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PART A

1. ARRANGEMENT

PART A

Clause No. Subject Matter

14 Allowances, Additional Payments and Expenses
3 Anti-discrimination

29 Appointment and Promotion

41 Area, Incidence and Duration

1 Arrangement

38 Award Implementation Committee
24 Casual Employment

36 Competitive Tendering

28 Consultative Committees

37 Council Agreements

4 Definitions

32 Disciplinary Procedures

21 Flexibility for Work and Family Responsibilities
31 Grievance and Dispute Procedures
19 Holidays

17 Hours of Work

25 Job Share Employment

26 Junior and Trainee Employment

20 Leave Provisions

40 Leave Reserved

15 Motor Vehicle Leaseback

33 Occupational Health and Safety

18 Overtime

23 Part-time Employment

10 Payment for Relief Duties/Work

11 Payment of Employees

9 Performance Evaluation and Reward
22 Phased Retirement

6 Rates of Pay

16 Residence

12 Salary Sacrifice

7 Salary System

39 Savings and Transitional

5 Skill Descriptors

2 Statement of Intent

13 Superannuation Fund Contributions
30 Term Contracts

33 Termination of Employment

27 Training and Development

8 Use of Skills

35 Workplace Change and Redundancy
PART B

MONETARY RATES

Table 1 — Rates of Pay
Table 2 — Allowances

Schedule 1 — Minimum Standards of Caravan Accommodation to be provided to Employees
Required to Camp Out.
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2. STATEMENT OF INTENT

The parties to the Award are committed to co-operating positively to increase the structural
efficiency of Local Government and to provide employees with access to more fulfilling, varied
and better-paid work by providing measures to, for instance:

improve skill levels and establish skill-related career paths;

eliminate impediments to multi-skilling;

broaden the range of tasks which a worker may be required to perform;

achieve greater flexibility in workplace practices;

eliminate discrimination;

establish rates of pay and conditions that are fair and equitable;

work reasonable hours;

ensure flexibility for work and family responsibilities; and

ensure the delivery of quality services to the community and continuous improvement.

8 3 8 88 8 8 8 38
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3. ANTI-DISCRIMINATION

(i)

(ii)

(iii)

It is the intention of the parties bound by this Award to seek to achieve the object in
section 3(f) of the Industrial Relations Act 1996 to prevent and eliminate
discrimination in the workplace. This includes discrimination on the grounds of race,
sex, marital status, disability, homosexuality, transgender identity, age and
responsibilities as a carer.

It follows that in fulfilling their obligations under the dispute resolution procedure
prescribed by this Award the parties have obligations to take all reasonable steps to
ensure that the operation of the provisions of this Award are not directly or indirectly
discriminatory in their effects. It will be consistent with the fulfilment of these
obligations for the parties to make application to vary any provision of the Award
which, by its terms or operation, has a direct or indirect discriminatory effect.

Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee
because the employee has made or may make or has been involved in a complaint of
unlawful discrimination or harassment.

(iv) Nothing in this clause is to be taken to affect:
(a) any conduct or act which is specifically exempted from anti-discrimination
legislation;
(b) offering or providing junior rates of pay to persons under 21 years of age;
(c) any act or practice of a body established to propagate religion which is
exempted under section 56(d) of the Anti-Discrimination Act 1977,
(d) a party to this Award from pursuing matters of unlawful discrimination in any
State or federal jurisdiction.
(v) This clause does not create legal rights or obligations in addition to those imposed
upon the parties by the legislation referred to in this clause.
NOTES
(a) Employers and employees may also be subject to Commonwealth anti-
discrimination legislation.
(b) Section 56(d) of the Anti-Discrimination Act 1977 provides:
"Nothing in the Act affects ... any other act or practice of a body established to
propagate religion that conforms to the doctrines of that religion or is
necessary to avoid injury to the religious susceptibilities of the adherents of
that religion."
USU-LG
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4. DEFINITIONS

(i)

(v)
(vi)

(vii)

(a) Council means a Municipal, City, Shire, County Council or Council within
NSW as defined in the Local Government Act 1993. This definition shall be
read subject to the allocation of responsibilities as specified in the Local
Government Act 1993. Council shall also mean City of Penrith Regional
Indoor Aquatic and Recreation Centre Limited (Ripples).

(b) General Manager shall mean a person appointed in accordance with section
334 of the Local Government Act, 1993 to discharge the duties and
responsibilities of the office of general manager as set out in section 335 of
the Local Government Act, 1993 and such other duties that council may
delegate to the general manager. When carrying out these duties, the general
manager is acting on behalf of council.

Association means the Local Government Association of New South Wales and/or
the Shires Association of New South Wales.

