guidelines within the associated discipline are available to assess 

the situation, develop the plan and perform work.  

• Positions typically interpret well-established procedures, precedents and guidelines; with 

choices limited to a few options. 

 

Accountability 

• Positions at this level have clearly defined work outcomes to achieve, however there may be 

some variation in the completion of related tasks, based on contextual needs and the work plan 

process.  

• Often, the level of information or service delivery provided by positions at this level will require 

a basic degree of explanation or definition to the provider. Positions at this level may also be 

required to instruct others at lower levels.  

• Positions at this level are typically involved in providing programs and services that are part of 

the organisation’s daily operations and at the interface with clients and customers.   

• Positions at this level typically share accountability for the delivery of services, programs and 

relevant information to stakeholders. Whilst general guidelines, policies and regulations must 

be applied, these positions may exercise a degree of discretion and choice in the delivery of 

well-understood services (i.e. modify the approach taken to meet the needs of a specific 

situation / context, as required).  

• In some instances, positions at this level are not required to demonstrate shared accountability 

for the delivery of services, programs and relevant information to stakeholders. Instead, they 

are expected to provide advice and information in accordance with organisational guidelines 

and policies (as above) and contribute ideas and suggestions to others to support their 

decision making in improving work practices. 
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Level 6 

Typical Work Level Features 

Expertise 

• Positions at Level 6 include officer and Team Leader roles as well as roles providing 

supervisory leadership to clerical, technical, trade and outdoor staff / teams. 

• Positions at this level are expected to apply knowledge and skills relevant to the functions and 

operations of their work area.  

• Supervision of other administrative, technical or trade roles at lower levels may include work 

scheduling, and determining the prioritisation and utilisation of resources.  

• Provides appropriate support to others to build skills and knowledge required for role 

• Skills for Level 6 roles may be acquired through a Diploma, specialist training or extensive 

experience of a technical nature. Officer roles are expected to demonstrated technical 

knowledge within their particular discipline as well as applied practice through work experience.  

• Positions are generally focused on one activity.  

• Positions at this level are expected to obtain the cooperation and assistance of others in the 

administration of well-defined activities and influence others to achieve set objectives. This 

includes exchanging information with stakeholders internal and external to the organisation to 

discuss information of a technical, commercial and / or administrative nature. 

 

Judgement 

• Positions at this level are expected to apply clearly defined procedures and work standards. 

Established techniques and guidelines within the associated discipline are readily available to 

assess the situation, develop the plan and perform work tasks.  

• In some instances, positions may be required to determine their own program of work within 

well-defined, limited parameters and according to established priorities. 

• Positions typically interpret established procedures, precedents and guidelines; with choices 

limited to a few options. 

 

Accountability 

• Positions at this level are able to modify and / or enhance existing programs and operational 

practices within established policies and regulatory guidelines.  

• In some instances, positions at this level may also be involved in the resolution of more 

complex operational issues (within established guidelines), without the need for referral to 

higher levels of authority.  

• Positions at this level may be involved in coaching and instructing others.  

• Positions at this level are typically involved in providing programs and services that are part of 

the organisation’s daily operations and at the interface with clients and customers.   

• Positions at this level typically share accountability for the delivery of services, programs and 

relevant information to stakeholders. Whilst general guidelines, policies and regulations must 

be applied, these positions may be required to exercise a degree of discretion and choice in 

the delivery of well-understood services (i.e. modify the approach taken to meet the needs of a 

specific situation / context, as required). 
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Level 7  

Typical Work Level Features 

Expertise 

• Positions at Level 7 include technical, officer and Team Leader roles, consisting of base level 

professionals with subject matter knowledge and broad experience deemed to be competent 

practitioners within their particular discipline.  

• Positions at this level typically have some supervisory responsibility over staff at lower levels 

and are expected to instruct and assign work to professional, technical or administrative staff 

as well as review the quality of work undertaken by these roles. 

• Provides appropriate support to others to build skills and knowledge required for role. 

• Skills for Level 7 roles may be acquired through a Degree, Diploma, specialist training or 

extensive experience of a technical nature. 

• Positions are focused on completing a diverse range of tasks related to an activity (in the case 

of professional/technical specialist roles, focused on a sub-discipline). Some positions may 

also be focussed on one activity within a function. 

• Positions are expected to obtain the cooperation and assistance of others in the administration 

of well-defined activities and influence others to achieve set objectives. This includes 

exchanging information with stakeholders internal and external to the organisation to discuss 

information of a technical, commercial and / or administrative nature. 

 

Judgement 

• Positions are expected to follow established procedures and operating standards. Recognized 

techniques and guidelines within the associated discipline are available to assess the situation, 

develop the plan and perform work within clearly defined position objectives.  

