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PART 1 – PRELIMINARY  
  
1.1  Title  
  
This Agreement shall be known as Richmond Shire Council – Certified Agreement - 2022 
  
1.2  Purpose of the agreement  
  
This Agreement facilitates a workplace that is responsive to a changing environment.  Management 
and employees can then anticipate and react to pressures from the community, business and 
government sectors.  Accordingly, it assists Council and its employees to maximise efficiency and 
effectiveness.  This process will include the following elements:  
  

a) Provide greater flexibility in workplace practices and facilitate improved efficiency, 
productivity and quality of employment and provide rewards and recognition 
commensurate with these improvements.  

  
b) Commit to achieving continued productivity improvements and established performance 

indicators to ensure provision of a quality service to the community and the Council’s 
customers.  

  
c) Promote a harmonious and productive work environment through ongoing cooperation and 

consultation.  
  
d) Commit to maintaining a healthy and safe work environment.  
  
e) Focus on competitiveness to ensure the Council maintains a viable, effective and secure 

workforce.  
  
f) Promote job satisfaction by enabling employees to gain and utilise a broad range of skills 

and access relevant training programs in order that employees can achieve these 
objectives.  

  
g) The parties will be committed to and cooperate with the terms of this Agreement to ensure 

its ongoing success.  
  
1.3  Parties bound  
  
The parties to this agreement are Richmond Shire Council and its employees subject to this 
agreement and the following unions:  
  

a) The Australian Workers’ Union of employees, Queensland (AWUEQ), 
 

b) The Queensland Services Union, Industrial union of employees (QSU) 
 

1.4 Application of agreement  
  
1.4.1 This Agreement applies to the Richmond Shire Council (Council) and employees engaged in   
   classifications listed in Schedules to this Agreement, except those specifically excluded in  
   Clause 1.4.2. 
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1.4.2 This Agreement shall not apply to the employment of a senior officer, as defined in Division 2 – 

Section 1 – Clause 4.2 of the Queensland Local Government Industry (Stream A) Award – State 
2017, employed pursuant to a written contract of employment, where: 

 
a) The contract of employment states that the Award will not apply to the terms and 
conditions applicable to the employee; and  
 
b) The terms and conditions of the contract do not result, on balance, in a reduction in the 
overall terms and conditions of employment that would have been applicable to the employee 
under this Agreement.  
 

1.5 Date of operation  
  
This Certified Agreement shall operate in accordance with its terms from the date of certification with a 
nominal expiry date of 31 August 2026. 
 

1.6    Renegotiation 
 
Any party to this agreement may propose renegotiation of this agreement within six months prior to this 
Agreement’s nominal expiry date with an aim to finalise the replacement agreement prior to this 
agreement reaching the nominal expiry date. 
 
1.7 Posting of agreement  
  
A copy of this Agreement shall be available in the workplace with convenient access to employees in 
either electronic or printed format.  
  
1.8 Relationship to parent award  
 
This Agreement shall be read and applied wholly in conjunction with the terms of the following Awards:- 
 

a) Queensland Local Government Industry (Stream A) Award - State 2017  
b) Queensland Local Government Industry (Stream B) Award - State 2017    
c) Queensland Local Government Industry (Stream C) Award - State 2017  

 
Where the terms “Award” or “Awards” are used in the Agreement it refers to one or more of the Awards 
listed above. 
 
Provided that where there is any inconsistency between this Agreement and the above Awards, this 
Agreement shall prevail to the extent of that inconsistency. Where this Agreement is silent, then the 
applicable Award shall apply. 
 
 
PART 2 – TERMS AND CONDITIONS OF EMPLOYMENT  
  
2.1 Dispute settlement/resolution 
 
2.1.1 Prevention and settlement of disputes – Award/Agreement matters  
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a) The objectives of this procedure are the avoidance and resolution of any disputes over 

matters covered by the relevant Awards and this Agreement by measures based on the 
provision of information and explanation, consultation, co-operation and negotiation.  

 
b) Subject to legislation, while the dispute procedure is being followed normal work is to 

continue except in the case of a genuine safety issue. The status quo existing before the 
emergence of a dispute is to continue whilst the procedure is being followed. No party 
shall be prejudiced as to the final settlement by the continuation of work.  

 
c) In the event of any disagreement between the parties as to the interpretation or 

implementation of the relevant Awards and this Agreement, the following procedures 
shall apply:  

 
i) the matter is to be discussed by the employee's union representative and/or the 

employee/s concerned (where appropriate) and the immediate supervisor in the 
first instance. The discussion should take place within 24 hours and the procedure 
should not extend beyond 7 days;  

 
ii) if the matter is not resolved as per clause 2.1.1(c)(i), it shall be referred by the 

union representative and/or the employee/s to the appropriate management 
representative who shall arrange a conference of the relevant parties to discuss 
the matter. This process should not extend beyond 7 days; 

 
iii) if the matter remains unresolved it may be referred to the employer for discussion 

and appropriate action. This process should not exceed 14 days;  
 

iv) if the matter is not resolved then it may be referred by either party to the 
Commission.  

 
d) Nothing contained in this procedure shall prevent unions or the employer from intervening 

in respect of matters in dispute should such action be considered conducive to achieving 
resolution.  