Union means the New South Wales Local Government, Clerical Administrative,
Energy, Airlines & Utilites Union (USU); the Local Government Engineers’
Association of New South Wales (LGEA); the Development and Environmental
Professionals’ Association (depa); and the Nurses’ Association of New South Wales.

Ordinary Pay means remuneration for the employee's normal weekly number of hours
of work calculated at the ordinary time rate of pay. Ordinary pay shall include, but not
be limited to the following penalties and allowances where they are regularly
received:

Saturday, Sunday and shift penalties

disability allowances

climatic, west of the line allowances

tool allowances

on call allowance

first aid allowance

community language and signing work allowances.

8 8 83 8 8 8 8

provided that subject to the exclusions below and at clauses 10(ii) and 20C(v), an
employee’s ordinary pay during periods of paid leave under this Award shall not be
more or less than what the employee would have received had the employee not
been on paid leave.

The following allowances shall be excluded from the composition of ordinary pay:

overtime payments
camping allowance
travelling allowances
sewer chokes allowance
car allowances

meal allowances.

8 8 8 8 38

8

Days - unless otherwise specified, any reference to 'days' shall mean calendar days.

Competency based training refers to training concerned with the attainment and
demonstration of specified skills, knowledge and their application to meet industry
standards.

Superannuation contributions means all contributions to a complying superannuation
fund, and includes (without limitation) any superannuation contributions required to be

USU-LG
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made under the Superannuation Guarantee (Administration) Act 1992 (Cth), and any
additional superannuation contributions made by way of salary sacrifice.

(vii)  Complying superannuation fund has the same meaning as in the Superannuation
Industry (Supervision) Act 1993 (Cth).

(ix) Seven day a week rotating roster system means a work roster system in which the
employee is regularly required to work:

(a) ordinary hours on each of the seven calendar days of the week; and

(b)  ordinary hours on at least one Saturday and one Sunday in every four, or
in the case of a seasonal worker an average of at least twelve Saturdays
and twelve Sundays during a twelve month period; and

(c) on Public Holidays; and

(d) at different agreed commencement times during the roster period (i.e.
different shifts)

provided that where, prior to the commencement of this Award, an employee
regularly worked according to a roster system that the council regarded as a seven
day a week rotating roster system, and the employee continues to work according to
the same roster system, the roster system shall be deemed to be a seven day a week
rotating roster system for that employee.
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5. SKILL DESCRIPTORS

The Award structure consists of skill based bands and levels that are defined according to the
following skill descriptors:

(i)

(ii)

(iif)

Operational Band 1, Level 1

Authority and accountability: Completion of basic tasks with work closely monitored
by the team leader or supervisor.

Judgement and problem solving: Judgement is limited and coordinated by other
workers.

Specialist knowledge and skills: Specialist knowledge and skills are obtained
through on-the-job training and council-based induction training. Off-the-job training
may lead to trade, technical or professional qualifications.

Management skills: Not required.

Interpersonal skills: Limited to communications with other staff and possibly, with
the public.

Qualifications and experience: Completion of School Certificate or the Higher
School Certificate may be sought. Completion of an appropriate labour market
program or similar short-term work/skills experience is desirable.

Operational Band 1, Level 2

Authority and accountability: Responsible for completion of basic tasks with
individual guidance or in a team.

Judgement and problem solving: Applies standard procedures with normally few if
any options in the application of skills.

Specialist knowledge and skills: Job specific skills and knowledge would normally
be gained through on-the-job training and experience. Short courses may be
completed at TAFE.

Management skills: Not required.

Interpersonal skills: Frequent communication with other staff and/or the public
common but normally at a routine level.

Qualifications and experience: Incumbents may have attended short courses in
specific work areas or be undertaking a technical college certificate as completion of
structured training program in work-related area.

Operational Band 1, Level 3

Authority and accountability: Responsible for completion of regularly occurring
tasks with general guidance on a daily basis.

Judgement and problem solving: Judgement is required to follow predetermined
procedures where a choice between more than two options are present.

Specialist knowledge and skills: Application of skills, including machine-operation
skills, following training "on the job" or accredited external training over a number of
months.

USU-LG
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(iv)

(v)

Management skills: Some guidance/supervision may be required. May assist a co-
ordinator/trainer with on-the-job training.

Interpersonal skills: Skills required for exchange of information on straightforward
matters.

Qualifications and experience: Suitable experience or qualifications in a number of
defined skill areas.

Operational Band 1, Level 4
Authority and accountability: Responsible for supervising staff in operational duties
or for work requiring independence in the application of skills, subject to routine

supervision. Responsible for quality of work function.

