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Order

WHEREAS this is an application pursuant to s 41 of the Industrial Relations Act 1979 (WA) to
register an industrial agreement;

AND WHEREAS 1, the undersigned, am satisfied that the agreement meets the requirements of
the Act for registration and that it should be registered;

AND WHEREAS the parties consent to this application for registration of the industrial agreement
being determined on the papers;

NOW THEREFORE, the Commission, pursuant to the powers conferred under the Act, hereby

orders —

THAT the agreement made between the parties filed in the Registry of the Commission on
13 April 2026, as amended, entitled Shire of Wyndham East Kimberley Industrial
Agreement 2025 attached hereto be registered as an industrial agreement with effect from
the date of this order which is in substitution for the Shire of Wyndham East Kimberley
Enterprise Agreement 2021 which by operation of s 41(8) of the Act is hereby cancelled.
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SENIOR COMMISSIONER R COSENTINO


jbaniqued
LS Block


SHIRE OF WYNDHAM EAST KIMBERLEY
INDUSTRIAL AGREEMENT 2025



Contents Page

1 AGREEMENT TITLE 3
2 PARTIES, AREA AND COVERAGE 3
3 TERM OF THE AGREEMENT 3
4 RELATION TO THE AWARDS AND OTHER INDUSTRIAL INSTRUMENTS 3
5 DEFINITION AND INTERPRETATION 4
6 DISPUTE RESOLUTION PROCEDURE 5
7 CONSULTATION REGARDING MAJOR WORKPLACE CHANGE 6
8 TYPES OF EMPLOYMENT 7
9 REMUNERATION 9
10 HOURS OF WORK 11
11 PENALTY RATES FOR ORDINARY HOURS 13
12 OVERTIME 13
13 STANDBY FOR WORK 15
14 PUBLIC HOLIDAYS 16
15 LOCAL GOVERNMENT DAYS 16
16 ANNUAL LEAVE 17
17 COMMUNITY SERVICE LEAVE 18
18 PERSONAL LEAVE 20
19 BEREAVEMENT LEAVE (INCLUDES COMPASSIONATE LEAVE) 21
20 FAMILY AND DOMESTIC VIOLENCE LEAVE 21
21 PARENTAL LEAVE 22
22 LONG SERVICE LEAVE 22
23 OTHER LEAVE 22
24 ALLOWANCES 22
25 TOOLS AND INSTRUMENTS 26
26 TERMINATION 26
27 REDUNDANCY 27
28 STAND DOWN 28
29 SUPERANNUATION 28
30 UNION WORKPLACE DELEGATES 30
31 RIGHT TO DISCONNECT 30
32 ORGANISATIONAL DIRECTIVES 30
APPENDIX A — BASE RATES OF PAY 31
APPENDIX B — CLASSIFICATIONS 33
APPENDIX C — SUPPORTED WAGE EMPLOYEES 39
APPENDIX D — REQUESTING CASUAL CONVERSION 41
SIGNATORIES 43
SCHEDULE 1: REGULATION 57(2) STATEMENT 44
Shire Of Wyndham East Kimberley Industrial Agreement 2025 Page 2 of 44



1 Agreement Title

1.1 This Agreement is called the Shire of Wyndham East Kimberley Industrial Agreement 2025
(Agreement).
2 Parties, Area and Coverage
2.1 The Parties to this Agreement are:

(a) Shire Wyndham East Kimberley (ABN 35 647 145 756) (the Shire); and
(b) The Western Australian Municipal, Administrative, Clerical and Services Union of Employees
(WASU).

2.2 Area & Coverage:

(a) This Agreement applies in the State of Western Australia.

(b) This Agreement extends and binds the Shire of Wyndham East Kimberley and its Employees
who are covered by the positions covered in Appendix B.

(c) The Agreement does not extend to or apply to the Chief Executive Officer, Executive
Management Team and employees holding senior roles classified as level 10 or higher.

2.3 At the time this Agreement was made the number of employees to be covered by the Agreement
terms and conditions is approximately 110.

3 Term of the Agreement

3.1 This Agreement will commence from the date the Agreement is registered as an industrial
agreement by the WAIRC (Commencement Date).

3.2 This Agreement will have a nominal expiry date of 30 June 2028 and will continue to be in force
unless varied or replaced or a party retires from the Agreement in accordance with the Act.

4 Relation to the Awards and other Industrial Instruments
4.1 This Agreement replaces the Shire of Wyndham East Kimberley Enterprise Agreement 2021.
4.2 This Agreement excludes the following (Awards):

(a) ME Award;
(b) LGO Award; and

(c) Any other award made under the Act (Other Awards) that otherwise extends to and binds
the Employees and Employer to whom this Agreement applies.

4.3 Other than statutory entitlements (for instance, those contained in the MCE Act) this Agreement
is intended to be a comprehensive agreement setting out all of the Employees’ terms and
conditions of employment.

4.4 To the extent that an Award provides for an entitlement that is different to or not otherwise
referred to in this Agreement (including where this Agreement is silent on a matter provided for
in an Award), any such Award entitlement will be inconsistent with this Agreement, and the
Agreement will prevail.
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4.5 This Agreement will be read and interpreted in conjunction with the MCE Act. Where there is an
inconsistency between this Agreement and the MCE Act, and the MCE Act provides a greater
benefit, the MCE Act provision will apply to the extent of the inconsistency.

4.6 No Extra Claims

(a)

There will be no extra claims for increases in terms and conditions of employment for the
life of this Agreement. This clause is subject to variation of this Agreement in accordance
with Part 2, Divisions 2A and 2B of the Act.

5 Definition and Interpretation

5.1 For the purposes of this Agreement and unless a contrary intention appears, the following
definitions apply:

(a)
(b)

(c)

(d)

(f)
(8)

(h)

(i)
(k)
(1)

Act means the Industrial Relations Act 1979 (WA) as amended.

Aquatic Recreation Officers means one of the following positions; Aquatic Recreation
Officer, Lifeguards, Splash Park Attendants, Wyndham Pool Operator and any other position
nominated by the Shire at its discretion.

Base Rate of Pay (or Base Salary) means the hourly rate (or annual rate) of pay specified in
Appendix A for the Employee’s classification (which is exclusive of overtime, penalty rates,
allowances, East Kimberley Allowance, shift allowances, special rates, fares and travelling
time allowance, bonuses, and any other ancillary payment of a like nature).

Community services means those employees whose role is to encourage, promote or
conduct community pursuits or community development programs for the maintenance or
improvement of general social and living standards with regard to family support, services
related to income, welfare, employment, education, health, housing, youth, the aged,
domiciliary, arts and/or culture including arts programs, exhibitions, museums, art galleries,
events, entertainment and theatres.

Continuous Service has the same meaning of continuous service as defined by section 3 of
the MCE Act.

Employee means an employee of the Shire that is covered by this Agreement.

Executive Management Team is the team comprised of the CEO, Directors and Executive
Managers.

LGO Award means the Local Government Officers' (Western Australia) Award 2021

Local law enforcement and community safety services means those services undertaken
to enforce one or more of the local government entity’s by-laws or any legislative
requirements which the local government entity is empowered to enforce or to ensure
community safety or security including rangers, security, parking inspectors, watchpersons
or night patrol.

MCE Act means Minimum Conditions of Employment Act 1993 (WA).

ME Award means the Municipal Employees (Western Australia) Award 2021.
Member of the Employee’s Family or household means:

i) the employee’s spouse or de facto partner;

ii)  achild, step-child or grandchild of the employee or the employee’s spouse or de
facto partner (including an adult child, step-child or grandchild);

iii) a parent, step-parent or grandparent of the employee or the employee’s spouse or
de facto partner; a sibling of the employee or the employee’s spouse or de facto
partner;
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iv) any other person who, at or immediately before the relevant time for assessing the
employee’s eligibility to take leave, lived with the employee as a member of the
employee’s household;

v)  aclose relative of the Employee is a person who is a member of the Employee’s
Immediate Family or is related to the Employee according to Aboriginal or Torres
Strait Islander kinship rules.

(m)  NES means the National Employment Standards in the Fair Work Act 2009 (Cth).

(n) Organisational directives mean the applicable Shire organisation directives, policy,
procedure or guidelines as amended from time to time. The Shire’s Organisational directives
do not form part of this Agreement.

(o) Recreation centres means a recreation centre, leisure centre, swimming pool, aquatic
centre, golf course or sports centre or any other municipal centre that provides physical,
recreational and/or cultural/historical activities or such other similar activities provided in
the public interest.

(p) Shire means the Shire of Wyndham East Kimberley.

(g)  Standard Rate means the Base Rate of Pay for a level 4.1 Employee.

(r) Tourism services means the following services: visitor and regional information centres;
exhibition, convention and amusement complexes; heritage, tourism and cultural centres;
animal parks and aquariums; guided tours and other educational services operated by local
government for the benefit of tourists, visitors and the local community.

(s) TCR Order means the Termination, Change & Redundancy General Order 2005 WAIRC
01715.

(t) Union means the Western Australian Municipal, Administrative, Clerical and Services Union
of Employees (WASU).

(u) WAIRC means the Western Australian Industrial Relations Commission.

(v) Written Approval means either by email, letter or memo format.

6 Dispute Resolution Procedure
6.1 If a grievance, dispute or complaint should arise in the workplace on the meaning or effect of this

Agreement, then this dispute resolution procedure will apply.

6.2 The objective of the dispute resolution procedure shall be to promote the resolution of disputes
within the workplace, by measures based on consultation, cooperation and discussion to reduce
the level of industrial confrontation and avoid interruption to the performance of work and the
consequent loss of production and wages.

6.3 At any stage in the dispute resolution procedure an Employee may seek the assistance of a
representative of their choosing (this may include a union representative or personal
representative). The Shire may also appoint a representative of their choosing.

6.4 The following process shall apply for dispute resolution:

(a)

(b)

The Employee/s shall discuss the matter with their immediate supervisor. Where the matter
cannot be satisfactorily resolved by the supervisor within five (5) working days, or such
other period agreed between the parties, the supervisor shall refer the matter to a more
senior employee, with the Employee/s who raised the dispute being advised accordingly in
writing.

The more senior employee, where possible, will respond to the matter raised within seven
(7) working days of it being referred. If the more senior employee is unable to resolve the
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matter it shall be referred to the relevant Manager/Director and the Employee/s who raised
the dispute advised accordingly in writing.

(c) The relevant Manager/Director, where possible, will respond to the matter raised within
ten (10) working days of it being referred. If the relevant Manager/Director is unable to
resolve the matter it shall be referred to the CEO and the Employee/s who raised the dispute
advised accordingly in writing.

(d) The parties are to be committed to achieving adherence to this procedure. Dispute
settlement should be facilitated by the earliest possible advice by one party to the other of
any issue or problem that may give rise to a grievance or dispute.

(e) Sensible time limits shall be allowed for the completion of the various stages of the
discussions, as agreed by the parties.

() Emphasis shall be placed on a resolving the dispute between the parties, however, if the
process is exhausted without the dispute being resolved, the parties can agree to refer the
matter to the WAIRC for resolution to resolve the dispute as the WAIRC considers
appropriate, for example conciliation or mediation.

6.5 Subject to all the proceeding steps set out above have been completed, the matter may be
referred by a party to the WAIRC for arbitration. The parties agree to accept the decision of the
WAIRC as binding, subject to an appeal where applicable.

6.6 In order to allow for the peaceful resolution of grievances the parties shall be committed to
working harmoniously and as normal while the dispute settlement processes are being followed.

6.7 The Shire shall ensure that all processes applied for dispute resolution are in accordance with safe
working practices and consistent with established custom and practices of the workplace.

7 Consultation Regarding Major Workplace Change

7.1 The Shire to Notify

(a) Where the Shire has made a definite decision to introduce major changes in production,
program, organisation, structure or technology that are likely to have significant effects on
Employees, the Shire must notify the Employees who may be affected by the proposed
changes and their representatives, if any.