 
2.1.2 Prevention and settlement of employee grievances and disputes – other than Award/Agreement 

matters 
 

a) The objectives of the procedure are to promote the prompt resolution of grievances by 
consultation, co-operation and discussion to reduce the level of disputation and to 
promote efficiency, effectiveness and equity in the workplace.  

 
b) The following procedure applies to all industrial matters within the meaning of the Act:  

 
Stage 1: In the first instance the employee shall inform such employee’s immediate 
supervisor of the existence of the grievance and they shall attempt to resolve the 
grievance. It is recognised that an employee may exercise the right to consult such 
employee’s union representative during the course of Stage 1. 

 
Stage 2: If the grievance remains unresolved, the employee shall refer the grievance to 
the next in line management (“the manager”). The manager will consult with the relevant 
parties. The employee may exercise the right to consult or be represented by such 
employee’s representative during the course of Stage 2. 
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Stage 3: If the grievance is still unresolved, the manager will advise the employer and 
the aggrieved employee may submit the matter in writing to the employer if such 
employee wishes to pursue the matter further. If desired by either party the matter may 
also be notified to the relevant union. 

 
c) The employer shall ensure that:  

 
i) the aggrieved employee or such employee's union representative has the 

opportunity to present all aspects of the grievance; and  
 

ii) the grievance shall be investigated in a thorough, fair and impartial manner.  
 

d) The employer may appoint another person to investigate the grievance or dispute. The 
employer may consult with the employee representative in appointing an investigator. 
The appointed person shall be other than the employee's supervisor or manager.  

 
e) If the matter is notified to the union, the investigator shall also consult with the union 

during the course of the investigation. The employer shall advise the employee initiating 
the grievance, the employee's union representative and any other employee directly 
concerned of the determinations made as a result of the investigation of the grievance.  

 
f) The procedure is to be completed in accordance with the following time frames unless 

the parties agree otherwise:  
 

Stage 1:  Discussions should take place between the employee and such 
employee’s supervisor within 24 hours and the procedure shall not extend 
beyond 7 days. 

 
Stage 2:  Not to exceed 7 days. 

 
Stage 3:  Not to exceed 14 days. 

 
g) If the grievance or dispute is not settled the matter may be referred to the Commission 

by the employee or the union.  
 

h) Subject to legislation, while the grievance procedure is being followed normal work is to 
continue except in the case of a genuine safety issue. The status quo existing before the 
emergence of a grievance or dispute is to continue while the procedure is being followed. 
No party shall be prejudiced as to the final settlement by the continuation of work.  

 
i) Where the grievance involves allegations of sexual harassment an employee should 

commence the procedure at Stage 3. 
 

2.2 Consultation  

 
2.2.1 As soon as practicable after a major change likely to have significant effects on employees is 

proposed, and prior to a decision being made, Council will notify each affected employee and 
the relevant union of the proposed change in writing and commence discussions.  

 
2.2.2 'Significant effects' includes termination of employment; major changes in the composition, 

operation or size of the employer's workforce or in the skills required; the elimination or 
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diminution of job opportunities or job tenure; the alteration of hours of work; the need for 
retraining or transfer of employees to other work or locations and the restructuring of jobs.  

 
2.2.3 Where the Award makes provision for alteration of any of the matters referred to in clause 

2.2.2 an alteration shall be deemed not to have significant effect.  
 
2.2.4 Council shall consult with the employees affected and their union/s about the introduction of 

the changes, the effects the changes are likely to have on employees (including the number 
and categories of employees likely to be dismissed, and the time when, or the period over 
which, the employer intends to carry out the dismissals) and ways to avoid or minimise the 
effects of the changes (e.g. by finding alternate employment).  

 
2.2.5 Council will give prompt and genuine consideration and shall report back in writing on any 

matters raised by the employees and/or the relevant union in relation to the changes.  
 

2.2.6 For the purpose of such consultation the employer shall provide in writing to the employees 
concerned and, where relevant, their union/s, all relevant information about the changes 
including the nature of the changes proposed, the expected effects of the changes on 
employees, and any other matters likely to affect employees.  

 
2.2.7 Notwithstanding the provision of clause 2.2.4 the employer shall not be required to disclose 

confidential information, the disclosure of which would be adverse to the employer's interests.  
 