Judgement and problem solving: Option on how to approach tasks requires
interpretation of problems and may involve precise judgement in operational areas.

Specialist knowledge and skills: The number of work areas in which the position
operates makes the work complicated and a variety of skills are required in its
completion. Position may require competence in operation of complex machinery.

Management skills: Supervisory skills in the communication of instructions, training
and the checking of work may be required.

Interpersonal skills: Skills are required to convince and explain specific points of
view or information to others and to reconcile differences between parties.

Qualifications and Experience: Experience to adapt procedures to suit situations
and a thorough knowledge of the most complex operational work procedures to
achieve work objectives.

Administrative/Technical/Trades Band 2, Level 1

Authority and accountability: Responsible for the completion of work requiring the
application of trades, administrative or technical skills.

Judgement and problem solving: Skills in assessing situations and in determining
processes, tools and solutions to problems. Guidance is available.

Specialist knowledge and skills: Positions will have demonstrated competence in a
number of key skill areas related to major elements of the job.

Management skills: Positions may require skills in the supervision or co-ordination of
small groups.

Interpersonal skills: Communication skills to explain situations or advise others.

Qualifications and experience: Appropriate work-related trade, technical or
administrative qualifications or specialist skills training.

Administrative/Technical/Trades Band 2, Level 2
Authority and accountability: Responsibility as a trainer/co-ordinator for the
operation of a small section which uses staff and other resources, or the position

completes tasks requiring specialised technical/administrative skills.

Judgement and problem solving: Skills to solve problems which require
assessment of options with freedom within procedural limits in changing the way work
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(vii)

(viii)

is done or in the delegation of work. Assistance may be readily available from others
in solving problems.

Specialist knowledge and skills: Positions will have specialised knowledge in a
number of advanced skill areas relating to the more complex elements of the job.

Management skills: May require skills in supervising a team of staff, to motivate and
monitor performance against work outcomes.

Interpersonal skills: In addition to interpersonal skills in managing others, the
position may involve explaining issues/policy to the public or others and reconcile
different points of view.

Qualifications and experience: 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.

Administrative/Technical/Trades Band 2, Level 3

Authority and accountability: May be responsible to provide a specialised/technical
service and to complete work which has some elements of complexity. Make
recommendations within council and represent council to the public or other
organisations.

Judgement and problem solving: Problem solving and judgements are made
where there is a lack of definition requiring analysis of a number of options. Typical
judgements may require variation of work priorities and approaches.

Specialist knowledge and skills: Positions have advanced knowledge and skills in
a number of areas where analysis of complex options is involved.

Management skills: May supervise groups of operational and/or other
administrative/trades/technical employees. Employees supervised may be in a
number of different work areas, requiring motivation, monitoring and co-ordination to
achieve specific outputs.

Interpersonal skills: Skills to communicate with subordinate staff and the public
and/or negotiation/persuasive skills to resolve disputes with staff or the public.

Qualifications and experience: An advanced certificate, associate diploma,
appropriate in-house training or equivalent combined with extensive experience in the
application of skills in the most complex areas of the job.

Professional/Specialist Band 3, Level 1

Authority and accountability: Provides specialised/technical services to complete
assignments or projects in consultation with other professional staff. May work with a
team of technical or administrative employees requiring the review and approval of
more complex elements of the work performed by others.

Judgement 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 sources within the council, and
assistance is usually available from other professional/specialist staff in the work
area.

Specialist knowledge and skills: Positions require considerable knowledge in a
specific area with a sufficient level of skills and knowledge to resolve issues having
elements of complexity that may not be clearly defined.
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(ix)

(x)

Management skills: Positions at this entry level to the Professional/Specialist Band
are not required to possess management skills.

Interpersonal skills: Persuasive skills are required to participate in technical
discussions to resolve problems, explain policy and reconcile viewpoints.

Qualifications and experience: Professional/specialist positions require professional
qualifications to apply theoretical knowledge to practical situations.

Professional/Specialist Band 3, Level 2

Authority and accountability: Provides a specialised/technical 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).

Judgement and problem solving: Positions require the interpretation of information
and development of suitable procedures to achieve agreed outcomes. Problem
solving and decision making require analysis of data to reach decisions and/or
determine progress.

Specialist knowledge and skills: Experience in the application of technical concepts
and practices requiring additional training are required at this level.

Management skills: May manage a number of projects involving people and other
resources requiring project control and monitoring as well as motivation and co-
ordination skills.

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

Qualifications and experience: Positions at this level would have supplemented
base level professional qualifications with additional skills training. Considerable
practical experience or skills training would be required to effectively control key
elements of the job.