(b) Significant effects include termination of employment; major changes in the composition,
operation or size of the Shire’s workforce or in the skills required; the elimination or
diminution of job opportunities, promotion opportunities or job tenure; the alteration of
hours of operation; the need for retraining or transfer of Employees to other work or
location/s; and the restructuring of jobs. Provided that where this Agreement makes
provision for alteration of any of these matters an alteration is deemed not to have
significant effect.

(c) For the purpose of this clause 7, changes of the roster at the airport to meet scheduled
flights is not considered a major change.

7.2 The Shire to Discuss

(a) If the Employee appoints a representative for the purpose of consultation and the Employee
advises the Shire of the identity of the representative, then the Shire must recognise the
representative.

(b) The Shire must discuss with the Employees affected and their representatives, if any, the
introduction of the changes referred to in clause 7.1, the effects the changes are likely to
have on Employees and measures to avert or mitigate the adverse effects of such changes
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on Employees and must give prompt consideration to matters raised by the Employees
and/or their representatives in relation to the change.

(c) The discussions must commence as early as practicable after a decision has been made by
the Shire to make the changes referred to in clause 7.1.

(d) For the purposes of such discussion, the Shire must provide in writing to the Employees
concerned and their representatives, if any, all relevant information about the changes
including the nature of the changes proposed, the expected time frame of the change, the
expected effects of the changes on Employees and any other matters likely to affect
Employees. The Shire is not required to disclose confidential information the disclosure of
which would be contrary to the Shire’s interests.

(e) The Shire must give prompt and genuine consideration to matters raised about the major
change by the relevant Employees.

7.3 Change to Regular Roster or Ordinary Hours of Work

(a) Where the Shire proposes to change an Employee’s regular roster or ordinary hours of work,
the subclauses 7.3(b) to 7.3(f) will apply.

(b) The Shire must notify the relevant Employees of the proposed change. The relevant
Employees means the Employees who may be affected by a change to their regular roster
or ordinary hours of work.

(c) The relevant Employees may appoint a representative for the purposes of the procedures
in this subclause. If a relevant Employee appoints, or relevant Employees appoint, a
representative for the purposes of consultation, and the Employee or Employees advise the
Shire of the identity of the representative, the Shire must recognise the representative.

(d) As soon as practicable after proposing to introduce the change, the Shire must:
i) discuss with the relevant Employees the introduction of the changes; and

ii)  for the purposes of the discussion provide to the relevant Employees all relevant
information about the change, including the nature of the change; and

iii) information about what the Shire reasonably believes will be the effects of the change
on the Employees; and

iv) information about any other matters that the Shire reasonably believes are likely to
affect the Employees; and

v) invite the relevant Employees to give their views about the impact of the change
(including any impact in relation to their family or caring responsibilities).

(e) The Shire is not required to disclose confidential or commercially sensitive information to
the relevant Employees.

(f) The Shire must give prompt and genuine consideration to matters raised about the change
by the relevant Employees.

8 Types of Employment

8.1 Employees will be employed in one of the following categories:

(a) Full time; or
(b) Part time; or
(c) Casual.
8.2 At their time of Engagement, the Shire will inform each Employee of the terms of their

engagement and in particular whether they are to be full time, Part time, or Casual. Employees
can also be engaged on Fixed or Maximum term contract.
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8.3 Full time Employees

(a) A Full time Employee is an Employee engaged to work an average of 38 ordinary hours per
week.

8.4 Part time Employees

(a) A Part time Employee is an Employee who:
i) works less than 38 hours per week; has
ii)  reasonably predictable hours of work; and

iii) receives, on a pro rata basis, equivalent pay and conditions to those of a Full time
Employee who does the same kind of work.

(b) At the time of engagement, the Shire and the Part time Employee will agree on a regular
pattern of work, specifying at least the hours worked each day, which days of the week the
Employee will work and where practicable the actual starting and finishing times.

i) Any agreed variation to the hours of work will be recorded in writing.

(c) The Shire is required to roster a Part time Employee for a minimum of one (1) hour on any

shift.
(d) A Part time Employee may agree to work up to an average of 38 hours per week at the Base
Rate of Pay.
8.5 Casual Employees

(a) A Casual Employee is an Employee who is engaged by the Shire as a Casual and paid by the
hour.

(b) Casual loading

i) Casual Employees will be paid, in addition to the Base Rate of Pay an additional Casual
loading of 25% of the Base Rate of Pay for the classification in which they are employed
as. The 25% casual loading is compensation for benefits which Casual Employees are
not entitled to including public holidays, redundancy pay, any paid leave or unpaid
leave entitlements unless expressly provided for by this Agreement or as required by
legislation.

ii)  Where a shift or weekend ordinary penalty rate in this Agreement is applicable to a
Casual Employee, the penalties will be applied in the following manner, exclusive of
Casual loading:

(Base Rate of Pay without Casual Loading) x (Penalty) + (Casual Loading).
iii)  Casual Loading does not apply on any Overtime payments.
(c) Minimum engagement

A Casual Employee must be engaged and paid for at least two (2) consecutive hours of work
on each occasion they are required to attend work.

(d) Requesting casual conversion

The right to request casual conversion to permanent employment is provided in accordance
with Appendix D — Requesting Casual Conversion

8.6 Fixed or Maximum Term Contract

(a) Fixed or Maximum term contract Employees are Full time or Part time Employees engaged
for a fixed or maximum term contract period (including for a specified task or project) and
who have the same entitlements as either a Part time or Full time Employee except for
termination and redundancy provisions, to the extent detailed in this Agreement.

Shire Of Wyndham East Kimberley Industrial Agreement 2025 Page 8 of 44



8.7

Appointment and Probation

(a)

(b)

(c)

Remuneration

Upon commencement, all Full time and Part time Employees shall be employed under a
probationary period set out in the letter of offer and/or employment contract.

Where the Employee has been assessed to have not satisfactorily completed their
probationary period the Shire may either:

i) extend a probationary period of the Employee by a further period of up to a maximum
of six (6) months; or

ii)  terminate the Employee’s employment.

Where the Employee has been assessed to have satisfactorily completed their probationary
period the Employee shall be notified in writing.

9.1

9.2

9.3

9.4

9.5

Classifications

(a)

(b)

All Employees covered by this Agreement will be classified according to the structure set
out in Appendix B — Classifications.

The Shire must advise Employees in writing of their classification level on commencement
of employment and of any subsequent changes to their level. The level will be determined
by the Shire according to the skill level or levels required to be exercised by the Employee
in order to carry out the principal functions of their employment, and in line with the
Classification structure set out in Appendix B — Classifications.

The Base Rate of Pay applicable to an Employee’s classification is outlined in Appendix A.

Employees will be paid fortnightly by electronic funds transfer to an acceptable financial
institution nominated by the Employee.

Employees are required to provide an accurate timesheet to the Shire.

Pay Increases

(a)

The Base Rate of Pay listed in Appendix A are inclusive of the following pay increases:

From the first full pay From the first full pay From the first full pay
period on or after 1 July | period on or after from 1 | period on or after from 1
2025 - by 3%. July 2026 — by 3%. July 2027 — by 3%.

i) Back pay for the Year 1 increase has already been applied to eligible Employees prior
to the Agreement’s registration date with the WAIRC, this means the Shire has
satisfied the requirements of clause 9.5(a) for the Year 1 pay increase and no further
back payments will be due to any Employee for this increase.

ii)  The Base Rates of Pay in Appendix A for Year 1 will be applied on and from the first full
pay period on or after the Agreements Registration date with WAIRC.

These rates contain the Year 1 - 3% pay increase which was previously applied by the
Shire and now contains the former District allowance and service pay components of
the previous East Kimberley allowance.
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(b) Supported Wage System Employees

i) The minimum Base Rates of Pay and conditions of employment applicable to an
Employee who because of the effects of a disability are eligible for a supported wage
will be in accordance with Appendix C — Supported Wages System Employees.

9.6 Junior Rates

(a) Junior Employees will be paid the following percentage of the appropriate Base Rate of Pay
set out in Appendix A:

Age % Base Rate of Pay
Under 17 years 55%
17 years 65%
18 years or older Full rate

9.7 Trainees

(a) The minimum Base Rate of Pay and conditions of employment applicable to trainees shall
be in accordance with minimum rates set out in the applicable State Wage General Order
(as updated from time to time).

9.8 Higher Duties

(a) An Employee directed or appointed by the Shire to relieve in a higher level position where
the Employee is required to perform all functions of the higher level role for more than one
(1) day will be paid at the higher level Hourly Ordinary Time Rate.

(b) Where the Employee is not required to perform the entire and full duties of the higher
duties position, the Shire will determine the higher duties payable which will be a minimum
of 50% of the value of the difference between the Employees current Base Rate of Pay and
the higher duties amount in clause 9.8(a).

(c) Subject to clauses 9.8(c)i) and 9.8(c)ii), higher duties will not be paid when the relieving
Employee is absent on leave or on a public holiday:

i) Where an Employee is directed and appointed by the Shire to perform higher duties
and is in receipt of a higher Base Rate of Pay for three (3) continuous months or more
immediately prior to starting a period of paid annual leave or paid personal/carer’s
leave, the leave will be paid at the higher Hourly Ordinary Time Rate.

ii)  The amount of annual leave or personal/carer’s leave that is paid at the higher Base
Rate of Pay will be proportional to the amount of annual leave or personal/carer’s
leave accrued whilst performing the higher duties work.

9.9 Incremental Step Progression

(a) After a full year of continuous service in a position, Employees shall be eligible for
incremental step progression based on skills acquired and acceptable performance over the
preceding 12 months as determined by the Shire.

(b) An increment will not occur where:

i) An Employee is under formal performance management process (on a performance
improvement plan) at the time the salary increment is due. Where the Employee
successfully improves on the performance plan (meeting the plan objectives), the
Shire will provide the Employee the pay increment that was due at the time of the
successful improvement from such date onwards; or
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ii)  An Employee has received a written warning for a misconduct matter, in the prior
twelve (12) months from when an incremental step progression is due, unless
otherwise determined by the Shire.

(c) Movement to a higher level or classification shall only occur by way of promotion to another
position within the Shire or position reclassification.

10 Hours of Work

10.1 The ordinary hours of work for a Full time Employee are an average of 38 hours per week (not
including unpaid meal breaks) over a fortnight (2) week work cycle or over a four (4) week work
cycle or such other period as required by the relevant roster cycle.

10.2 Span of ordinary Hours
Work Area / Other Span of Ordinary Hours
General Monday to Friday
(all other positions not listed) 6am and 6pm.
Aerodromes/Airports
Cleaners
Community Services
Landfill Monday to Sunday
Local law enforcement and community 5am to 10pm

safety services (note includes Rangers)
Parking station attendants
Recreation centres / Tourism services

Maintenance Officers, Plant Operators,

Outdoor Workers, Road Crew, Monday to Friday

Reticulation Technicians >am to 6pm
Libraries Monday to Sunday
8:00 am to 9:00 pm
Flexible Work Monday to Sunday

6:00am and 10:00pm.
(see clause 10.6)
Where an employee requests flexible work
under clause 10.6 and their ordinary hours are
worked within the span of ordinary hours (this
includes the weekends or early morning or
evening), no additional loadings or penalties are
payable for working ordinary hours where they
might have attracted an additional payment
elsewhere within this Agreement.

(a) Except as otherwise provided in this Agreement, an Employee who works ordinary hours on
a Saturday or Sunday in a role/work area as prescribed in clause 10.2 will be entitled to
weekend penalty rates in accordance with clause 11.2.

10.3 Maximum Ordinary Work Hours in a Day

(a) An Employee may work up to a maximum of ten (10) ordinary hours on any day/shift
(excluding unpaid meal breaks) or, by agreement between the Shire and Employee, up to a
maximum of twelve (12) ordinary hours on any day/shift. This provision does not apply
where an Employee works split shits.