• In some instances, positions are expected to provide recommendations and support 

implementation and adaptation of changes to improve the efficiency and effectiveness of work 

practices. 

• Positions typically interpret established procedures, precedents and guidelines; with choices 

limited to a few options. 

 

Accountability 

• Positions at this level typically provide recommendations and advice, however several equally 

sound sources of advice also exist and / or the advice is bound by policy and practice.  

• Positions are expected to provide sound advice and recommendations which influence the 

decisions made by others, including supervisors and peers, in the monitoring, delivery and 

design of programs of work.  

• In some instances, positions at this level provide advice that initiates new developments in 

policy and/or program delivery or professional practice and precedent. 

• Positions at this level typically provide advice related to specific issues or subjects affecting the 

work performed within their specific business unit or area of activity. 

• Positions are individually accountable within the organisation for advice provided. 
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Level 8 

Typical Work Level Features 

Expertise 

• Positions at Level 8 include Coordinator and technical advisory roles with proficiency in 

applying established technical, professional, administrative or commercial disciplines to the 

work environment. 

• The positions are expected to be capable of instructing or assigning work to professional, 

technical or administrative staff and review the quality of work undertaken by these roles. 

• Coaches team members to help improve performance and development. 

• At this level, it is expected that skills are acquired through substantial work experience gained 

from working in complex, changing environments. Skills may be supplemented by relevant 

formal educational standards such as a degree, an advanced diploma or equivalent 

qualification. 

• Positions are generally focused on one activity within a function* (in the case of 

professional/technical specialist roles, this may be within a specific sub-discipline). 

• Positions are required to actively influence and convince others to achieve specific, set 

objectives. 

• Positions at this level are regularly expected to connect with members of the public on sensitive 

issues that require tact and diplomacy in order to provide and obtain information. 

 

Judgement 

• Positions are expected to adapt established guidelines, prescriptions and techniques to 

improve the way work is performed.  

• Positions are also expected to provide recommendations and support implementation and 

adaptation of changes to improve the efficiency and effectiveness of work practices. 

• Positions are expected to apply expertise and techniques to interpret established procedures, 

precedents and guidelines. 

 

Accountability 

• Positions typically specialise in a sub-discipline and provide advice to others who have a sound 

knowledge of the general discipline, or where the supervisor's focus is on management rather 

than technical issues.  

• In some instances, positions at this level provide advice that initiates new developments in 

policy and/or program delivery or professional practice and precedent. 

• Positions may be recognised as the reference point for others in relation to policy, precedent, 

best practices, standards or resolution of problems and may provide advice that is critical in 

dealing with significant issues or matters with broader implications. 

• Positions are individually accountable within the organisation for advice provided. 
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Level 9 

Typical Work Level Features 

Expertise 

• Positions at Level 9 include Coordinator and Specialist roles with substantial operational, 

administrative, commercial or management focus and experience.  

• The positions are expected to demonstrate well developed skills in a specialised discipline as 

well as managerial skills. Positions at this level are expected to demonstrate leadership as well 

a subject matter expertise in an area of discipline. 

• Positions are expected to instruct and assign work to professional, technical and / or 

administrative staff and review the quality of work undertaken at lower levels. 

• Coaches team members to help improve performance and development. 

• At this level, it is expected that skills are acquired through substantial work experience gained 

from working in complex, changing environments. Skills and experience may often be 

supplemented by a relevant degree or equivalent qualification. 

• Positions are focused on managing activities within a function or functions* related to their sub-

discipline, or closely focused on one or more activities (in the case of professional/technical 

specialist roles, it may be related to a specific sub-discipline). 

• Positions are required to actively influence and convince others to achieve specific, set 

objectives. 

• Positions at this level are regularly expected to connect with members of the public on sensitive 

issues that require tact and diplomacy in order to provide and obtain information. 

 

Judgement 

• Positions at this level are required to develop and / or review operational methods, or specific 

operational policies, practices and standards while being constrained by subject matter, 

precedent or methodology. 

• Positions are expected to apply expertise and techniques to resolve issues that may typically 

arise. Problem resolution typically occurs within existing realm of organisational or professional 

knowledge and expertise. 

 

Accountability 

• Positions provide expert advice on specific issues or an area of expertise; however the 

organisation will have ready access to advice from a number of sources and an existing body 

of knowledge in the area typically exists.  

• Positions may be accountable for an operating/capital expenditure budget and have 

operational autonomy and delegations, with the responsibility to vary plans and practice, to 

meet client or community needs and can introduce limited or short term changes without 

approval. 