Professional/Specialist Band 3, Level 3

Authority and accountability: Provides a professional advisory role to people within
or outside council. Such advice may commit the council and have significant impact
upon external parties dealing with council. The position may manage several major
projects or sections within a department of the council.

Judgement and problem solving: Positions have a high level of independence in
solving problems and using judgement. Problems can be multi-faceted requiring
detailed analysis of available options to solve operational, technical or service
problems.

Specialist knowledge and skills: The skills and knowledge to resolve problems
where a number of complex alternatives need to be addressed.

Management skills: May be required to manage staff, resolve operational problems
and participate in a management team to resolve key problems.

Interpersonal skills: Interpersonal skills in leading and motivating staff may be
required. Persuasive skills are used in seeking agreement and discussing issues to
resolve problems with people at all levels. Communication skills are required to
enable provision of key advice both within and outside council and to liaise with
external bodies.
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(xii)

Qualifications and experience: Tertiary qualifications combined with a high level of
practical experience and an in-depth knowledge of work.

Professional/Specialist Band 3, Level 4

Authority and accountability: Accountable for the effective management of major
sections or projects within their area of expertise. As a specialist, advice would be
provided to executive level and to council on major areas of policy or on key issues of
significance to the organisation. The position's influence would have an important role
in the overall performance of the function.

Judgement and problem solving: Positions would determine the framework for
problem solving or set strategic plans with minimal review by senior management. At
this level, the position may represent senior management or council in the resolution
of problems. The oversight of problem solving and assessment of the quality of
judgements made by less qualified staff will apply at this level.

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

Management skills: Positions 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.

Interpersonal skills: Interpersonal skills in leading and motivating staff will be
required at this level. Positions require the ability to negotiate on important matters
with a high degree of independence. Positions are required to liaise with the public
and external groups and organisations.

Qualifications and experience: Specialist tertiary qualifications in an appropriate
field of study combined with extensive practical experience in all relevant areas in
order to plan, develop and control major elements of work.

Executive Band 4

Authority and accountability: Accountable for the direction and control of council or
a department or the like. Influence and commit council or a department or the like to
long-term strategic directions. Lead policy development and implementation.

Judgement and problem solving: Positions solve problems through analytic
reasoning and integration of wide-ranging and complex information, and have a high
level of independence in determining direction and approach to issues.

Specialist knowledge and skills: The position requires the application of a range of
specialist knowledge and skills, including relevant legislation and policies and other
areas of precedent. Ability to provide authoritative advice to council.

Management skills: Application of corporate management skills in a diverse
organisation to establish goals and objectives. Manage and control staff, budgets and
work programs or major projects of council or a department or the like utilising
leadership, evaluation and monitoring skills to facilitate achievement of objectives.
Ability to generate innovative approaches to more effectively deploy resources, meet
changing circumstances and improve service to the council's clients.

Interpersonal skills: Positions use persuasive skills with external parties on major
items of critical importance to council. They motivate managers and staff at all levels
by leading and influencing others to achieve complex objectives. They influence the
development of the council.
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Qualifications and experience: Positions will have a relevant degree or equivalent
and management experience, combined with accredited management qualifications.

6. RATES OF PAY

(i)

The rates of pay are established for positions with the skills descriptors as defined in
Clause 5, Skill Descriptors of this Award.

The rates of pay are set out in Table 1 of Part B of this Award are entry level rates of
pay only, except for Operational Band 1, Level 1, which are actual rates of pay.

Council shall introduce a salary system to complement the skills-based structure and
rates of pay of the Award.

An employee’s current weekly rate of pay for the purposes of the Workers
Compensation Act 1987 (NSW) shall be the rate paid to the employee under the
salary system.

7. SALARY SYSTEM

(i)

(ii)

(v)

(viii)

A salary system determines how employees are paid. An employee shall be paid the
salary system rate of pay that recognises the skills the employee is required to apply
on the job.

The salary system shall have a structure that complements the entry level rates of
pay and skill descriptors in the Award by identifying grades. Each grade shall contain
a number of salary points/steps for progression that are over and above the entry
level rates of pay.

Positions shall be assigned a salary grade(s) within the structure. A position may
extend across more than one grade in council's salary system or level as prescribed
by Clause 5 Skills Descriptors of this Award.

Progression through the salary system shall be based upon the acquisition and use of
skills. Where skills based progression is not reasonably available within the salary
range for the position, employees shall have access to progression based on the
achievement of performance objectives relating to the position. Such performance
objectives shall be set in consultation with the employee(s).