2.2.8 Where appropriate a special meeting of the Parties referred to in clause 1.3 of this Agreement 

will be organised at the request of any party to this agreement at a time mutually agreed by 
the parties. 

 
2.2.9 At that special meeting of the parties employees and their union/s will provide feedback on 

the employer’s proposal including options which will include ways to avoid or minimise the 
effects of the proposed changes.  Council commits to give genuine consideration to any 
proposals received. 

  
   
2.3 Superannuation 
 

2.3.1 Superannuation contributions will be made to a complying fund of the employee’s choice. 
Where the employee does not choose a fund, superannuation payments will be made by 
Council to Brighter Super as the default fund. 
 

2.3.2 Superannuation payments will be made for all periods of paid leave in accordance with 
legislative requirements. 
 

2.3.3 Council will continue to pay superannuation contributions to the nominated superannuation 
fund monthly and payments disclosed on employee’s payslips. 
 

2.4 Salary sacrifice 
 

2.4.1 Salary sacrifice refers to an arrangement where an employee elects to receive part of their 
gross salary as a benefit rather than as salary. To achieve this, the employee sacrifices a 
portion of their pre-tax ordinary pay as prescribed by the Award or this agreement for the 
specified benefits. 

 
2.4.2 Council encourages employees to seek independent financial advice prior to entering into any 

salary sacrifice arrangements. 
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2.4.3 All salary sacrifice arrangements must comply with any Australian taxation laws and rulings 

affecting salary sacrifice arrangements that may be introduced or amended from time to time. 
 
2.4.4 Employees will have the option of requesting that part of their gross pay may be salary 

sacrificed to provide the following benefits: - 
 

a) Contributions to a complying superannuation fund 
 
b) Lease of a motor vehicle, or  
 
c) Any other lawfully deductable benefits as requested by the employee, including but 

not limited to, remote area benefits, tools of trade and relocation benefits where 
applicable and which salary sacrifice arrangements are available. 

 
2.4.5 Council may engage the services of independent salary sacrificing organisations to facilitate 

the management of salary sacrificing arrangements. 
 
2.4.6 Any tax, direct financial and administration costs of the salary sacrifice arrangement will be 

borne by the employee and no additional cost will be incurred by Council due to the salary 
sacrifice arrangement. 

 
2.4.7 Notwithstanding anything contained in this clause, the employees gross pay prior to any 

salary sacrifice deduction will be used as the basis of calculation of any other entitlements or 
deductions that may derive from the pay rate. Such matters include, but not limited to: 

 
a) Termination payments, superannuation and paid leave 

 
b) Calculation of redundancy benefits 

 
c) Calculation of overtime, shift and allowance payment. 

 
  
PART 3 – WAGES AND ALLOWANCES  
  
3.1  Wages  
  
All employees covered by this Agreement will be paid wages in accordance with the schedules 
contained in Schedule 1. 
 
It is agreed that the award and over award payments (excluding performance bonus – 6%) shown in 
the Schedule 1 to the Richmond Shire Council Certified Agreement 2022 will be combined in this 
certified agreement.  The amounts shown in the column titled “Rate Immediately Prior to Agreement 
Certification” in Schedule 1 are the actual pay rates for each classification level immediately prior to 
certification of this agreement.  The wage amounts payable to employees covered by this certified 
agreement listed in that column will be increased following certification of this agreement as follows: - 
 

a) From the first full pay period after 1 September 2022 – 4.0% increase 
b) From the first full pay period after 1 September 2023 – 4.0% increase 
c) From the first full pay period after 1 September 2024 – 4.0% increase 
d) From the first full pay period after 1 September 2025 – 4.0% increase 

 
In addition to the rates shown in Schedule 1, an additional 6% of the pay rates applicable will be paid 
to employees who meet the requirements outlined in clauses 3.2 and 3.3 below. 
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3.2  Performance bonus  
  
3.2.1 A 6% performance bonus calculated on the applicable rates shown in Schedule 1 to this 

agreement will be payable to employees who meet the requirements of this clause and clause 
3.3.  Council will establish a performance agreement with employees and will apply the 
principles of natural justice in assessing the performance of an employee.  

  
3.2.2 Employees who are subject to a probationary period will be ineligible for the performance bonus 

until they have satisfactorily completed their probationary period.  
  
3.3 Performance management  
  

3.3.1 Performance Evaluation 
 
All employees will undergo annual performance appraisals with their direct supervisor. These 
appraisals will assess job performance based on established and transparent criteria tied to each 
employee’s role and responsibilities.    
 