10.4 Rosters and Changes to Rosters
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(a)

(b)

(c)
(d)

(f)

Full time Employees will work on a 9-day fortnight roster pattern as advised by the Shire.
Full Time Employees may be required to work a different roster pattern due to operational
needs, if this is required, this will be advised to the Employee by the Shire from time to time.

Full time Employees may request to work a different roster pattern other than a 9-day
fortnight as agreed by the Shire.

Employees start and finish times will be determined by the Shire from time to time.

A roster can be altered by mutual consent at any time and/or may be altered by the Shire
on seven (7) days’ notice. Where practicable, two (2) weeks’ notice of rostered day or days
off should be given provided that the days off may be changed by mutual consent or through
illness or other causes over which the Shire has no control.

The roster for an Employee may be altered or broken at short notice by the Shire for
operational reasons caused by external causes that has arisen unexpectedly and is beyond
the Shire’s control. The Shire will consult with Employees about the change and the
extraordinary external cause.

Casual Employees will be advised of their engagement as needed by Shire from time to time.

10.5 Meal Breaks

(a)

(b)

(c)

(d)

An Employee will not be required to work more than five (5) hours without receiving an
unpaid meal break of at least thirty (30) minutes.

In the case of unforeseen circumstances, the meal break may be delayed and will be taken
as soon as practicable, subject to the observance of appropriate health and safety
standards.

The Shire may require an Employee in the following roles or work areas to remain at their
place of work during the meal break if a replacement Employee is not reasonably available:

i) childcare services;
i) recreation centres;
iii)  tourism services;

iv) community services;
v)  airport services.

Provided that where the Employee is required to perform work during their meal break, the
Employee shall have their meal break extended so that they receive an unpaid meal break
of at least 30 minutes in the aggregate. The Employee’s manager/supervisor will be
reasonable in the application of this clause to ensure that the needs of Employees are met.

10.6 Flexible Work

(a)

(b)
(c)

The Shire may allow an Employee to access a Flexible Work, where the Employee makes a
request to the Shire, in accordance with this clause 10.6.

Flexible Work is subject to the operational requirements and the approval of the Shire.
Flexible Work option only pertains to one or more of the following matters:

i) Flexible hours including flexible start and finish times within the applicable span of
hours outlined in clause 10.6 for Flexible Work;

ii)  Reduced working hours, this includes moving from Full time to Part time hours;

iii)  Alternative work patterns which are worked within the span of hours outlined in clause
10.6 for Flexible Work;

iv)  Alternative agreed work locations;

Flexible Work may be implemented on a temporary or permanent basis.
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(d) An Employee may request to alter their Flexible Work option subject to complying with this
clause and the applicable Organisational directive. Any change is subject to the Shire’s
approval.

(e) The Shire reserves the right to require a revision, temporary postponement or cancellation
of a Flexible Work option.

() Clause 10.6 does not apply to Casual Employees.

(8) Employees may also make flexible work arrangements requests in accordance with the MCE

Act.
11 Penalty Rates for Ordinary Hours
11.1 Weekday Penalty Rates

(a) An Employee required to work ordinary hours by the Shire on a Monday to Friday outside
the span of hours provided in clause 10.2 will be paid a penalty of 20% in addition to the
Base Rate of Pay for hours worked outside of such a span.

11.2 Weekend Penalty Rates

(a) An Employee (other than an Employee engaged in Recreation centres or Community
services see clause 11.3) who works on a Saturday or Sunday in a role/work area specified
in clause 10.2 will be entitled to the following penalties for all ordinary hours worked:

i) all ordinary hours worked on a Saturday will be paid at the rate of time and a half
(150%). Saturday is taken to commence at midnight on Friday and finish at midnight
on Saturday;

i)  all ordinary hours worked on a Sunday will be paid at the rate of time and three
quarters (175%). Sunday is taken to commence at midnight on Saturday and finish at
midnight on Sunday;

iii)  weekend penalty rates for ordinary hours worked in accordance with clauses 11.2(a)i)
or 11.2(a)ii)will be paid for the actual time worked on Saturday and/or Sunday.

11.3 Weekend Penalties for Recreation Centres and Community Services

(a) Employees engaged in Recreation centres or Community services will not be entitled to
weekend penalty rates for ordinary hours worked on Saturday or Sunday between the hours
of 5:00 am and 10:00 pm.

All other weekend hours outside of this span for such Employees will be paid according to
clauses 11.2(a)i) or 11.2(a)ii) as applicable.

12 Overtime

12.1 From time to time, Employees may be required to work reasonable additional hours to their
rostered hours to meet operational requirements subject to the requirements in the MCE Act.

12.2 Overtime

(a) Where the Shire requires an Employee to work additional hours:
i) in excess of the maximum ordinary hours on any day provided by clause 10.3;
ii)  on days other than ordinary working days as specified in clause 10.2; or
iii)  in excess of the Employee’s ordinary hours as specified in clause 10.1;

then the Employee will be paid for these additional hours at the rate of:
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When ‘ Rate relative to Base Rate of Pay

Monday to Friday and Time and a half (150%) for the first two (2) hours
Saturday before 12 noon and double time (200%) thereafter
Saturday after 12 noon and Double time (200%)
all-day Sunday

(b)  The payment for overtime rates is calculated on the Employee’s Base Rate of Pay.
(c) In computing the applicable overtime penalty rate, each day’s work stands alone.

(d) Overtime is not at the discretion of the Employee and payment of such overtime shall be
paid only when the Manager has requested and provided written approval for the Employee
to work overtime.

12.3 Time Off in Lieu of Payment for Overtime

(a) A Full time Employee may elect, with the consent of the Shire, to take time off in lieu of
payment for overtime.

(b) Time off in lieu is not at the discretion of the Employee and shall only be accrued as time
off in lieu when the Manager has requested and provided written approval for the Full time
Employee to work additional hours.

(c) Overtime taken as time off shall be taken at the ordinary time rate, that is an hour off for
each hour of overtime worked.

(d) Time off in lieu of payment for overtime must be taken at a mutually convenient time and
within four weeks of the overtime being worked. The Shire may at their discretion payout
the overtime, at the overtime rate applicable to the overtime when worked, if not used as
time off in lieu within four weeks of the overtime being worked.

(e) Employees will ensure that timesheets accurately reflect time in lieu.

(f) If, on termination of the Employee’s employment, time off for overtime worked by the
Employee to which clause 12.3 applies has not been taken, the Shire must pay the Employee
for the overtime at the overtime rate applicable to the overtime when worked.

12.4 Rest Period After Overtime

(a) When overtime work is necessary it will be arranged wherever reasonably practicable for
Employees to have at least ten (10) consecutive hours off duty between the work on
successive days.

(b) The following conditions apply to an Employee (other than a casual Employee) who works
so much overtime that the Employee has not had at least ten (10) consecutive hours off
duty between the end of the Employee’s work on one day and the start of the Employee’s
ordinary hours of work on the next day:

i) the Employee must be released from duty after that overtime is finished until the
Employee has had ten (10) consecutive hours off duty; and

ii)  there will be no loss of pay for ordinary hours of work which occur during this absence.

(c) The following conditions apply to an Employee who, on the instructions of the Shire,
resumes or continues work without having had ten (10) consecutive hours off duty in
accordance with clause 12.4:

i) the Employee must be paid at double time (200%) Overtime until the Employee is
released from duty;

ii)  the Employee is then entitled to be absent for ten (10) consecutive hours; and

iii)  there will be no loss in pay for ordinary hours of work time which occur during this
absence.
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(d) The provision of this clause 12.4 will not apply where an Employee works for less than three
(3) hours Overtime when on a Call Back (clause 13.1 or On-Call including Call Out or Remote
Response (clause 13.2) on any one day.

13 Standby for Work

13.1 Call Back

(a) For the purpose of this Agreement, an Employee will be deemed to be on a call-back if the
Employee is recalled to work overtime, after leaving the Shire’s premises or worksite and
returning home and without receiving prior notice of the requirement to work overtime
before ceasing work. If an Employee has not left work and is asked to remain working this
does not meet the definition of call-back.

(b) Any Employee who is called back to work will be paid for a minimum of three (3) hours
worked at the appropriate Overtime rate as set out in clause 12.2 for each time so recalled.
Provided that any subsequent call-backs occurring within three hours of a call-back will not
attract any additional payment. An Employee working on a call-back will be paid the
appropriate overtime rate from the time that such Employee departs for work.

(c) Except in the case of unforeseen circumstances arising, the Employee will not be required
to work the full three (3) hours if the job that the Employee was recalled to perform is
completed within a shorter period.

(d) The provisions of this clause 13.1 will not apply in cases where the call-back is continuous
subject to a reasonable meal break with the commencement of ordinary hours or where an
Employees in receiving an On Call allowance in clause 13.2

13.2 On Call Allowance

(a) An Employee directed by the Shire to be available and hold themselves in readiness to
return for duty outside of the Employee’s ordinary working hours will be On Call.

(b) An Employee on call must be able to be contacted and immediately respond to a request to
attend work.

(c) Where the Employee is placed On Call by the Shire, the Employee will be paid an On Call
allowance each day equivalent to:

When On Call Allowance Amount

Monday to Friday One and a half (1.5) hours at the Standard Rate (level 4 step 1)
Saturday Two (2) hours at the Standard Rate (level 4 step 1)

Sunday or Public

Holiday Three (3) hours at the Standard Rate (level 4 step 1)

(d) For the purposes of this clause 13.2 a day means a twenty four (24) hour period.
(e) Call Out:

i) An Employee who is On Call and in receipt of an On Call allowance will be paid
Overtime rates in accordance with clause 12.2 for time required to return and attend
work.

Actual time worked will be deemed to apply from the time the Employee leaves their
home until the Employee returns home.

ii)  If an Employee is called out at least once but the total amount of actual time worked
across all call outs is two (2) hours or less then the Employee will be paid for a minimum
of two (2) hours of Overtime.

() Remote response:

i) An Employee who is in receipt of an On Call allowance and available to immediately:
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ii)  respond to phone calls or messages;
iii)  provide advice (‘phone fixes’);
iv) arrange call out/rosters of other employees; and

v)  remotely monitor and/or address issues by remote telephone and/or computer
access,

will be paid Overtime rates in accordance with clause 12.2 for the time actually taken
in dealing with each particular matter.

vi)  An Employee remotely responding will be required to maintain and provide to the
Shire a time sheet of the length of time taken in dealing with each matter remotely for
each day commencing from the first remote response. The total overtime paid to an
Employee for all time remotely responding in any day commencing from the first
response will be rounded up to the nearest fifteen (15) minutes but with a minimum
payment of one (1) hour.

13.3 Broken Shift Allowance (Spilt Shifts)

(a) A broken shift (also called a split shift) allowance is payable to Full time or Part time
Employees who are rostered or forewarned that they are required to work two (2) or more
shifts in a single day. Where this occurs a broken shift allowance is paid at the rate of $20
per broken shift.

(b) In unforeseen circumstances where a Full time or Part time Employee who works at the
airport is required to break a shift which is unplanned or without forewarning, due to causes
such as unforeseen flight changes, they will be paid the Broken Shift Allowance of $20. They
will also be paid $15 per hour or part thereof for the time that they are stood down until
they return to work. This will be capped at a maximum of four (4) hours, calculated to the
most recent half hour since the shift was broken within in a 24 hour period.

14 Public Holidays

14.1 The Public Holidays are New Year’s Day, Australia Day, Labour Day, Good Friday, Easter Monday,
Easter Sunday, ANZAC Day, Western Australia Day, King’s Birthday, Christmas Day, and Boxing Day,
and any other Western Australian Gazetted public holidays in accordance with the Public and Bank
Holiday Act 1972 (WA), as amended from time to time.