Subject to subclause (iv), skills for progression relevant to the position shall be
assigned to each salary point/step within the grade, or set at the annual assessment
provided that such criteria shall provide an opportunity to progress through the salary
system.

Except where otherwise provided, employees shall be assessed for progression
through the salary range for their position at least annually or when they are required
to use skills that would entitle them to progress in the salary system.

Council shall not be required to conduct annual assessments for those employees
who have progressed through the salary system to the maximum point/step for their
position, provided that if an employee on or above the maximum point/step for their
position requests an annual assessment in writing, council will provide one.

At the time of assessment, council shall advise the employee of the skills and/or the
performance objectives required for the employee to progress to the next salary
point/step and shall review the employee's training needs.
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(ix)

(x)

(xi)

The salary system shall include a process by which employees can appeal against
their assessment.

Employees shall have access to information regarding the grade, salary range and
progression steps of the position.

Where a council changes its salary system structure employees shall not suffer a
reduction in pay or salary range.

8. USE OF SKILLS

(i)

(ii)

The parties are committed to improving skill levels and removing impediments to multi
skilling and broadening the range of tasks that the employee is required to perform.

The council may direct the employee to carry out such duties that are within the limits
of the employee's skill, competence and training.

An employee shall be paid the salary system rate of pay that recognises the skills the
employee is required to apply on the job.

(a) The skills paid for shall not be limited to those prescribed by the job
description and may, where appropriate, include skills possessed by the
individual which are required by council to be used as an adjunct to the
employee's normal duties.

(b) Subject to subclause (xii) of Clause 14, Allowances, Additional Payments and
Expenses, employees who are required by council to use such additional
skill(s) in the performance of their duties shall have the use of these skill(s)
considered in the evaluation of the position.

9. PERFORMANCE EVALUATION AND REWARD

A. ENTERPRISE

(i)

(ii)

(iif)

(iv)

It is the intention of the parties to create a flexible award in which councils can
increase the overall efficiency and effectiveness of local government services.

Council should consider the development of enterprise key performance indicators
which are specific to local needs.

Where a council develops enterprise key performance indicators regard shall be had
to the following:

(a) measurement of the manner and process by which services are provided;

(b) measurement of both qualitative and quantitative aspects of service provision
e.g. community satisfaction, timeliness, service quality, output and cost data;

(c) those indicators identified in the publication 'Comparative Information on New
South Wales Local Government Councils' issued by the New South Wales
Department of Local Government.

Council shall discuss enterprise key performance indicators relating to human
resources activities and/or job redesign with the consultative committee.
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(v)

Employee(s) or the council may seek assistance from the appropriate union or
Association in developing and implementing enterprise key performance indicators.

B. INDIVIDUAL/TEAM

(i)

(ii)

(iii)

Enterprise key performance indicators may be used to develop performance targets
for teams or individual employees.

All employees need to know and have confirmed the role, accountabilities and
performance standards that are expected of them. Role clarity, acceptance of goals
and regular feedback are essential to effective performance. A key aim should be to
provide a means of recognising and rewarding high performance and to provide an
early assessment and response to substandard performance. A review system also
provides a basis for identifying development needs for individuals, and can be used
as an important input to promotion decisions.

This Award recognises that all employees shall have on-going feedback about
performance. The performance development process can be simplified to three
stages:

(1) joint development on objectives and performance standards;

(2) progress reviews; and

(3) a formal performance review which is followed by decisions and
outcomes.

C. BONUS AND ADDITIONAL PERFORMANCE PAYMENTS

(i)

(ii)

Councils may make available access to bonus payments or other opportunities for
additional reward for those employees who have progressed through the salary
system to the maximum point/step for their position.

Where a salary system provides for the payment of a performance component
separate from a skills component, variations to payments under the performance
component shall not affect payments under the skills component.
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10. PAYMENT FOR RELIEF DUTIES/WORK

(i)

(iii)

An employee required to relieve in a position which is at a higher level within the
salary system shall be paid for that relief. The rate to be paid shall be determined by
considering the skills/experience applied by the employee relieving in the position but
shall be at least the minimum rate for that position in accordance with the salary
system except where the higher level skills have been taken into account within the
salary of the relieving employee.

Payment for use of skills relieving in a higher paid position shall be made for the time
actually spent relieving in the higher position and is not payable when the relieving
employee is absent on paid leave or an award holiday. An employee on annual leave
may be entitled to a higher rate of pay in accordance with the provisions of Clause 20
Part C(v) of this award.

An award employee who is required to relieve in a senior staff position, so designated
under the Local Government Act 1993, shall be paid an appropriate rate of pay
commensurate with the duties and responsibilities of the relief work undertaken.