• Positions may be recognised as the reference point for others in relation to policy, precedent, 

best practices, standards or resolution of problems and may provide advice that is critical in 

dealing with significant issues or matters with broader implications. 

• Positions are individually accountable within the organisation for advice provided. 

 

 
* Function relates to the broad functional areas of management, scope or distinctly different 

disciplines.  Each Function consists of integrated activities. For example: 
 

Function Finance 

Activities Financial Accounting, Management Accounting etc. 

Tasks Accounts Payable, Accounts Receivable 

Single task Data entry 
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SCHEDULE 1 – SALARY SCHEDULE 
 
*This rate absorbs the 3.4% CPI increase payable from 30 November 2024. 

 

CLASSIFICATIO
N 

STE
P 

30 NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 2025) 

COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  

(1 March 2026) 
COLUMN C 

 
4%  

or CPI 
whichever 
is greater.  
(1 March 

2027) 
COLUMN D 

Level 1 
1 $49,394 $50,678 $52,832 $54,946 

16 years & under 

17 years 2 $51,293 $52,627 $54,863 $57,058 

18 years 3 $54,050 $55,455 $57,812 $60,125 

19 years 4 $56,816 $58,293 $60,771 $63,202 

20 years 5 $59,557 $61,105 $63,702 $66,251 

Adult 6 $61,555 $63,155 $65,840 $68,473 

Level 2 

1 $63,256 $64,901 $67,659 $70,365 

2 $64,283 $65,954 $68,757 $71,508 

3 $65,871 $67,584 $70,456 $73,274 

4 $67,608 $69,366 $72,314 $75,206 

Level 3 

1 $69,476 $71,282 $74,312 $77,284 

2 $70,569 $72,404 $75,481 $78,500 

3 $71,663 $73,526 $76,651 $79,717 

4 $73,205 $75,108 $78,300 $81,432 

Level 4 

1 $75,159 $77,113 $80,390 $83,606 

2 $76,689 $78,683 $82,027 $85,308 

3 $78,078 $80,108 $83,513 $86,853 

4 $80,413 $82,504 $86,010 $89,451 

Level 5 

1 $83,263 $85,428 $89,059 $92,621 

2 $84,909 $87,117 $90,819 $94,452 

3 $86,500 $88,749 $92,521 $96,222 

4 $88,698 $91,004 $94,872 $98,667 

Level 6 

1 $90,298 $92,646 $96,583 $100,447 

2 $93,246 $95,670 $99,736 $103,726 

3 $95,261 $97,738 $101,892 $105,967 

4 $97,598 $100,136 $104,391 $108,567 

Level 7 

1 $99,911 $102,509 $106,865 $111,140 

2 $102,501 $105,166 $109,636 $114,021 

3 $104,638 $107,359 $111,921 $116,398 

4 $106,167 $108,927 $113,557 $118,099 

Level 8 

1 $108,910 $111,742 $116,491 $121,150 

2 $111,045 $113,932 $118,774 $123,525 

3 $113,181 $116,124 $121,059 $125,901 

4 $115,318 $118,316 $123,345 $128,278 

Level 9 

1 $119,563 $122,672 $127,885 $133,001 

2 $121,913 $125,083 $130,399 $135,615 

3 $124,684 $127,926 $133,363 $138,697 

4 $127,444 $130,758 $136,315 $141,767 
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SCHEDULE 2 – SALARY SCHEDULE 
 

The salaries contained within Schedule 2 stand-alone and do not directly relate to rates in Schedule 1. This is 
due to different rate increases applied to the salary schedules in the City of Wanneroo Salaried Officers 
Collective Enterprise Agreement 2012. 

 
*This rate absorbs the 3.4% CPI increase payable from 30 November 2024. 
 

 
Library Officers Salary Schedule^ 

 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 

2025) 
COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  
(1 March 

2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 

2027) 
COLUMN D 

  STEP 
      

      

Level 2 

1 $69,067 $70,863 $73,875 $76,830 

2 $70,302 $72,130 $75,196 $78,204 

3 $72,210 $74,088 $77,236 $80,326 

4 $74,299 $76,231 $79,471 $82,649 

Level 3 

1 $76,362 $78,348 $81,677 $84,944 

2 $77,564 $79,581 $82,963 $86,281 

3 $78,767 $80,815 $84,250 $87,620 

4 $80,464 $82,556 $86,065 $89,507 

Level 4 

1 $82,674 $84,823 $88,428 $91,966 

2 $84,357 $86,550 $90,228 $93,838 

3 $85,885 $88,118 $91,863 $95,538 

4 $88,453 $90,753 $94,610 $98,394 

 
^The Level 2, 3 and 4 Library Officers 10% unsociable hours loading was incorporated into their base salary in 
the City of Wanneroo Salaried Officers Union Collective Agreement 2008 and therefore no further claims can 
be made for the 10% loading from the effective date of the above 2008 Agreement. 