14.2 Where an Employee is required to work on a public holiday they will be paid at the rate of double
time and a half (250%) of the Base Rate of Pay for the actual hours worked.

(a) An Employee who works on an observed and the actual public holiday will be paid the public
holiday penalty rate for working the observed public holiday only, but not both.

14.3 When a public holiday occurs on a day on which an Employee is rostered off while employed on a

seven (7) day a week rotating roster system, the Employee will be paid a day’s pay at ordinary
rates in addition to the ordinary week’s pay.

15 Local Government Days

15.1 Full time Employees will be entitled to two (2) paid Local Government days each year, calculated
from 1 July to 30 June each year. Part time Employees will be entitled to leave on a pro-rata basis.

15.2 Local Government days are non-cumulative meaning the leave will not accrue or be available
beyond the financial year when the leave is made available.

15.3 Local Government days outlined in clause 15.1 will be credited to an Employees as follows:
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15.4

15.5

(a) One (1) day on 1 July; and
(b) One (1) day on the following 1 January.

Employees who commence employment after these dates will only be eligible to be credited Local
Government days as their period of employment reaches the next eligible credit date.

If an Employee’s employment is terminated, any Local Government days credited in the financial
year of the date of termination that have not been taken are to be paid out to the Employee on
termination of employment (in their final pay).

When authorising Employees to take Private leave the Shire will consider the operational
requirements of the workplace and will not unreasonably refuse an application for the taking of
the leave.

16 Annual Leave

16.1

16.2

16.3

16.4

16.5

16.6

16.7

16.8

Annual leave and related matters for employees covered under this Agreement are set out and
provided for in the MCE Act. This clause supplements or deals with matters incidental to the MCE
Act provisions.

Annual leave is provided at six (6) weeks per annum for Full time Employees (this is made up of
four (4) weeks Annual leave as per the MCE Act and an additional two (2) weeks of additional Shire
Annual leave). Part time Employees will receive a pro-rata entitlement.

Annual leave accrues progressively during a year of service according to the Employee’s ordinary
hours of work and accumulates from year to year.

When taking annual leave an Employee must be paid for leave at the Employees applicable Base
Rate of Pay, and if applicable the East Kimberley Allowance.

Leave Loading

(a) During a period of annual leave an Employee shall receive a loading of 17.5% on the Base
Rate of pay.

(b) Leave loading is payable on all accrued annual leave including the accrual within the first

twelve months.

Annual leave cannot be taken as part of, or all of a notice period of termination unless it was
approved at least two (2) months before notice of termination was given.

Where a public holiday falls during a period of annual leave on a day an Employee would have
ordinarily worked had they not been on leave, no annual leave will be deducted on the day that is
a public holiday.

Taking of Leave

(a) An Employee shall give the Shire one (1) month of notice prior to taking annual leave in
excess of four (4) weeks.

(b) Annual leave shall be given and taken in such period or periods and at such time or at such
times mutually convenient to the Shire and the Employee and, except as hereinafter
provided, within twelve months of the day upon which the leave accrued due.

(c) Subject to the provisions within clause 16, an Employee shall try and take their annual leave
within 12 months of it falling due.

(d) Employees who possess in excess of eight (8) weeks accrued annual leave will be:

i) notified in writing; and
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ii)  may be required to participate in a leave management plan with the Shire;

iii)  may be directed by the Shire to take their additional two (2) weeks of additional
Shire Annual leave.

iv)] Employees may also choose to take up the option to Cash out an amount of Annual
leave in accordance with clause 16.10.

16.9 Shutdown Leave

(a) The Shire reserves the right to request Employees to take their paid leave over a shutdown
period nominated by the Shire, such as at Christmas / New year and Easter periods, however
a ‘skeleton’ crew may be rostered on to ensure basic works continue whilst ensuring that
sufficient Employees are available in the case of an emergency.

(b) The Shire may direct an Employee to take their additional two (2) weeks of additional Shire
Annual leave during these periods, regardless of the amount of annual leave they have
accrued.

(c) If no paid leave is available an Employee can elect to take leave without pay during these
periods if both the Employee and the Shire agree. In special circumstances, with the
approval of the Shire, annual leave may be given in advance to cover the shutdown period.

16.10 Cashing out of Annual Leave

(a) An Employee is entitled to cash out up to three (3) weeks of accrued annual leave per
financial year. The Employee shall be entitled to 17.5% leave loading on annual leave cashed
out.

(b) Certain rules apply when cashing out annual leave:
i) written agreement needs to be made each time annual leave is cashed out;

i)  the payment for cashed out annual leave has to be the same as what the Employee
would have been paid if they took the leave;

iii)  must be approved by the Shire.
(c) Any annual leave and annual leave loading cashed out will be calculated on the Base Rate

of Pay and will not include any allowances, penalties, or other loadings.

16.11 Family and Domestic Violence Leave and Annual Leave

(a) If, while on paid annual leave, an Employee takes paid family and domestic violence leave,
the employee is taken not to be on paid annual leave for the period of the paid family and
domestic violence leave.

16.12 Leave on Termination

(a) Accrued but untaken annual leave hours and applicable annual leave loading shall be paid
to the Employee upon termination. Any annual leave paid on termination will be for paid
leave at the Employees applicable Base Rate of Pay.

16.13 The provisions of this clause 16 do not apply to Casual Employees.

17 Community Service Leave

17.1 Special Community Service Leave

(a) Special community service leave is a provision for paid leave for a Full time Employee to
undertake a recognised community service activity where Shire is required to release an
employee in accordance with relevant legislation including reasonable travel and rest time
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(b)

(c)

(d)

(e)

(f)

for a recognised community service activity which is authorised by the Shire. Special
community service leave may be taken for:

i) recognised emergency service activities;
ii)  compulsory defence force service or mandatory training;
iii)  reasonable travelling time associated with the activity.

Special community service leave is leave that is not taken from an Employee’s current leave
entitlements.

Special community service leave will only be paid for the ordinary hours that the Employee
would have worked. Any hours outside of an Employee’s ordinary hours that an Employee
may have worked, but for taking special community service leave, will not be paid. When
taking leave an Employee must be paid the Employees applicable Base Rate of Pay, and if
applicable the East Kimberley Allowance.

Subject to clause 17.1(f) special community service leave will be:
i) negotiated between the Employee and the Shire prior to the leave being taken; and
ii)  subject to the operational requirements of the Shire; and

iii)  undertaken within the boundary of the Shire of Wyndham East Kimberley, subject to
negotiation with the Shire.

An Employee who claims special community service leave will be required to provide
evidence to the Shire that they are entitled to special community service leave.

Payment for special community service leave taken to attend compulsory defence force
service or training shall be made similar to payment for jury service as per relevant
legislation.

17.2 Jury Service

(a)

(b)

(c)

(d)

(f)

An Employee who is required to attend for jury service shall advise the Line Supervisor upon
receiving such advice or notice. The Line Supervisor will be notified of the date, location
where attendance is required and the anticipated duration of the absence.

Proof of the call to participate in jury service must be provided to the Shire when claiming
this leave.

The Employee must forward an “Employer Claim Form” to Payroll to enable reimbursement
for salary from the Department of Justice.

The Employee is required to return to the workplace immediately when they are released
from jury service wherever possible. Failure to return to work after being released may
result in the Employee not being paid.

Employees will be released for jury duty without loss of salaries upon providing a copy of
the official notification of call to jury service. The Shire will claim the reimbursement for
wages paid to Employees whilst on jury duty, at the Sheriff’s Office at the Department of
Justice.

When an Employee is dismissed from jury duty, they will immediately contact their
supervisor and seek instructions regarding their attendance at work. The supervisor should
consider if it is reasonable for the Employee to return for their normal work duties.
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18 Personal Leave

18.1 Personal Leave Entitlement

(a) Personal leave is provided for in the MCE Act this clause 18 supplements or deals with
matters incidental to the MCE Act provisions.

(b) Full time Employees will accrue 76 hours of personal leave per annum.

(c) Personal leave accrues progressively during a year of service according to the Employee’s
ordinary hours of work and accumulates from year to year.

(d) Part time Employees will accrue Personal leave on a pro rata basis.
18.2 An Employee may take paid personal leave if the leave is taken:
(a) because the Employee is not fit for work because of a personal iliness, or personal injury,

affecting the Employee; or

(b) to provide care or support to a Member of the Employee’s Family or household, who
requires care or support because of a personal illness, or personal injury, affecting the
member; or an unexpected emergency affecting the member (also known as Carer’s leave).

18.3 An Employee may access unpaid personal leave in accordance with the MCE Act. When taking paid
personal leave an Employee must be paid for at the Employees applicable Base Rate of Pay, and if
applicable the East Kimberley Allowance.

18.4 Taking Personal/Carer’s Leave

(a) All Employees taking personal or carer’s leave (whether paid or unpaid), must advise their
supervisor/manager as soon as is reasonably practical that leave is required and the
estimated length of their absence.

(b) Employees are required to reasonably attempt to speak directly with their
supervisor/manager or contact another Director in their absence.

18.5 Personal leave — evidence requirements

(a) If an Employee is absent from work for two (2) or more days they are required to produce
evidence that would satisfy a reasonable person which includes a medical certificate or
statutory declaration from the Employee.

(b) A supervisor may require supporting documentation if a single personal leave day is taken
directly before or after a public holiday.

(c) The number of single day absences that may be granted as personal leave without the
production of supporting documentation shall not exceed five (5) working days in any
calendar year.

18.6 Carer’s leave — evidence requirements

(a) The Employee shall if required, establish by production of a medical certificate or statutory
declaration, that they were required to provide care or support to their Immediate Family
or household member on the day they have taken personal/carer’s leave.

(b) In normal circumstances an Employee shall not take carer’s leave under this clause where
another person has taken leave to care for the same person.

18.7 The provisions of clause 18 do not apply to Casual Employees other than the Unpaid leave at clause
18.3.
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19 Bereavement Leave (includes compassionate leave)

19.1

19.2

19.3

19.4

19.5

A Full time Employee will be entitled to paid bereavement leave of up to five (5) days to be taken
in accordance with MCE Act and this Agreement, on each permissible occasion when:

(a) a Member of the Employee’s Family or household (as defined in clause 5) dies; or

(b) to spend time with a Member of the Employee’s Family or household (as defined in clause
5) who has contracted, developed or sustained a life-threatening iliness or injury.

A Part time Employee will receive a pro rata entitlement of the five (5) days, however, must receive
a minimum of two (2) days on each permissible occasion.

An Employee is required to give the Shire notice of the taking of leave as soon as possible and
advise the duration, or expected duration, of the leave. If requested by the Shire, an Employee is
required to provide evidence that would satisfy a reasonable person of the circumstances that
require the leave.

When taking paid Bereavement leave an Employee must be paid at the Employees applicable Base
Rate of Pay, and if applicable the East Kimberley Allowance.

Casual Employees are entitled to unpaid compassionate leave however may access two (2) days
paid Bereavement leave in accordance with the applicable provisions in the MCE Act.

20 Family and Domestic Violence Leave

20.1

20.2

20.3

20.4

20.5

20.6

20.7

The Shire recognises that Employees may sometimes face situations of violence or abuse in their
personal life that may affect their attendance or performance at work. Therefore, the Shire is
committed to providing support to Employees that experience Family and Domestic Violence.

An Employee experiencing family or domestic violence can have access to up to:

(a) Ten (10) paid days paid leave in a year (non-accumulative) in accordance with NES.

(b) Five (5) days of unpaid family and domestic violence leave in a 12-month period in
accordance with the MCE Act

Casual Employees are entitled to access the leave in clause 20.2 for the hours they were rostered
to work in the period they took leave.

Leave provided under this clause may be taken as consecutive or single days, or as a fraction of a
day.

An Employee will provide notice of need for the leave as soon as possible after becoming aware
of the need for leave and will provide evidence to substantiate the need for the leave.