11. PAYMENT OF EMPLOYEES

(i)

Employees shall be paid either weekly or fortnightly or any other period by agreement
on a fixed regular pay day.

Council shall fix a regular payday, between Monday and Friday inclusive. Council
may alter the payday if there is prior agreement with the employees affected and the
employees shall not unreasonably withhold their agreement.

Payment shall be by cash, cheque or direct credit to the employee's nominated
account.

The council shall be entitled to deduct from the employee's pay such amounts as the
employee authorises in writing.

An employee’s ordinary pay shall not be reduced when the employee is prevented
from attending work due to bushfire or other climatic circumstances beyond their
control, provided that this subclause shall not apply if:

o alternative duties are available that the employee can usefully perform, or

o the bushfire or other climatic circumstance occurred outside of the State of
New South Wales.

12. SALARY SACRIFICE

(i)

(ii)

(iii)

Council and an employee may agree to enter into a salary sacrifice arrangement,
which allows an employee to receive a part of their pre tax salary as a benefit rather
than salary. Such agreement shall not unreasonably be withheld.

Benefits that may be salary sacrificed include, but shall not be limited to, child care
facilities operated by council on its premises; and additional superannuation and
motor vehicles supplied by council under lease back arrangements where the amount
to be salary sacrificed for leaseback of a council motor vehicle is that part of the lease
back fee that exceeds council’s fringe benefit tax liability.

The value of the benefits shall be agreed between the council and employee and
shall include fringe benefits tax where applicable.
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(iv)

(vii)

(viii)

(x)
(xi)

(xii)

(a) The salary sacrifice arrangement, including the benefits to be salary
sacrificed and their value including fringe benefit(s) tax, shall be in writing and
signed by both council and the employee.

(b) The employee may request in writing to change the benefits to be salary
sacrificed once each year and the council shall not unreasonably refuse the
request.

The employee’s gross pay is their pre tax ordinary pay less the values of the salary
sacrifice benefit including fringe benefit(s) tax.

The value of a salary sacrifice benefit and applicable fringe benefit tax, shall be
treated as an approved benefit for superannuation purposes and shall not reduce the
employee’s salary for employer contributions.

The value of salary sacrifice benefits and applicable fringe benefits tax shall be
ordinary pay for calculating overtime and termination payments.

The employee is responsible for seeking appropriate financial advice when entering
into any arrangement under this clause.

(a) The council will ensure that the salary sacrifice arrangement complies with
taxation and other relevant laws.

(b) The council has the right to vary and/or withdraw from offering salary sacrifice
to employees with appropriate notice if there is any alteration to relevant
legislation that is detrimental to salary sacrifice arrangements.

A salary sacrifice arrangement shall cease on the day of termination of employment.

A salary sacrifice arrangement shall be suspended during periods of leave without
pay.

Council may maintain and/or enter into other salary sacrifice arrangements with
employees.

13. SUPERANNUATION FUND CONTRIBUTIONS

Subject to the provisions of the Industrial Relations Act 1996, a council shall make
superannuation contributions to the Local Government Superannuation Scheme and not to
any other superannuation fund.
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14. ALLOWANCES, ADDITIONAL PAYMENTS AND EXPENSES

(i) Disability Allowances

(a) A disability allowance in addition to the weekly rate of pay shall be payable to
designated employees to compensate for the special disabilities associated
with the nature of duties performed by outdoor staff.

This allowance shall be paid at the rate set out in Table 2 of Part B of this
Award and shall be paid for all purposes of the Award but shall not attract any
penalty. The following employees shall be entitled to be paid the allowance:

All employees in Levels 2, 3 and 4 of the Operational Band 1 and employees
engaged in the gardening, building, metal and mechanical trades of the
Administrative/Technical/Trades Band 2.

Excepting staff engaged in the following functions:

Administration

Civic Centre, Recreation and Theatre
Community Services

Finance

Garbage, Sanitary and Sullage
Managing Saleyards

Noxious Plant Inspection
Ordinance Control

Public Relations

Supervising in Band 2
Technical Services

Works Supervisor

(b) All employees classified in the Operational Band 1, of this Award (except for
supervisors), who are employed in garbage, sanitary and sullage collection
work or engaged at garbage tips, in street sweeping and in cleaning offensive
materials from gutters or storm water drains, shall in addition to their weekly
rate of pay, be paid a disability allowance at the rate set out in Table 2 of Part
B of this Award. This allowance shall be paid for all purposes of the Award
but shall not attract any penalty.

The disability allowance is to compensate for the special disabilities
associated with the hours worked and the offensive, filthy and obnoxious
nature of duties performed by employees engaged in this work.