3.3.2 Performance Bonus Eligibility 
 
Employees are eligible for a performance bonus if they demonstrate satisfactory performance, as 
measured by set standards within the performance appraisal. Employees on probation are not 
eligible for the performance bonus until completing the probation period satisfactorily. The 
performance bonus may not be paid in cases where an employee has a proven breach of 
Council’s Code of Conduct and/or has displayed unsatisfactory performance.  
 
3.3.3 Handling of Unsatisfactory Performance 
 

a) Notification and Support: If an employee's performance is deemed unsatisfactory, the 
supervisor will notify the employee in writing, providing clear reasons and offering support 
measures, such as additional training or mentorship, to address identified areas for 
improvement. 

 
b) Opportunity to Improve: The employee will be given a reasonable time frame to improve 

performance, with regular check-ins to assess progress. Employees are eligible for a 
performance bonus if they demonstrate satisfactory performance, as measured by set 
standards within the performance appraisal. Employees on probation are not eligible for 
the performance bonus until completing the probation period satisfactorily. The 
performance bonus may not be paid in cases where an employee has a proven breach of 
Council’s Code of Conduct and/or has displayed unsatisfactory performance.  

 
3.3.4 Impact on Bonus and Disciplinary Actions 
 

a) Bonus Reduction: An unsatisfactory performance record, particularly unsubstantiated 
absences, may result in a reduction or removal of the performance bonus, with specific 
consequences outlined based on the number of absences. 

 
b) Disciplinary Measures: Should performance issues persist despite corrective measures, 

formal disciplinary actions may be initiated in line with the Local Government 
Regulations, separate from the performance bonus adjustments. 
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3.3.5 Reinstatement  
 
If performance improves after a bonus has been withheld, employees may apply for partial or full 
reinstatement of their performance bonus, subject to the CEO’s discretion, based on sustained 
performance improvement. 

 
3.3.6 Grievance and Review  
 
Employees may raise grievances or request a review of their appraisal results if they believe the 
process or outcome was unfair. Grievances should follow the procedure outlined in the dispute 
resolution section of this agreement. 

 
3.4 Allowances  
 
Except as provided below in this clause, all allowances will be paid as per the relevant parent awards. 
 

3.4.1 Camp   
  

a) Camps that are established for all road work will include single quarter accommodation, 
kitchen and relevant amenities in accordance with the workplace amenities code of 
practice (or its successor). 
 

b) When the Council does not provide food in the camps whilst road work is being 
undertaken, Council will pay $70.00 per day, in lieu thereof for the life of this agreement.  
 

c) Where Council does provide food the applicable Award rate for camp allowance will only 
apply.  

 
3.4.2 Construction workers  
  
For employees subject to the Queensland Local Government Industrial (Stream B) Award State 
2017 Division 2 section 5, Construction, Reconstruction , Alteration, Repair and/or Maintenance 
Work allowance shall be as per clause 13.2 of that Award, but which for the purpose of this 
Agreement, is a divisible rate (to be divided by the number of ordinary hours worked by the 
employees concerned) and which is only payable as part of the employees ordinary rate for each 
hour whilst actually undertaking construction work as defined by the Award.   
  
3.4.3 Final trim   
  
Designated final trim operators are those grader operators responsible for construction roads to 
level tolerances of + or - 15mm and shall be entitled to an additional $4.20 per hour for the life of 
this agreement.   
  
3.4.4 Laser  
  
A grader operator competent in the use of laser assisted final trim devices shall be entitled to a 
laser allowance of $42.00 per week for the life of this agreement.  
  
3.4.5 Safety boots  
  
Council will reimburse the cost of safety boots up to the amount of $220.00 per annum inclusive of 
GST, upon the production of a purchase receipt, showing the name of the supplier, ABN, and total 
cost (including GST) to the employee for the life of this agreement.  
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3.4.6 Reimbursement for use of own vehicle  
  

3.4.6.1 Where an employee is required to use a private motor vehicle for Council business or 
on work related travel the employee is entitled to an allowance in accordance with the 
current ATO rates. 
 

3.4.6.2 Nothing in this clause prevents the employer and an individual employee/s from 
agreeing to a different averaged allowance, and where such allowance is agreed in 
writing shall displace any right to an allowance pursuant to abovementioned rates in 
clause 3.4.6.1. 

  
3.4.7 Funeral allowance  
  
The Richmond Shire Council from time to time supports the community to conduct funeral 
services.  Where an employee is directed to undertake duties associated with the activities listed 
below the following additional allowance payments in addition for payments for time worked will 
be paid.  Only one employee will receive any of the allowances listed below for each funeral. 
 

a) Collection of body and place in coffin and deliver to required location - $125. 
b) Drive funeral hearse to funeral service, funeral service to cemetery/crematorium and 

return and perform duties as required to support funeral process - $125. 
c) Prepare and remediate grave site including placement of coffin lowering device and 

support for service - $125. 
d) Prepare and clean hearse and any equipment prior to and following funeral service - 

$125. 
 