If requested the Employee will provide the Shire evidence that would satisfy a reasonable person,
that the leave is for the purpose for which it is being taken, specific examples include court order,
a police report, a hospital incident report or incident report from a social and community service
organisation registered with the Women’s Council Domestic and Family Violence Services.

Subject to the leave provisions of this Agreement, an Employee experiencing Family and Domestic
Violence may use other leave entitlements.
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21 Parental Leave

21.1 Parental leave is provided in accordance with the NES and the applicable Shire Organisational
directive.
22 Long Service Leave
221 An Employee is entitled to long service leave in accordance with the Local Government (Long

Service Leave) Regulations 2024 (LSL Regulations), as varied or replaced from time to time.

22.2 In accordance with the LSL Regulations an Employee is entitled to 13 weeks’ paid leave after 10
years of continuous service and payment of a pro rata amount upon termination after completing
seven years of continuous service.

22.3 Employees who are entitled to Long Service Leave in accordance with the LSL Regulations may
apply to take or cash out pro-rata Long Service Leave (6.5 weeks) on completion of each five (5)
years of continuous service with the Shire.

(a) This pro-rata entitlement does not apply to any transferable service and only applies to long
service leave accrued whilst employed at the Shire.

(b) The taking of or cashing out of pro-rata Long Service Leave under this clause 22.3 must be
by a separate written agreement between the Shire and the Employee confirming that the
Employee cannot make any further claim against the period of leave taken.

22.4 A minimum of two (2) months notification to management of the taking of long service leave is a

required subject to the requirements of the LSL Regulations. When taking or cashing out long
service leave an Employee must be paid at the Employees applicable Base Rate of Pay.

23 Other Leave

23.1 Leave Without Pay

(a) Leave without pay may be available to Employees where there are special circumstances
requiring them to take leave. Any leave without pay needs to be agreed with the Shire, and
other paid leave types available to Employee must be used first before accessing a period
of leave without pay.

23.2 Cultural Leave
(a) An Employee covered by this Agreement, who wishes to take time off work for religious or

cultural reasons may be granted leave without pay as approved by the Shire from time to
time and providing reasonable evidence if required.

24 Allowances

24.1 Vehicle Allowance

(a) Where the Shire requires an Employee to use their own vehicle in or in connection with the
performance of their duties, such Employee will be paid an allowance for each kilometre of
authorised travel as follows:

Vehicle Usage Reimbursement Method Rate

Kilometres Travelled (any type of vehicle) 79c per kilometre
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(b) The Shire may require an Employee to record full details of all such official travel
requirements in a log book.

(c) An Employee may only use their own personal vehicle if no Shire provided vehicles are
available and they have the express written permission of their manager on that occasion.

24.2 Transfers, Travelling and Working Away from Normal Starting Point

(a) Normal starting point:

i) All Employees upon engagement will be given a starting point which will be, subject to
other provisions within this clause 24.2, the commencement point of their daily work
activities.

ii)  For the purpose of this clause, normal starting point means a workshop, depot, office
or facility to which the Employee is usually assigned or any other designated starting
and/or finishing point.

iii)  Unless otherwise provided, each Employee will be assigned to one normal starting
point only.

iv)  An Employee may be assigned to more than one normal starting point where multiple
starting points form part of the nature of the work being performed.

v)  An Employee may be transferred to a different normal starting point within the Shire’s
local government area at any time by the giving of reasonable notice provided that the
relocation is reasonable in the circumstances and does not unreasonably disadvantage
the Employee.

(b) Excess travelling time and fares

Where the Shire requires an Employee, other than a casual Employee, to start work at a
place away from the Employee’s normal starting point, the Shire will pay the Employee:

i) Excess travelling time — at the Employee’s ordinary rate for all time reasonably spent
travelling to and returning from the job which is in excess of the time normally spent
in travelling between the Employee’s usual residence and their normal starting point;
and

ii)  Excess fares —any fares reasonably incurred by the Employee that are in excess of the
fares normally incurred in travelling between the Employee’s usual residence and the
Employee’s normal starting point. The excess fares allowance will not be paid where
the Employee is provided with a vehicle by the Shire or is paid the allowance as
provided in clause 24.1 or has an arrangement with the Shire for a regular vehicle
allowance in excess of the allowance provided in clause 24.1.

(c) The provisions of this clause 24.2 will not apply where an Employee is required to regular
commence work at different locations (as assigned by the Shire). It will also not apply where
an Employee is employed outside of the Shire’s locality and needing to travel for work.

24.3 Reimbursement of Expenses

(a) All reasonable expenses incurred by the Employee at the direction of the Shire, including
out-of-pocket expenses, course fees and materials, telephones, accommodation, travelling
expenses and the cost of special protective clothing, incurred in connection with the
Employee’s duties will be processed by the Shire and, where practicable will be reimbursed
in the next pay period.

(b) The method and mode of travelling, of the vehicle to be supplied or to be used, will be
arranged mutually between the Shire and the Employee. Travelling arrangements will be
agreed between the Shire and the Employee in advance.

(c) The Shire will reimburse an Employee, other than a tradesperson or apprentice, for the cost
of any tools, instruments or special equipment purchased and supplied by the Employee at
the direction of the Shire. However, reimbursement need not be made if the Shire supplies
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the tools, instruments or equipment.

(d) The Shire will require the Employee to present proof of payment prior to the
reimbursement.

24.4 Camp Out Allowance

(a) When an Employee is directed to ‘Camp Out’ for a night for work purposes (living and
working away from home and required to camp out to sleep) the following will be provided:

i) An allowance of $204 per night for the provision of food and compensation for
isolation, inconvenience and discomfort. This allowance is to be paid as a component
of normal payroll processes.

ii)  Access to a portable powered fridge.

iii)  Access to appropriate communication equipment in the form of a two-way, CB radio
or satellite telephone.

(b) Employees will provide their own swag.
(c) The purchase of food whilst camping out is the responsibility of the individual Employee.

This allowance is not paid if accommodation is provided.

24.5 Adverse Working Conditions

(a) The provisions of this clause 24.5 only apply to Depot Employees, Landfill Employees,
Airport Services Officers, Airport Reporting Officers, Rangers and Aquatic Recreation
Officers (as defined in clause 5).

(b) Adverse Working Conditions Allowance

The following Employees will be paid an Allowance for working in adverse working
conditions:

Positions Eligible Adverse Working Conditions

Allowance Amount

Full time Depot Employees (excluding those engaged in
administrative support roles or Supervisors) Airport
Services Officers, Airport Reporting Officers, Aquatic
Recreation Officers, Landfill Gate Attendants and Rangers

$73.72 per fortnight

Full time Landfill Employees (excluding Landfill Gate

Attendants) $114.00 per fortnight

The Adverse Working Conditions Allowances will be applied on a pro-rata basis for Part time
and Casual Employees for ordinary hours.

(c) In addition to the payment of the Adverse Working Conditions allowances, the Shire will
supply all appropriate protective clothing and equipment for working in the particular
adverse conditions as determined by the Shire.

(d) The Adverse Working Conditions Allowance is not paid during periods of leave.

24.6 East Kimberley Allowance

(a) The East Kimberley Allowance will be paid to Full time Employees and pro rata to Part time
Employees based on their ordinary hours of work. The annual allowance payments will be
paid in equal fortnightly instalments as a component of the standard fortnightly payroll.

i) The East Kimberley Allowance is paid to those Employees who work and live within the
Kimberley region and other designated regions determined by the Shire. An Employee
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who resides outside of the Kimberley region (or other designated regions by the Shire)
is not entitled to the East Kimberley Allowance contained in this clause 24.6.
Employees who are provided with accommodation by the Shire and/or a housing
allowance in their employment contract are also not entitled to the East Kimberley
Allowance in this clause 24.6.

ii)  Casual Employees are also not entitled to the East Kimberley Allowance.

(b) East Kimberley Allowance:

Total Allowance per annum

(Full time equivalent)

$11,901

Note: At Commencement Date of this Agreement, a component of the previous Component
B allowances (relating to service) was integrated into the Base Rates of Pay in Appendix A
(into steps 2-4 of Levels 3-9).

24.7 First Aid Allowance

(a) An Employee who has been trained to provide first aid and who is a current holder of a first
aid qualification such as Senior First Aid Certificate from St John Ambulance shall be paid a
fortnightly allowance of $42.00 if the Employee is appointed by the Shire to perform first
aid duties.

(b) The First Aid Allowance will not apply where the requirement to hold a first aid certificate
is a requirement of the position.

(c) This allowance is not payable during periods of leave.

24.8 Fire Fighting Allowance

(a) An Employee who has received appropriate training and has been directed, in writing, by
the Shire to actively fight a fire will be paid an additional hourly allowance of $0.70 for each
hour in which they are actively fighting a fire.

(b) To actively fight a fire means to assist the Department of Fire and Emergency Services (DFES)
or other fire brigades with activities directly related to supressing or otherwise fighting a
fire.

(c) For clarity, this allowance is payable, regardless of an Employee receiving payment for the
adverse working condition allowance.

24.9 Safety and Health Representative Allowance

(a) An Employee who has received appropriate training and is appointed by the Shire to
perform safety and health representative duties and is responsible for signing the Safety
Team Terms of Reference will be paid a fortnightly allowance of $42.00.

(b) This allowance will not apply where the requirement to perform safety and health
representative duties is a requirement of the position.

(c) This allowance is not payable during periods of leave.

24.10 Fire Warden Allowance

(a) An Employee who has received appropriate training and is appointed by the Shire and
approved by the Shire to perform fire warden duties and is responsible for signing the Fire
Warden Duty Statement will be paid a fortnightly allowance of $42.00.

(b) This allowance will not apply where the requirement to perform fire warden duties is a
requirement of the position.

(c) This allowance is not payable during periods of leave.
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24.11 Meal Allowance

(a)

(b)

(c)

Employees who work more than two (2) hours overtime after a minimum of ten (10) hours
on duty will be paid a meal allowance of $21.00 per occurrence.

Where the Shire requires the Employee to continue working for a further four (4) hours of
continuous overtime work, the Employee will be paid an additional meal allowance of
$21.00.

A meal allowance is not payable:

i) where the Employee has been notified at least 24 hours in advance of the
requirement to work overtime; or

ii)  where the Employee is only required to work less than the time prescribed in clause
24.11(a)or 24.11(b); or

iii)  where a meal is provided by the Shire.

25 Tools and Instruments

25.1 Alltools, other than those specialist tools usually provided by a tradesperson, reasonably required
by an Employee in the performance of their work, shall be provided by the Shire.

25.2 Such tools shall be clearly and permanently marked as property of the Shire and will remain the
property of the Shire.

26 Termination
26.1 Termination of Employment
(a) Subject to clause (c) and 26.1(d), Either the Shire or an Employee (other than a Casual
Employee) may terminate the employment by providing written notice (or payment in lieu
of notice, or a combination of notice and payment in lieu of notice) of:
Period of continuous service \ Period of notice
Up to one (1) year Two (2) weeks
Over one (1) year Four (4) weeks
(b) If an Employee is over 45 years of age and has completed at least two (2) years of continuous
service with the Shire, the period of notice prescribed in clause 26.1(a) is increased by one
(1) week for Shire.
(c) During a probationary period, the Shire may terminate the employment relationship with
the giving of one (1) week’s notice, or payment in lieu of one (1) week’s salary.
(d) The Shire may end the employment of an Employee without notice if the Employee engages
in serious misconduct.
(e) A period of notice given by an Employee who has terminated their employment can only be

(f)

(8)

reduced by agreement with the Shire.

On termination of employment, or earlier during the notice period on request, an Employee
must return all the company property to the Shire.