(i) Sewer Chokes

Employees clearing sewer chokages shall be paid at the rate set out in Table 2 of
Part B of this Award whilst so engaged.

The sewer choke allowance is to compensate for the highly obnoxious working
conditions associated with the clearing of blockages from sewer mains (of any
diameter) carrying raw or partially treated sewerage to sewerage treatment plants,
often in circumstances where direct contact with the raw sewerage is unavoidable.

For the purposes of this subclause, a sewer choke shall mean a partial or total
blockage that may result in a spill to the external environment from the sewer system.

The sewer choke allowance shall not be paid in addition to the sewerage treatment
works allowance at subclause 14(iv) of this Award.
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(iii)

(iv)

(v)

Septic Tanks

Employees shall be paid treble rates in addition to their normal rates for all time
occupied on work in connection with the cleaning of septic tanks, and/or septic
closets and/or chemical closets by other than mechanical means. Payments made in
accordance with this subclause shall be in substitution of overtime rates and any
other penalty.

Sewerage Treatment Works

Employees required during their ordinary hours of work to enter and clean or enter
and maintain digestion tanks at sewerage treatment works, aeration ponds or wet
wells at sewer pump stations, where direct contact with raw sewerage is unavoidable,
shall be paid at the rate of double ordinary rates for all time worked. Payments made
in accordance with this subclause shall be in substitution of overtime rates and any
other penalty.

Employee Providing Tools

(a) Where the employee and the council agree that the employee shall supply
their own tools, a tool allowance shall be paid as follows: -

PER WEEK $
Bricklayer Table 2 of Part B
Carpenter and Plumber Table 2 of Part B
Metals and Mechanical Trades Table 2 of Part B
Painter and Signwriter Table 2 of Part B
Plasterer Table 2 of Part B
(b) Complete Tool Kits - allowances paid to employees in accordance with this

clause shall be deemed to apply in respect of a full range of tools ordinarily
used in carrying out the trade, occupation, duties and functions.

(c) Special Purpose Tools - allowances prescribed by this clause shall not cover
tools required for special uses or purposes outside of the ordinary trade
functions of the employee's classification.

(d) Compensation of Tools - The council shall reimburse the employee to a
maximum per annum as set out in Table 2 of Part B for loss of tools by
breaking and entering whilst securely stored at the council's premises or on
the job site or if the tools are lost or stolen while being transported by the
employee at the council's direction, or if the tools are stolen during an
employee's absence after leaving the job because of injury or iliness.
Provided that an employee transporting their own tools shall take all
reasonable care to protect those tools and prevent theft or loss.

(e) Provided for the purposes of this clause: -

(1) Only tools used by the employee in the course of their employment
shall be covered by this clause;

(2) The employee shall, if requested to do so, furnish the council with a
list of tools so used;
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(vi)

(vii)

(viii)

(ix)

(3) Reimbursement shall be at the current replacement value of new
tools of the same or comparable quality;

(4) The employee shall report any theft to the police prior to making a
claim on the council for replacement of stolen tools.

Telephone

Where an employee and council agree that a telephone installed at the employee's
residence can be used as a means of communication to such employee the council
shall reimburse the employee the annual rental of such telephone and for the actual
charge made for all outward calls made on council's behalf.

Expenses

All reasonable expenses, including out-of-pocket, accommodation and travelling
expenses, incurred in connection with the employee's duties shall be paid by the
council and, where practicable shall be included in the next pay period. The method
and mode of travelling or the vehicle to be supplied or to be used shall be arranged
mutually between the council and the employee. Travelling arrangements shall be
agreed between council and the employee.

Certificates and Licences

(@) Where an employee in Operational Band 1 or Administrative/Technical Trades
Band 2 of the Award is required by council to hold a WorkCover NSW approved
certificate or licence the council shall reimburse the employee for the cost of
such certificate or licence.

(b)  Where an employee in Operational Band 1 or Administrative/Technical Trades
Band 2 of the Award is required by council to hold a drivers licence other than a
Class C (car) or Class R (rider) licence, the council shall reimburse the
employee the difference between the cost of the licence and the cost of a Class
C (car) drivers licence.

Vehicle Allowances

(a) Where, by agreement, an employer requires an employee to use their own
vehicle in or in connection with the performance of their duties for official
business, such employee will be paid an allowance for each kilometre of
authorised travel as follows: -

(i) motor vehicle under 2.5 litres (normal engine capacity) — refer to Table
2 of Part B; and

(ii) 2.5 litres (normal engine capacity) and over — refer to Table 2 of Part

(b) An employer may require an employee to record full details of all such official
travel requirements in a log book.