 
Caretakers Salary Schedule^^ 

 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 

2025) 
COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  
(1 March 

2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 

2027) 
COLUMN D 

  STEP       

Level 2 

1 $72,245 $74,124 $77,274 $80,365 

2 $73,537 $75,449 $78,656 $81,802 

3 $75,532 $77,496 $80,789 $84,021 

4 $77,715 $79,736 $83,125 $86,450 
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^^The Caretakers 15% loading for unsociable hours was incorporated into their base salary in the City of 
Wanneroo Salaried Officers Union Collective Agreement 2008 and therefore no further claims can be made for 
the 15% loading from the effective date of the above 2008 Agreement. 
 
 

Rangers & Surveillance Officers Salary Schedule^^^ 
 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 

2025) 
COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  
(1 March 

2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 

2027) 
COLUMN D 

  STEP         

Level 5 

1 $100,790 $103,411 $107,806 $112,118 

2 $102,786 $105,459 $109,941 $114,338 

3 $104,710 $107,432 $111,998 $116,478 

4 $107,373 $110,165 $114,847 $119,441 

Level 6 

1 $109,306 $112,148 $116,914 $121,590 

2 $112,876 $115,811 $120,733 $125,562 

3 $115,314 $118,312 $123,340 $128,274 

4 $118,145 $121,217 $126,369 $131,424 

 
^^^The Rangers and Surveillance Officers 15% loading for unsociable hours was incorporated into their base 
salary in the City of Wanneroo Salaried Officers Union Collective Agreement 2008 and therefore no further 
claims can be made for the 15% loading from the effective date of the above 2008 Agreement. 
 
The additional 4 hours per fortnight, as per sub-clause 17.11.5 are incorporated into the above salary rates. 

 
Safety Patrol Officers Salary Schedule^^^^ 

 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 2025) 

COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  

(1 March 2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 2027) 

COLUMN D 

  STEP         

Level 3 

1 $86,827 $89,084 $92,871 $96,585 

2 $88,194 $90,487 $94,333 $98,106 

3 $89,561 $91,889 $95,795 $99,626 

4 $91,489 $93,868 $97,857 $101,771 

Level 4 

1 $93,947 $96,390 $100,487 $104,506 

2 $95,861 $98,353 $102,533 $106,634 

3 $97,598 $100,136 $104,391 $108,567 

4 $100,516 $103,130 $107,513 $111,813 

 
^^^^The Safety Patrol Officers 25% loading for unsociable hours was incorporated into their base salary in the 
City of Wanneroo Salaried Officers Collective Enterprise Agreement 2012 and therefore no further claims can 
be made for the 25% loading from the effective date of the above 2012 Agreement. 
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Community Services Officer (Recreation) Salary Schedule – Full time/ Part time Hourly Rates 

(for roles not under Schedule 1) 

 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 

2025) 
COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  

(1 March 2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 2027) 

COLUMN D 

Lifeguard $26.52 $27.21 $28.37 $29.50 

Sports Umpire $26.52 $27.21 $28.37 $29.50 

Gym Instructor $30.84 $31.65 $32.99 $34.31 

Personal Trainer $30.84 $31.65 $32.99 $34.31 

Group Fitness Instructor 
$30.84 $31.65 $32.99 $34.31 

 
Community Services Officer (Recreation) Salary Schedule – Casual Hourly Rates  

(for roles not under Schedule 1) 
These rates have a 25% loading on the Community Services Officer (Recreation) Full time/ Part time Hourly 

Rates Schedule (above) included in accordance with sub-clause 14.1. 

 

CLASSIFICATION 

30 
NOVEMBER 
2024 RATE  

(SOEA 2022) 
COLUMN A 

6%*  
(1 March 

2025) 
COLUMN B 

 
4.25%  
or CPI 

whichever is 
greater.  

(1 March 2026) 
COLUMN C 

 
4%  

or CPI 
whichever is 

greater.  
(1 March 2027) 

COLUMN D 

Lifeguard $33.16 $34.02 $35.47 $36.89 

Sports Umpire $33.16 $34.02 $35.47 $36.89 

Gym Instructor $38.55 $39.55 $41.23 $42.88 

Personal Trainer $38.55 $39.55 $41.23 $42.88 

Group Fitness Instructor 
$59.28 $60.82 $63.41 $65.94 

  
** This is a negotiated industry rate   

 