Job search entitlement:

i) Where the Shire has given notice of termination to an Employee, the Employee shall
be allowed time off without loss of pay of up to one day for the purpose of seeking
other employment.

ii)  The time off under sub-clause a) is to be taken at times that are convenient to the
Employee after consultation with the Shire.
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26.2 Employees Exempted

(a) Clause 26 shall not apply:

i) Where an Employee has been employed for a fixed or maximum term and their
employment ends at the end of the contract term.

ii)  To a Casual Employee.
26.3 This clause 26 is to be read and interpreted in conjunction with the TCR Order. Where there is an

inconsistency between the Agreement and the TCR Order and the TCR Order provides a greater
benefit, the TCR Order will apply to the extent of the inconsistency.

27 Redundancy

27.1 Redundancy occurs where the Shire has made a decision that it no longer requires the job done
by an Employee to be done by anyone, except where this is due to the ordinary and customary
turnover of labour.

27.2 An Employee whose employment is terminated by the Shire for reason of redundancy is entitled
to the following amounts of redundancy (severance) pay:

Period of Continuous Service Redundancy (Severance) Pay

At least 1 year but less than 2 years Four (4) weeks

At least 2 years but less than 3 years Six (6) weeks

At least 3 years but less than 4 years Seven (7) weeks

At least 4 years but less than 5 years Eight (8) weeks

At least 5 years but less than 6 years Ten (10) weeks

At least 6 years but less than 7 years Eleven (11) weeks

At least 7 years but less than 8 years Thirteen (13) weeks

At least 8 years but less than 9 years Fourteen (14) weeks
At least 9 years but less than 10 years Sixteen (16) weeks

At least 10 years Eighteen (18) weeks
27.3 Transfer to Lower Paid Duties
(a) If because of redundancy an Employee is transferred to new duties to which a lower Base

Rate of Pay applies, the Employee shall be paid at the Base Rate of Pay of their former
position for a period of twelve (12) months following the date of transfer.

27.4 Employees Leaving During Redundancy Notice Period

(a) An Employee given notice of termination in circumstances of redundancy may terminate
their employment during the minimum period of notice prescribed by clause 26.1.

(b) The Employee is entitled to receive the benefits and payments they would have received
under clause 27.1 or under the NES had they remained in employment until the expiry of
the notice.

(c) However, the Employee is not entitled to be paid for any part of the period of notice
remaining after the Employee ceased to be employed.

27.5 Job Search Entitlement

(a) Where the Shire has given notice of termination to an Employee in circumstances of
redundancy, the Employee shall be allowed time off without loss of pay of up to one day
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27.6

27.7

28 Stand Down

(b)

each week of the minimum period of notice for the purpose of seeking other employment.

If the Employee has been allowed paid leave for more than one (1) day during the entire
notice period for the purpose of seeking other employment, the Employee shall, at the
request of the Shire, produce proof of attendance at an interview or they shall not receive
payment for the time absent. For this purpose, a statutory declaration will be sufficient.

Employees Exempted

(a)

This clause 27 shall not apply:

i) Where an Employee has been employed for a fixed or maximum term contract or an

employee Employed for a specified task.

ii)  Where an Employee whose employment is terminated because of serious misconduct

that justifies summary dismissal.

iii)  Probationary, Trainees and Casual Employees.

This clause 27 is to be read and interpreted in conjunction with the TCR Order. Where there is an
inconsistency between the Agreement and the TCR Order and the TCR Order provides a greater
benefit, the TCR Order will apply to the extent of the inconsistency.

28.1

28.2

The Shire is committed to keep Employees usefully employed and before standing down
Employees will:

(a)
(b)

(c)

Consider available options;

Consult with Employees in accordance with clause 7.1 and 7.2 (this deals with consultation
in respect of certain major changes); and

allow an Employee to take paid or unpaid leave instead of being stood down.

Stand Down:

(a)

(b)

(c)

The Shire may stand down an Employee during a period in which:

i) an Employee cannot usefully be employed because there has been a stoppage of work;
and

ii)  the Shire cannot reasonably be held responsible for the cause of that stoppage of
work.

If the Shire stands down an Employee during a period under clause 28.2(a), the Shire is not
required to make payments to the Employee for that period.

The Employee is not taken to be stood down under clause 28.2(a) during a period when the
Employee:

i) is taking paid or unpaid leave that is authorised by the Shire; or

ii)  is otherwise authorised to be absent from their employment.

29 Superannuation

29.1

Prior to, or upon commencement, of employment the Shire must notify the Employee that the
Employee has a right to nominate a superannuation fund that is a complying superannuation fund
or scheme (as defined by s 48B(1) of the Act) to which the Shire must make superannuation
contributions (including any co-contributions).
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29.2

29.3

294

29.5

The Shire will make superannuation contributions in accordance with applicable Commonwealth
Superannuation legislation. Contributions (including any co-contributions) will be paid into a
complying superannuation fund nominated by the Employee. The Shire and the Employee will be
bound by the Employee’s nomination.

The Employee may, at any time, apply in writing to transfer from one fund to another and the
Shire must not unreasonably refuse this request Should the Employee not specify a complying
Superannuation fund or Scheme, payment will be made to the Shire’s default complying fund. If
an Employee then nominates a complying superannuation fund or scheme at any time in their
employment, then the Shire must make superannuation contributions to that nominated
complying superannuation fund or scheme.

The Shire and the Employee will be bound by the Employee’s nomination unless the Employee
and the Shire agree to change the fund or scheme on behalf of the Employee.

Voluntary Employee Contributions and Co-Contributions

(a) Where a Full time or Part time Employee elects to contribute additional superannuation
through a salary sacrificing arrangement (or via a post-tax salary deduction), the Shire will
match the additional voluntary pre-tax contributions by an Employee as follows:

Voluntary Employee Superannuation

The Shire’s Co-Contribution

Contributi
ontrbution (Percentage of Base Salary)

(Percentage of Base Salary)

1% 1%
2% 2%
3% 3%
4% 4%
5% or above 5%

(b) The maximum superannuation amount (including the Superannuation Guarantee
Contribution amount) which the Shire will contribute is set out below. The table below sets
out over the life of the agreement the maximum annual superannuation matching of
Employee contributions to superannuation in addition to statutory contributions:

Anticipated Superannuation Maximum superannuation

Guarantee Contribution contribution paid by the
(SGC) Shire

1 July 2025 12% 17%

(c) An Employee may adjust the amount the Employee has authorised the Shire to pay from
the wages of the Employee for the Voluntary Employee Contribution from the next paid
period following the given written notice to the Shire.

(d) The Shire must pay the amount authorised under clauses 29.5 no later than 28 days after
the end of the month in which the deduction authorised under clauses 29.5 was made or
sooner if required by relevant legislation.

(e) The Employee and Shire contributions to superannuation as described above are made to
the same fund as the statutory guarantee component, a complying superannuation fund
nominated by the Employee.

() Employees must also comply with any other requirements and rules as set out in the
applicable Shire Organisational Directive as amended from time to time which relate to Co-
Contributions arrangements under this clause 29.5.
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(8) Clause 29.5 does not apply to Casual Employees.

30 Union Workplace Delegates

30.1 Union Training Leave

(a) Up to two (2) accredited Union Workplace delegates may be granted up to five (5) days paid
leave per calendar year to attend accredited Trade Union Training. The Union must notify
the Shire in advance which Employees are accredited Union Workplace delegates.

(b) Any period of approved leave includes travel time to and from the course. Approval of leave
is subject to there being no additional costs to the Shire. The Shire will not pay for any costs
associated with travel, accommodation, meals or course costs.

(c) The granting of leave under this clause is subject to the operational requirements of the
Shire and the leave will be paid at the employees Base Rate of Pay. The Leave under this
clause does not apply to Casual Employees.

(d) Applications for leave must be received at least one (1) month prior to the commencement
of the training course and must be accompanied by a statement from the Union requesting
attendance, including details of the course.

31 Right to Disconnect

31.1 The Shire does not expect or require Employees to respond to the Shire communications outside
their normal hours of work, or whilst they are on approved leave, except for specific exceptions
like urgent or serious matters which the Shire deems that cannot wait, or emergencies, or where
the Employees is required to be on call or stand by for work.

31.2 Nothing in clause 31 prevents the Shire from contacting an Employee for the purposes of seeking
them to work overtime or for rostering needs.

32 Organisational Directives

32.1 The Shire’s Organisational directives may be amended from time to time and are not incorporated
(unless expressly stated) and do not form part of this Agreement.
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Appendix A — Base Rates of Pay

FFP on Agreement Registration with WAIRC Year 2- Rates from FFP 1 July 2026 Year 3 - Rates from FFP 1 July 2027

Classification

Level tep Base Rate of Pay plus Base Rate of Pay plus Base Rate of Pay plus
Base Rate of Pay East Kimberley Base Rate of Pay East Kimberley Base Rate of Pay East Kimberley
Allowance Included Allowance Included Allowance Included
Annual Hourly Annual Hourly Annual Hourly Annual Hourly Annual Hourly Annual Hourly
1 1 $49,751.70 $25.18 $61,652.69 $31.20 $51,161.73 $25.89 $63,062.72 $31.91 $52,696.58 $26.67 | $64,597.57 $32.69
2 1 $56,088.88 $28.39 $67,989.87 $34.41 $57,689.02 $29.19 $69,590.01 $35.22 $59,419.69 $30.07 | $71,320.68 $36.09
3 1 $62,874.27 $31.82 $74,775.26 $37.84 $64,677.97 $32.73 $76,578.96 $38.75 $66,618.31 $33.71 | $78,519.30 $39.74
2 $65,971.68 $33.39 $77,872.67 $39.41 $67,808.31 $34.32 $79,709.30 $40.34 $69,842.56 $35.35 | $81,743.55 $41.37
3 $69,068.67 $34.95 $80,969.66 $40.98 $70,938.21 $35.90 $82,839.20 $41.92 $73,066.36 $36.98 | $84,967.35 $43.00
4 $72,618.37 $36.75 $84,519.36 $42.77 $74,534.40 $37.72 $86,435.39 $43.74 $76,770.43 $38.85 | $88,671.42 $44.87
4 1 $68,374.11 $34.60 $80,275.10 $40.63 $70,342.81 $35.60 $82,243.80 $41.62 $72,453.09 $36.67 | $84,354.08 $42.69
2 $71,119.48 $35.99 $83,020.47 $42.01 $73,110.54 $37.00 $85,011.53 $43.02 $75,303.85 $38.11 | $87,204.85 $44.13
3 $74,166.37 $37.53 $86,067.36 $43.56 $76,188.84 $38.56 $88,089.83 $44.58 $78,474.50 $39.71 | $90,375.49 $45.74
4 $77,755.80 $39.35 $89,656.79 $45.37 $79,825.95 $40.40 $91,726.95 $46.42 $82,220.73 $41.61 | $94,121.72 $47.63
5 1 $73,699.72 $37.30 $85,600.71 $43.32 $75,828.19 $38.37 $87,729.18 $44.40 $78,103.04 $39.53 | $90,004.03 $45.55
2 $76,820.64 $38.88 $88,721.63 $44.90 $78,982.74 $39.97 $90,883.73 $45.99 $81,352.22 $41.17 | $93,253.21 $47.19
3 $79,723.02 $40.35 $91,624.02 $46.37 $81,912.19 $41.45 $93,813.18 $47.48 $84,369.56 $42.70 | $96,270.55 $48.72
4 $83,222.41 $42.12 $95,123.40 $48.14 $85,456.55 $43.25 $97,357.54 $49.27 $88,020.25 $44.54 | $99,921.24 $50.57
East Kimberley
Allowance $11,901 $6.02 $11,901 $6.02 $11,901 $6.02
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FFP on Agreement Registration with WAIRC Year 2- Rates from FFP 1 July 2026 Year 3 - Rates from FFP 1 July 2027