(c) Minimum quarterly payment — Where the vehicle is used for official
business and is available continuously when the employee is on duty the
employee shall be paid the allowance but with a minimum payment as set out
in Table 2 of Part B. Periods of sick leave in excess of 3 weeks, annual leave
in excess of 4 weeks, long service leave, paid and unpaid maternity leave
shall not be counted when calculating the minimum quarterly payment.

(d) Where the car is used for official business on an intermittent, irregular or
casual basis, the employee shall be paid the allowance for the number of
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(e)

kilometres travelled on official business as set out in paragraph (a) and shall
not be entitled to the minimum payment as set out in paragraph (c).

Any agreement to pay the allowance under this clause may only be
terminated by 12 months notice by either party or by the employee's
termination of employment.

(x) Travelling Allowance

(@)

(c)

This subclause shall apply to employees who are required to start and/or
finish at a location away from the council depot, workshop or other agreed
starting point.

For the purposes of this subclause "normal starting point" shall mean:
(1) the council workshop or depot;
(2) a council office or building to which the employee is usually assigned;

(3) any other agreed starting and/or finishing point.

Where more than one starting point is fixed each employee shall be attached
to one starting point only. An employee may be transferred to a different
normal starting point at any time by agreement or by the giving of reasonable
notice provided that the relocation is reasonable in the circumstances and
does not unreasonably disadvantage the employee. In the event of a dispute
Clause 31, Grievance and Dispute Procedures, shall apply.

An employee who is required to commence and/or finish work at a location
away from the employee's normal starting point at the normal starting and/or
finishing times or is required to start or finish overtime work at a location away
from the normal starting point shall be paid a travelling allowance as under:

Where the employee works at a distance from the employee's residence
greater than:

3km but not more than 10km Table 2 of Part B
More than 10km but not more than 20km Table 2 of Part B
More than 20km but not more than 33km Table 2 of Part B
More than 33km but not more than 50km Table 2 of Part B
::1“:;(((:256: ;aé)(l)irisf Part B) for each additional 10km Table 2 of Part B

(e)

USU-LG
Issue 10.2

For the purpose of this subclause a residence shall not be reckoned as such
unless it is situated within the council area. Where the employee resides
outside the council area the travelling allowance is payable from the council
boundary of the council by which they are employed.

For the purpose of this subclause distance shall mean the nearest trafficable
route to work.

Where transport is provided by council the conveyance shall have suitable
seating accommodation and a cover to protect the employees from the
weather. Explosives shall not be carried on vehicles which are used for the
conveyance of employees.
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Where council requires an employee to use their own vehicle to transport
other employee(s) or materials to the worksite to commence and/or finish
work at a location away from the employee's normal starting point at the
normal starting and/or finishing times or is required to start or finish overtime
work at a location away from the normal starting point, a car allowance for the
use and depreciation of the vehicle shall be paid as follows:

Kilometres travelled transporting
other employee(s) or materials
Cents per kilometre

Under 2.5 litres (nominal engine capacity) Table 2 of Part B

over

2.5 litres (nominal engine capacity) and

Table 2 of Part B

(i)

@)

Such car allowance shall be paid in addition to travelling allowances provided
by this subclause.

For the purposes of this subclause, materials shall not include incidental
items (including but not limited to keys, mobile phones, lap-top computers
and personal protective clothing).

Where an employer provides transport but the employee elects to make their
own travel arrangements, the vehicle allowances in this subclause shall not

apply.

This subclause shall not apply where an employee commences and/or
finishes work at a worksite which lies between the employee's place of
residence and the employee's normal starting point, provided that reasonable
transport is available and the employee travels no further than ordinarily
travelled to the normal starting point.

This subclause does not apply to employees who travel where management
and employees agree on a flat rate per week to be paid for travelling. In the
event of a dispute, the Grievance and Disputes Procedure in Clause 31 of
this Award shall be applied.

This subclause does not apply to travelling involved in after hours on-call
work or to employees recalled to work overtime.

Unless otherwise agreed, an employee shall not be entitled to travel related
allowances except those provided for in this subclause. Nothing in this
subclause shall be construed so as to require the reduction or alteration of
more advantageous benefits or conditions under any existing travel
arrangements.

(xi) Camping Allowance

(@)
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Employees who are required by council to camp out or where no reasonable
transport facilities are available to allow them to proceed to and from their
homes each day shall be paid a camping allowance at a rate set out in Table
2 of Part B for each night the employee camps out.

A council shall pay the camping allowance in advance if requested, where
council requires the employee to camp out for all of the rostered working days
in a week. The council shall be reimbursed the camping allowance that has
been paid in advance excepting where the camp has been shortened 