 3.4.8 Traffic control  
  
Employees engaged to undertake traffic control will be classified at Level 5 of the Queensland 
Local Government Industrial (Stream B) Award State 2017 Division 2 Section 5 and paid at the 
equivalent Agreement rate.  

 
3.5 Apprentices  
  
Except as provided below in this clause all apprentices and trainees employed by the Richmond Shire 
Council will be employed under the terms of Order – Apprentices’ and Trainees’ Wages and 
Conditions (Excluding Certain Queensland Government Entities) 2003 as read in conjunction with this 
certified agreement and the relevant award. 
 
An adult apprentice with the Richmond Shire Council shall be paid in addition to any eligible 
allowances as follows:  
  

(a) Upon successful completion of their probation period at a rate equivalent to 90% of the 
relevant qualified adult rate as provided under this Agreement, regardless of age;  

  
(b) Upon successful completion of three (3) years’ service, or upon the attainment of 75% of the 

competencies required for the completion of such apprenticeship, whichever occurs earlier, at 
the equivalent Agreement rate which corresponds to Level 1 (after 6mths) of the Queensland 
Local Government Industry (Stream B) Award - State 2017 – Division 2 Section 5,  
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(c) Clause 3.5 (a) and (b) shall not apply to apprentices who, immediately prior to commencing 

an apprenticeship with Council, were already employed by Council, if their pre apprenticeship 
rate would have been higher than the rates stated in 3.5 (a) and (b).   

  
Notwithstanding anything contained in clause 3.5, an adult apprentice may be returned to the relevant 
minimum Agreement rates of pay stipulated by the Order – Apprentices’ and Trainees’ Wages and 
Conditions (Excluding Certain Queensland Government Entities) 2003, should the apprentice fail to 
attain all required competencies in the allocated time and/or for a proven breach of Council’s Code of 
Conduct. 
 
 
PART 4 – HOURS OF WORK  
  
4.1 Flexible working hours  
  
The parties agree to investigate further flexible working arrangements and continue existing 
arrangements, provided that any such increased flexibility contributes to greater productivity and or 
efficiency.    
  
Eligible employees may apply for flexible working arrangements under the Flexible Arrangement and 
Quality Part Time Work Policy, as amended.  
  
Employee requests for flexible working arrangements will be subject to the employee demonstrating 
that such arrangements do not negatively impact on Councils service delivery capacity or capability or 
result in additional cost to the Council.    
  
By mutual agreement Council, an individual employee, or by majority a group of employees, can reach 
alternative arrangements involving the following provisions as they relate to Awards listed at clause 
1.8: -  
  

• Span of ordinary hours;  
• Rostering and work cycles;  
• The number of hours worked; 
• Roster breaks;  
• Timing of rest pauses, meal breaks and annual leave;  
• Contract of employment and period of notice;  

 
Such arrangements, and any subsequent changes to those arrangements, must be recorded in 
writing.  
  
Without limiting the options for arrangements of work cycles, examples of the way work cycles may be 
arranged by agreement are as follows:  
  

• Full time employees working 145 hrs (Corporate Stream) in a 4 week cycle or 152 hrs 
(Operational Stream) in a 4 week cycle; or  

• by employees working less than 8 ordinary hours each day (Operational Stream); or 
• by employees working 8 hours or less than 8 ordinary hours on one or more days each work 

cycle (Corporate Stream); or  
• by fixing one or more workdays on which all employees will be off during a particular work 

cycle; or  
• by rostering employees off on various days of the week during a particular work cycle, so that 

each employee has one workday off during that cycle.  
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The parties are committed to modernising the terms of this Agreement so that it provides for more 
flexible working arrangements that suit both individuals, groups of employees and Council, whilst 
helping to enhance the productivity capacity of Council, improving the quality of work life and improved 
work/life balance of employees, enhancing job satisfaction and assisting positively with the retention of 
staff where Council has a requirement to undertake a restructuring process.   
  
The parties commit themselves to the following principles:   
  

• Acceptance in principle that new structures may be more suitable for the needs of Council, 
reflecting the different skill levels of the tasks to be performed and which shall incorporate the 
ability for an employee to perform a wider range of duties where appropriate.   

• The parties will create a genuine career path for employees which allows advancement based 
on skill/qualification acquisition, use of such skills/qualifications and the requirement to perform 
functions.   

• Co-operation in the transition from current structures and definitions to new structure without 
creating false expectations or disputation. 

  
Council may direct an employee to carry out such duties as are within the limits of the employee's skill, 
competence and training consistent with the classification structure of this agreement provided that 
such duties are not designed to promote de-skilling.   
  
Council may direct an employee to carry out such duties and use such tools and equipment as may be 
required provided that the employee has been properly trained in the use of such tools and equipment.   
  