Classification

Level Base Rate of Pay plus Base Rate of Pay plus Base Rate of Pay plus
Base Rate of Pay East Kimberley Base Rate of Pay East Kimberley Base Rate of Pay East Kimberley
Allowance Included Allowance Included Allowance Included
Annual Hourly Annual Hourly Annual Hourly Annual Hourly Annual Hourly Annual Hourly
6 1 $78,312.48 $39.63 $90,213.47 $45.65 $80,579.33 $40.78 $92,480.32 $46.80 $82,996.71 $42.00 | $94,897.70 $48.03
2 $82,140.14 $41.57 $94,041.13 $47.59 $84,461.82 $42.74 $96,362.81 $48.77 $86,995.67 $44.03 | $98,896.66 $50.05
3 $85,512.95 $43.28 $97,413.94 $49.30 $87,875.82 $44.47 $99,776.81 $50.49 $90,512.09 $45.81 | $102,413.08 | $51.83
4 $89,105.85 $45.09 | $101,006.84 | $51.12 $91,516.50 $46.31 $103,417.49 | $52.34 $94,261.99 $47.70 | $106,162.99 | $53.73
7 1 $84,682.11 $42.86 $96,583.10 $48.88 $87,140.05 $44.10 $99,041.04 $50.12 $89,754.25 $45.42 | $101,655.24 | $51.44
2 $88,446.70 $44.76 | $100,347.70 | $50.78 $90,957.58 $46.03 | $102,858.57 | $52.05 $93,686.31 $47.41 | $105,587.30 | $53.43
3 $91,902.88 $46.51 $103,803.87 | $52.53 $94,457.44 $47.80 | $106,358.43 | $53.83 $97,291.16 $49.24 | $109,192.15 | $55.26
4 $94,943.50 $48.05 $106,844.49 | $54.07 $97,529.28 $49.36 | $109,430.27 | $55.38 | $100,455.16 | $50.84 | $112,356.15 | $56.86
8 1 $94,909.46 $48.03 $106,810.45 | $54.05 $97,674.22 $49.43 | $109,575.21 | $55.45 | $100,604.45 | $50.91 | $112,505.44 | $56.94
2 $100,565.88 [ $50.89 | $112,466.87 | $56.92 | $103,440.33 | $52.35 | $115,341.32 | $58.37 | $106,543.54 | $53.92 | $118,444.53 | $59.94
3 $106,222.50 | $53.76 | $118,123.49 | $59.78 | $109,206.66 | $55.27 | $121,107.65 | $61.29 | $112,482.85 | $56.92 | $124,383.85 | $62.95
4 $111,879.36 | $56.62 | $123,780.36 | $62.64 | $114,973.22 | $58.18 | $126,874.21 | $64.21 | $118,422.42 | $59.93 | $130,323.41 | $65.95
9 1 $106,601.18 | $53.95 $118,502.17 | $59.97 | $109,716.69 | $55.52 | $121,617.68 | $61.55 | $113,008.19 | $57.19 | $124,909.18 [ $63.21
2 $109,322.80 | $55.33 $121,223.79 | $61.35 $112,459.96 | $56.91 $124,360.95 | $62.94 | $115,833.75 | $58.62 | $127,734.75 | $64.64
3 $112,045.05 | $56.70 | $123,946.04 | $62.73 $115,203.88 | $58.30 | $127,104.87 | $64.32 | $118,660.00 | $60.05 | $130,560.99 | $66.07
4 $114,767.09 | $58.08 | $126,668.08 | $64.10 | $117,947.58 | $59.69 | $129,848.57 | $65.71 | $121,486.01 | $61.48 | $133,387.00 | $67.50
Ea:\tufv’;;:i:ey $11,901 $6.02 $11,901 $6.02 $11,901 $6.02

Note: At the Commencement of this Agreement the Base Rates of Pay now incorporate the previous District Allowance and Component B Service payments of the East Kimberley Allowance, they have
been incorporated after the Year 1 - 3% increase has been applied. Employee’s Base Rates of Pay excludes East Kimberley Allowance when calculating penalty rates or loadings under this Agreement.
Casual Employees are not entitled to the East Kimberley Allowance. Annual Rates are Full time Equivalent. FFP - means first full pay period on or after.
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Appendix B — Classifications

Level 1

Level 1 covers entry level for operational Employees with minimal experience and qualifications.

1.1 Authority and accountability:

Completion of generic and basic tasks involving the utilisation of basic skills under established practices and
procedures. Individual or team work is closely monitored under direct supervision.

1.2 Judgment and problem solving:

Judgment is minimal and work activities include routine and clearly defined work which is coordinated by other
Employees. The tasks to be performed may involve the use of a basic range of tools, techniques and methods within
a limited range of work.

1.3 Specialist knowledge and skills:
Job specific knowledge and skill are obtained through on-the-job training and workplace based induction training.
1.4 Management skills:
Not required at this level.
1.5 Interpersonal skills:
Limited to basic communications with other staff and possibly with the public.
1.6 Qualifications and experience:

An Employee in this level will have commenced on-the-job training, which may include an induction course.

Level 2

Level 2 covers operational Employees undertaking duties and responsibilities in excess of Level 1 with relevant local
government industry or equivalent experience.

2.1 Authority and accountability:

Completion of basic tasks involving the utilisation of a range of basic skills under established practices and
procedures. Work is monitored under supervision either individually or in a team environment.

2.2 Judgment and problem solving:

Judgment is limited to the tasks to be performed and may involve the use of a limited range of tools, techniques
and methods within a specified range of work. An Employee may resolve minor problems that relate to immediate
work tasks.

2.3 Specialist knowledge and skills:

Obtained through on-the-job training and workplace induction training. May include off the-job training through
accredited short courses.

2.4 Management skills:

Not required at this level.
2.5 Interpersonal skills:

Limited to basic communications with other staff and possibly with the public.
2.6 Qualifications and experience:

Completion of Year 10 and/or an appropriate labour market program or similar work/skills.
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Level 3

Level 3 covers operational Employees undertaking duties and responsibilities in excess of Level 2 and entry level
administrative Employees.

3.1 Authority and accountability:

Responsible for completion of regularly occurring tasks with general guidance on a daily basis. May supervise work
or provide on-the-job training, based on their skills and/or experience, to Employees of the same or lower levels.

3.2 Judgment and problem solving:

Personal judgment is required to follow predetermined procedures where a choice between more than two
options is present. Work performed falls within general guidelines but with scope to exercise discretion in the
application of established practices and procedures.

3.3 Specialist knowledge and skills:

Application of developed skills acquired through on-the-job training or accredited external training over a number
of months. Positions may require demonstrated competence in administrative areas.

3.4 Management skills:
Not required at this level.
3.5 Interpersonal skills:

Employees at this level require communication skills to enable them to effectively communicate with clients, other
Employees and members of the public and in the resolution of minor matters.

3.6 Qualifications and experience:

Qualifications or relevant experience in accordance with the requirements of work in this level, which may be
acquired through a Certificate Il or a non-trades Certificate Ill, however described.

Level 4

Level 4 covers operational and administrative Employees undertaking duties and responsibilities in excess of Level 3
and is the entry level for technical and trades Employees.

4.1 Authority and accountability:

Work performed is within general guidelines. May supervise work or provide on-the-job training, based on their
skills and/or experience, to Employees of the same or lower levels. Responsible for leading Employees in
operational duties or the application of trades, administrative or technical skills.

4.2 Judgment and problem solving

The nature of the work is clearly defined with procedures well understood. Tasks performed may involve selection
from a range of existing techniques, systems, equipment, methods or processes. Guidance is available from more
senior staff.

4.3 Specialist knowledge and skills:

Requires demonstrated competence in a number of key skill areas related to major elements of the job. Proficiency
in the application of standardised procedures and practices. May also include the operation of tools, plant,
machinery and/or equipment, in accordance with the requirements of the position. Performance of trades and non-
trade tasks incidental to the work.

4.4 Management skills:

Provide Employees with on-the-job training, guidance and basic knowledge of workplace policies and procedures.
Employees may lead small groups of Employees at the ‘work face’.

4.5 Interpersonal skills:
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Employees at this level require effective communication skills to enable them to communicate with clients, other
Employees and members of the public and in the resolution of routine and usual matters.

4.6 Qualifications and experience:

Qualifications or relevant experience in accordance with the requirements of work in this level which may be
acquired through:

(a) atrade certificate or equivalent;
(b) completion of accredited/industry-based training courses equivalent to a Certificate IV (non-trade); and/or

(c) knowledge and skills gained through on-the-job training.
B.5 Level 5

Level 5 covers technical, administrative and trades Employees undertaking duties and responsibilities in excess of Level
4.

5.1 Authority and accountability:

The exercise of discretion within standard practices and processes and may involve the exercise of high precision
occupational skills using various specialised techniques, systems, equipment, methods or processes. Positions
provide local decisions, direction, leadership and on-the-job training to supervised Employees or groups of
Employees.

5.2 Judgment and problem solving:

Skills to solve problems which require assessment of a range of options having elements of complexity in reaching
decisions and making recommendations. For supervisors, the work processes often requires the quantification of
the amount of resources needed to meet those objectives. Assistance may be readily available from other staff in
the work area in solving problems.

5.3 Specialist knowledge and skills:

Specialist knowledge in a number of advanced skill areas relating to the more complex elements of post-trades or
specialist disciplines either through formal training programs or on-the-job training.

5.4 Management skills:

May require skills in coordinating a team of Employees, to motivate and monitor performance against work
outcomes. Positions may lead large groups of Employees at the ‘work face’.

5.5 Interpersonal skills:

Persuasive communication skills are required to participate in specialised discussions to resolve issues, including
explaining policy to the public and/or others and reconciling different points of view.

5.6 Qualifications and experience:

Positions require thorough working knowledge and experience of all work procedures for the application of
technical, trades or administrative skills, based upon suitable certificate or post-certificate level qualifications which

may include:
(a) post-trade certificate and/or other post-secondary qualification below diploma or degree; or
(b) extensive knowledge and skill gained through on-the-job training in accordance with the requirements

of the work in this level.
Level 6

Level 6 covers administrative, technical or trades Employees undertaking duties and responsibilities in excess of Level
5.

6.1 Authority and accountability:
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May be responsible for providing a specialised/technical service and for completing work with elements of
complexity. May make internal and external recommendations which represent the Shire to the public and/or other
organisations. Employees are accountable for the quality, effectiveness, cost and timeliness of the programs,
projects or work plans under their control and for safety and security of the assets being managed.

6.2 Judgment and problem solving:

Judgment and problem solving skills are required where there is a lack of definition requiring analysis of a number
of options. Typical judgments may require variation of work priorities and approaches; some creativity and
originality may be required. Guidance and counsel may be available within the time available to make a choice.

6.3 Specialist knowledge and skills:
Employees have advanced knowledge and skills in a number of areas where analysis of complex options is involved.
6.4 Management skills:

May provide higher level supervision of groups of operational, administrative, trades or technical Employees.
Employees supervised may be in a number of different work areas, requiring motivation, monitoring, managing and
co-ordination to achieve specific outputs. Positions may require an understanding and implementation of relevant
employment policies and practices.

6.5 Interpersonal skills:

Skills to communicate with Employees in lower levels and the public. Employees in this level are expected to write
detailed and non-standard reports and correspondences in their field of expertise.

6.6 Qualifications and experience:

Positions require working knowledge and experience of all work procedures for the application of technical, trades
or administrative skills in the most complex areas of the job and suitable qualifications, which may include:

(a) diploma or advanced diploma; or

(b) appropriate in-house training or equivalent.

Level 7

Level 7 covers specialist technical Employees undertaking duties in excess of Level 6 and is the entry level for graduate
professional Employees.

7.1 Authority and accountability:

Provides professional and/or specialist technical services to complete assignments or projects in consultation with
other Employees. May work with a team of Employees requiring the review and approval of more complex elements
of the work.