The parties agree that there is a need, both individually and collectively, to continually address 
workplace efficiencies and effectiveness at all levels so that Council can improve its future capacity for 
improved service delivery.  
  
The parties agree that adequate consultation and communication provides a major contribution to 
efficient, flexible and productive employee and management practices.  It is agreed that the need for 
reasonable consultation and communication extends to ensuring reasonable communication between 
all levels catering for an information flow between management and employees and/or an agent or 
representative for the employee.  
  
4.2 Rosters and rostered days off  
  
Notwithstanding the ability for Council and employee/s to enter alternative arrangements pursuant to 
clause 4.1, the default position under this Agreement shall be as follows:  
  

4.2.1 The work cycle for all full time indoor employees will be a nineteen day month based on a 
72.5 hour fortnight.  The rostered day off will be determined by the indoor staff roster. An 
indoor employee’s rostered day off may be on any ordinary working day (i.e. not necessarily a 
Monday or Friday).  

  
4.2.2 The work cycle for all full time outdoor employees will be a nine (9) day fortnight based on a 

76 hour fortnight. The rostered day off will be taken at the end of every pay period on a Friday 
or as determined by the outdoor employee’s roster.  

  
4.2.3 Council maintains the right to set rosters according to operational needs and, subject to 

clause 4.3, once set may only be altered by Council by mutual agreement or by the provision of 
1 months’ notice.  
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4.3 Rostered days off – special conditions  
  
The following special conditions apply to rostered days off:  
  

4.3.1 Where an unforeseen or emergency situation arises that requires Council to respond to a 
pressing community need, a supervisor of a section of Council may direct an employee with 
one day’s notice to change their rostered day off, to be taken on another substitute day.  
Subject to 4.3.4, any substitute day off may be arranged by mutual agreement.  
  

4.3.2 An employee may request to change or bank their designated rostered day off and will 
complete the approved form for authorisation by their supervisor for payroll.  Council may 
grant such change or banking of up to 5 days rostered day off at its discretion.  Banked 
rostered days off will automatically be cleared before debiting the employee accrued annual 
leave balance when an employee applies for and is approved annual leave.  
  

4.3.3 Where possible non urgent medical appointments are to be made on rostered days off.  
  

4.3.4 All outdoor employees will be required to work their first rostered day off in January to save 
for use as a wet weather day.  If the wet weather day is not taken, then it will be available to 
be taken during the Christmas period.   

 
 
PART 5 – LEAVE  
  
5.1  Annual leave  
  
All employees regardless of classification will be entitled to accrue 5 weeks annual leave per annum.  
Annual leave loading will be paid on all annual leave accrued. 
 
Employees, except in exceptional circumstances, will give 21 calendar days’ notice for request of 
annual leave.  The manager will respond to the application within 14 calendar days of submission by 
the employee.  If approval is not given to the application, Council will provide a reason for the 
application not being approved. 
 
5.2 Christmas shut down 
 

5.2.1 It is a requirement of this Agreement that all employees of Council take annual leave (or 
otherwise long service leave, or leave without pay, or RDO’s) during the designated close 
down period over Christmas as set by management for relevant employees or gangs. Council 
will give notice by 1 September each year of the Christmas shut down. To allow those that 
are not deemed qualified for sufficient annual leave to cover the period of the close down to 
take paid leave on a proportionate basis and to take such accumulated time off/rostered day 
off/long service leave or leave without pay, as may be available to the employee to apply 
towards the close down period.  RDO’s will be utilised first, before other leave balances, 
during the Christmas shut down. 
  

5.2.2 New employees appointed in the calendar year preceding the Christmas close down will be 
eligible to nominate for work during the close down period with the Council’s operational 
requirements if they have insufficient leave to cover the set close down period.  Where 
possible, Council will endeavour to provide equitable opportunity for employees to work, 
however work will only be assigned on an as-needs basis (i.e. not all nominees may be 
assigned work). 
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5.3    Returning to work during annual leave on the request of Council 
  

5.3.1 Council may direct an employee (or employees) to return to work from annual leave in 
emergency situations. If an employee is directed to return to work from annual leave for a 
period of up to three consecutive days they will be compensated for such inconvenience by 
way of the payment of an allowance equal to the relevant casual loading for each hour 
worked, and which shall be paid separate to the employees’ ordinary rate and all other 
normal permanent entitlements.   In lieu of this Council will re-credit the employees annual 
leave entitlements for the equivalent number of days worked. In such circumstances Council 
will also seek to mitigate or compensate the employee for any other reasonable adverse 
costs incurred which directly arise out of the requirement for the employee to return to work.   
  

5.3.2 Where a request to return to work from a period of annual leave will likely be for a period 
greater than three consecutive days, and/or where it does not relate to an emergency 
situation, Council may request, but not require, the employee to return to work.  In such cases 
where the employee returns to work, Council will re-credit the employee’s leave entitlements 
and pay the employee for such time worked based on their ordinary arrangements. To be 
clear, the employee has the right to refuse to return to work in these circumstances.  

 
  
5.4  Personal/sick leave  
  

5.4.1 Personal/sick leave will accrue in accordance with the relevant awards listed at clause 1.8.  
  

5.4.2 Employees will be entitled to four (4) single days per financial year of absence from work on 
sick leave without having to provide a medical certificate.  Each and every day thereafter will 
require the employee to promptly produce a medical certificate from a duly qualified medical 
practitioner.  Clause 5.4.2 also applies where the employee is utilising leave without pay for 
their absence from work.    

 
 5.4.3 Employees must notify their direct Supervisor of their absence from work, and the expected 

duration of their absence, as close as possible to the start of the working day. Employees 
must promptly notify their direct Supervisor of any change to their expected absence.  To 
report an absence, the employee must notify their direct Supervisor or if incapable have their 
family/friend notify the employee’s direct Supervisor to report an unexpected absence.  If the 
employee fails to notify their direct Supervisor of their absence by a reasonable time, the 
employee’s absence may be recorded as an “unsubstantiated absence” as defined in clause 
3.3. 
  

5.4.4 For the purpose of Clause 5.4.3, the “reasonable time” will depend on the particular 
circumstances but should be no later than two (2) hours from the time of commencement of 
work for the day.   
 

5.5 Payment for sick leave upon termination 
  

5.5.1 Where an employee’s employment is terminated at the initiative of Council by way of 
redundancy or at the initiative of the employee, Council will pay the employee 50% of an 
employee’s accrued sick leave entitlement, accrued after 21 January 2009 subject to the 
following conditions:  
  
a) The calculation of the employee’s entitlement will be based on sick leave accrued after 

the commencement date of the first Richmond Shire Council Certified Agreement dated 
29 January 2009;  
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b) If the employee is to be employed with another Council they may seek to have their 

accrued sick leave transferred in full to their new employer and relinquish the payment of 
50% sick leave.  Employees should note that this is not automatic and is up to the new 
Council to agree;  
 

c) If the employee is to be employed with another Council they may choose to receive the 
payment of 50% of their accrued sick leave and relinquish the balance of their accrued 
sick leave, so that in effect they will commence at the new Council with a nil balance.  

  
5.5.2 There will be no pay out of sick leave if an employee is terminated for reasons that relate to 

misconduct and/or poor performance.  
 

5.6 Absenteeism management procedure   
 
Personal/sick leave should only be claimed when injury or illness or the requirement to care 
for an immediate family member or household which prevents an employee from attending 
work. 
 
The Parties to this Agreement recognise that absenteeism and abuse of personal sick leave 
is a controllable overhead and abuse of this benefit is detrimental to the operations of the 
employer in respect to services to rate payers. In recognising this, the Parties have agreed 
on the following procedure to manage personal sick leave abuse and absenteeism: 
 

a) The Parties agree that personal leave is unlike annual or long service leave in that it 
is conditional upon an employee being ill or injured to the point of being unfit for duty 
or be required to care for an immediate family member or household. 
  

b) This procedure is designed to curtail personal leave abuse and absenteeism by 
employees who are absent from work and who are not genuinely unfit for duty and 
is to operate notwithstanding other provisions of this Agreement. 
  

c) The Council shall from time to time review employee’s sick records with a view to 
determining employees who have a record of attendance which gives cause for 
reasonable concern. Where such concern is deemed an unsatisfactory record the 
following process will be implemented. At any time during this process an employee 
shall have the right to be accompanied or represented by a person or organisation 
of their choice.  
 

d) Any employee with an unsatisfactory record (due to frequent patterns or other 
reasonable concerns) shall be interviewed by their manager. The employee shall be 
notified at the time of setting the interview time and date that they are entitled to have 
a nominated representative or a support person of their choice present at the initial 
and any subsequent meeting. If the discussion does not provide satisfactory reason 
for the employee’s absences, a letter of warning shall be provided which will include 
a process for regular feedback by the manager to the employee and appropriate 
actions for improvement documented for a three month period. 
 

e) If no improvement is observed in the review period in point (d) above, the employee 
is to be again interviewed as per sub clause (d) and if the interview results in 
unsatisfactory reasons being given, then council may implement discipline 
processes in accordance with the Local Government Regulations section 279 to 283. 
The employee will be required to provide proof of illness or a medical certificate for 
any subsequent illness or personal leave.  The employee should also be informed 
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that unless their attendance record improves further disciplinary action, up to and 
including termination of employment may follow. 

 
f) Employees are required where practical, to notify their supervisor no later than their 

normal start time, that they are unable to attend work due to illness or injury.  Failure 
to notify without reasonable explanation, will make the employee ineligible for paid 
sick leave on that day. 
 