7.2 Judgment and problem solving:

Problems require assessment of a range of options having elements of complexity in reaching decisions and making
recommendations. Precedent is available from the Shire’s internal sources, and assistance is usually available from
other professional and/or specialist technical Employees in the work area.

7.3 Specialist knowledge and skills:

Positions require considerable knowledge and a level of skill in a specific area to resolve issues having elements of
complexity which may not be clearly defined.

7.4 Management skills:

Technical and administrative Employees at this level may manage minor projects involving Employees in lower
levels and other resources. Graduate professional Employees at this level are not expected to perform such
management functions.

7.5 Interpersonal skills:
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Persuasive skills are required to participate in technical discussions to resolve problems, explain policy and reconcile
viewpoints. Employees may write reports in the field of their expertise and/or prepare external correspondence.

7.6 Qualifications and experience:

Skills and knowledge needed are beyond those normally acquired through the completion of secondary education
alone and normally acquired through completion of a degree with little or no relevant work experience, or a
diploma with considerable work experience.

Level 8

Level 8 covers professionals/specialists positions that provide both advisory and project management responsibilities
in excess of Level 7. The positions in Level 8 generally have a major impact upon the day-to-day operations of a function,
department or work area of the Shire.

8.1 Authority and accountability:

Provides a specialist service in the completion of work and/or projects which have elements of complexity
(composed of many parts that may be more conceptual than definite).

8.2 Judgment and problem solving:

Positions require the interpretation of information and development of suitable procedures to achieve satisfactory
outcomes. The nature of the work is usually specialised with methods, procedures and processes developed from
theory or precedent. Decision making requires analysis of data to reach decisions and/or determine progress.

8.3 Specialist knowledge and skills:

Positions require the application of extensive knowledge and a high level of skill in a specific area to resolve issues
having elements of complexity.

8.4 Management skills:

Technical Employees at this level may manage more complex projects involving people and other resources.
Professional Employees at this level may manage minor projects involving Employees in lower levels and other
resources.

8.5 Interpersonal skills:

Interpersonal skills in leading and motivating Employees in different teams/locations may be required, as well as
persuasive skills to resolve problems or provide specialised advice.

8.6 Qualifications and experience:

Employees at this level supplement base level professional qualifications with additional skills training.
Considerable practical experience or skills training is required to effectively control key elements of the job.

Level 9

Level 9 involves duties and responsibilities in excess of Level 8 and typically involves key specialists in a specific field
and the undertaking of a management function. Level 9 also covers experienced professionals.

9.1 Authority and accountability:

Accountable for the effective management of major sections or projects within their area of expertise. Provides a
professional advisory role to people within or outside the Shire on major areas of policy or on key issues of
significance to the organisation. Such advice may commit the Shire and have significant impact upon external
parties dealing with the Shire. The position’s influence would have an important role in the overall performance of
the function.

9.2 Judgment and problem solving:

Employees have a high level of independence and determine and/or oversee the framework for problem solving or
set strategic plans. At this level, the position may represent management or the Shire in the resolution of problems.

9.3 Specialist knowledge and skills:
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Positions require knowledge and skills for the direction and control of a key function of the Shire or major functions
within a department. Positions require expert knowledge and skills involving elements of creativity and innovation
in addressing and resolving major issues.

9.4 Management skills:

Employees may direct professional or other staff in the planning, implementation and review of major programs,
as well as participating as a key member of a functional team. Positions at this level may also be required to manage
staff, resolve operational problems and participate in a discrete management team to resolve key problems.

9.5 Interpersonal skills:

Interpersonal skills in leading and motivating staff will be required at this level. Positions require the ability to
persuade, convince or negotiate with staff, clients, members of the public, tribunals and persons in other
organisations in the pursuit and achievement of specific and set objectives. Communication skills may be required
to enable provision of key advice both within and outside the Shire and to liaise with external bodies.

9.6 Qualifications and experience:

Employees will have a relevant degree or equivalent with extensive practical experience.
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Appendix C — Supported Wage Employees

C1

C.2

C3

C4

This Appendix C defines the conditions which will apply to Employees who because of the effects of a disability
are eligible for a supported wage under the terms of this Agreement.

In this Appendix:

approved assessor means a person accredited by the management unit established by the Commonwealth
under the supported wage system to perform assessments of an individual’s productive capacity within the
supported wage system.

assessment instrument means the tool provided for under the supported wage system that records the
assessment of the productive capacity of the person to be employed under the supported wage system.

disability support pension means the Commonwealth pension scheme to provide income security for persons
with a disability as provided under the Social Security Act 1991 (Cth), as amended from time to time, or any
successor to that scheme.

relevant minimum wage means the minimum wage prescribed in this award for the class of work for which an
employee is engaged.

supported wage system (SWS) means the Commonwealth Government system to promote employment for
people who cannot work at full award wages because of a disability, as documented in the Supported Wage
System Handbook. The Handbook is available from the following website: www.jobaccess.gov.au.

SWS wage assessment agreement means the document in the form required by the Department of Social
Services that records the employee’s productive capacity and agreed wage rate.

Eligibility criteria

Employees covered by this Appendix will be those who are unable to perform the range of duties to the
competence level required within the class of work for which the employee is engaged under this award,
because of the effects of a disability on their productive capacity and who meet the impairment criteria for
receipt of a disability support pension.

This Appendix does not apply to any existing Employee who has a claim against the Shire which is subject to
the provisions of workers compensation legislation or any provision of this Agreement relating to the
rehabilitation of employees who are injured in the course of their employment.

Supported wage rates

Employees to whom this schedule applies will be paid the applicable percentage of the relevant Minimum
Wage Rate according to the following schedule:

Assessed capacity (clause C.5) Relevant Minimum Wage Rate
% %
10 10
20 20
30 30
40 40
50 50
60 60
70 70
80 80
90 90

Provided that the minimum amount payable must be not less than $109 per week. Where an employee’s
assessed capacity is 10%, they must receive a high degree of assistance and support.
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C.5 Assessment of capacity

For the purpose of establishing the percentage of the relevant minimum wage, the productive capacity of the
employee will be assessed in accordance with the SWS by an approved assessor, having consulted the Shire
and employee and, if the employee so desires, a Union which the employee is eligible to join.

All assessments made under this schedule must be documented in an SWS wage assessment agreement, and
retained by the Shire.

C.6 Lodgement of SWS wage assessment agreement

All SWS wage assessment agreements under the conditions of this schedule, including the appropriate
percentage of the relevant minimum wage to be paid to the employee, must be lodged by the Shire with the
Registrar of the WAIRC.

All SWS wage assessment agreements must be agreed and signed by the Employee and the Shire - parties to
the assessment. Provided that a Union which is party to the award is able to lodge an objection to the Registrar
by certified mail within ten (10) working days

C.7 Review of assessment

The assessment of the applicable percentage should be subject to annual or more frequent review on the basis
of a reasonable request for such a review. The process of review must be in accordance with the procedures
for assessing capacity under the SWS.

C.8 Other terms and conditions of employment

Where an assessment has been made, the applicable percentage will apply to the relevant minimum wage
only. Employees covered by the provisions of this schedule will be entitled to the same terms and conditions
of employment as other workers covered by this Agreement on a pro rata basis.

Cc9 Workplace adjustment

If the Shire is wishing to employ a person under the provisions of this schedule must take reasonable steps to
make changes in the workplace to enhance the employee’s capacity to do the job. Changes may involve re-
design of job duties, working time arrangements and work organisation in consultation with other workers in
the area.
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Appendix D — Requesting Casual Conversion

D.1.

D.2.

D.3.

D.4.

D.5.

D.6.

D.7.

D.8.

D.9

D.10.

An Employee engaged as a Regular Casual Employee may request that their employment be converted to Full
time or Part time employment, in accordance with this clause.

A Regular Casual Employee is a Casual Employee who has in the preceding period of twelve (12) months
worked a pattern of hours on an ongoing basis which, without significant adjustment, the Employee could
continue to perform as a Full time Employee or parttime Employee under the provisions of this Agreement.

A Regular Casual Employee who has worked equivalent Full time hours over the preceding period of twelve
(12) months’ casual employment may request to have their employment converted to Full time employment.

A Regular Casual Employee who has worked less than equivalent Full time hours over the preceding period of
twelve (12) months’ casual employment may request to have their employment converted to Part time
employment consistent with the pattern of hours previously worked.

Any request under this clause must be in writing and provided to the Shire.

Where a Regular Casual Employee seeks to convert to Full time or Part time employment, the Shire may agree
to or refuse the request, but the request may only be refused on reasonable grounds and after there has been
consultation with the Employee.

Reasonable grounds for refusal include, but are not limited to, that:

D.7.1. it would require a significant adjustment to the casual Employee’s hours of work in order for the
Employee to be engaged as a Full time or Part time Employee in accordance with the provisions
of this Agreement —that is, the Casual Employee is not truly a Regular Casual Employee as defined
in clause D.2;

D.7.2. it is known or reasonably foreseeable that the Regular Casual Employee’s position will cease to
exist within the next twelve (12) months;

D.7.3. it is known or reasonably foreseeable that the hours of work which the Regular Casual Employee
is required to perform will be significantly reduced in the next twelve (12) months;

D.7.4. it is known or reasonably foreseeable that there will be a significant change in the days and/or
times at which the Employee’s hours of work are required to be performed in the next twelve
(12) months which cannot be accommodated within the days and/or hours during which the
Employee is available to work; or

D.7.5 acceptance of the request by the Shire would contravene a merit selection employment
requirement contained in the Local Government Act 1995, as amended from time to time; or

D.7.6 any other reason deemed appropriate by the Shire.

For any ground of refusal to be reasonable, it must be based on facts which are known or reasonably
foreseeable.

Where the Shire refuses a Regular Casual Employee’s request to convert, the Shire must provide the Casual
Employee with the Shire’s reasons for refusal in writing within 21 days of the request being made. If the
Employee does not accept the Shire’s refusal, this will constitute a dispute that will be dealt with under the
Dispute Resolution Procedure in clause 6.

Where it is agreed that a Casual Employee will have their employment converted to Full time or Part time
employment as provided for in this clause, the Shire and Employee must discuss and record in writing:

D.10.1 the form of employment to which the Employee will convert — that is, Full time or Part time
employment; and
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D.10.2 if it is agreed that the Employee will become a Part time Employee, the matters referred to in
clause 8.4.

D.11.  The conversion will take effect from the start of the next pay cycle following such agreement being reached
unless otherwise agreed.

D.12.  Once a Casual Employee has converted to Full time or Part time employment, the Employee may only
revert to Casual employment with the written agreement of the Shire.

D.13. A Casual Employee must not be engaged and re-engaged (which includes a refusal to re-engage), or have
their hours reduced or varied, in order to avoid any right or obligation under this clause.

D.14. Nothing in this clause obliges a Regular Casual Employee to convert to Full time or Part time employment,
nor permits the Shire to require a Regular Casual Employee to so convert.

D.15. Nothing in this clause requires the Shire to increase the hours of a Regular Casual Employee seeking
conversion to Full time or Part time employment.
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Signatories

SIGNED by the Shire of Wyndham East Kimberley:

Vernon Lawrence 20 Coolibah Drive Kununurra WA 6743

Name Address

Chief Executive Officer

Signature
On 31 /03 /2026
SIGNED by WASU:
t/“—-‘- 'H'(/\ﬁ‘o 102 East Parade East Perth WA 6004
Name Address

Aesistont Secretan O@

Position Signature

on '8 / Ji /2026

Shire Of Wyndham East Kimberley Industrial Agreement 2025 Page 43 of 43



Schedule 1: Regulation 57(2) Statement

The Local Government Racing and Cemeteries Employees Union (WA) (LGRCEU) is a party to the Shire of Wyndham East
Kimberley Enterprise Agreement 2021 and is not a party to the Shire of Wyndham East Kimberley Industrial Agreement
2025.
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