5.7 Long service leave 
 

5.7.1 All employees shall accrue thirteen (13) weeks long service leave after ten (10) years of 
service, with pro-rata use of long service leave available after seven (7) years. 

 
5.7.2 An additional 5 weeks long service leave will accrue for every completed period of five (5) 

years of service. 
 
5.7.3 Employees, except in exceptional circumstances, will give 21 calendar days’ notice for 

request of long service leave.  The manager will respond to the application within 14 
calendar days of submission by the employee.  If approval is not given to the application, 
Council will provide a reason for the application not being approved. 

 
5.7.4 Council reserves the right to refuse leave applications or defer them to a more mutually 

acceptable period subject to work commitments.  However leave shall not be 
unreasonably withheld. 

 
5.8 Maternity leave  
  

5.8.1 Council agrees to allow an employee that is entitled to maternity leave pursuant to the 
Queensland Industrial Relations Act 2016, to be paid from accrued sick leave up to six (6) 
weeks entitlement.   This payment will be in addition to any entitlement that the employee 
is entitled to under any paid maternity leave/payment provided by any party external to 
Council.    
  

5.8.2 The employee must produce a certificate from a qualified medical practitioner stating the 
presumed date of confinement and confirming the pregnancy.  
  

5.8.3 The employee is entitled to an unbroken period of leave up to fifty–two (52) weeks.  
  

5.8.4 Where an employee continues to work within the six (6) weeks period immediately prior to 
the expected date of birth, or where the employee elects to return to work within six (6) 
weeks after the birth of the child, an employer may require the employee to provide a 
medical certificate stating that she is fit to work on her normal duties.  
  

5.8.5 The amount of any paid maternity leave or combination of annual or sick leave available to 
the employee can also be payable at half pay over the entitled period.  
  

5.8.6 Provided however, part–time employees shall be entitled to payment on a pro–rata basis 
commensurate with their normal hours worked.  

5.9 Parental leave 

5.9.1 Employees who qualify for parental leave may gain additional access to annual leave and 
long service leave as prescribed below: 



18   
a) Employees may nominate to take annual leave as part of their parental leave on the 

basis of doubling their current available annual leave days and being paid at half pay; 
and/or 

b) Employees eligible for long service leave after seven (7) years may nominate to take 
their long service leave as part of their parental leave on the basis of doubling their 
current available long service leave days and being paid at half pay, in accordance 
with the terms of this Agreement. 

 
c) The combination of annual leave and/or long service leave at half pay together with 

unpaid parental leave shall not exceed 52 weeks in total. 
 

5.9.2 This leave can either be taken concurrently or following the taking of any benefits from 
Government Parental Leave Schemes. 

 
5.10 Bereavement leave 
 

5.10.1 With the CEO’s approval, employees may be granted up to a maximum of five (5) days off 
work upon the death of an immediate family member, as defined below in clause 5.10.5.  
These five (5) days shall consist of: 

 
a) Two (2) days bereavement leave on each occasion; plus 
b) A maximum of three (3) accrued sick leave days; 
c) Where an employee does not have sufficient sick leave accrued, with the permission 

of the CEO the employee may access accrued annual leave or other paid leave. 
 

5.10.2 With the CEO’s approval, employees may be granted up to three (3) days leave from their 
sick leave entitlements on each occasion where the deceased person is a relative but falls 
outside the definition of an immediate family member (as defined below in this clause). 
 

5.10.3 The taking of bereavement leave shall be subject to the production of evidence of death 
satisfactory to the CEO or the completion of a statutory declaration, if so requested. 
 

5.10.4 Access to bereavement leave in other circumstances may be available subject to the 
agreement of the CEO. 
 

5.10.5 Immediate family member or household shall mean: 
 

a) An employee’s spouse, child, parent, grandchild, grandparent or sibling; 
 

b) A child, ex-nuptial child, step child, adopted child, foster child, ex-foster child, parent, 
grandparent, or sibling of the employee’s spouse. 
 

c) The word spouse shall have the meaning of same sex spouse, a former spouse, a de 
facto spouse or a former de facto spouse. 

 
5.11  Domestic and family violence leave 
 

5.11.1 All Parties to this agreement are committed to providing appropriate safety and support 
measures to those affected by domestic and family violence. All employees are entitled take 
domestic and family violence leave in accordance with Section 52 of the Industrial Relations 
Act 2016. 
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5.11.2 All personal information concerning domestic and/or family violence will be kept confidential 

and only shared with authorised persons. No information will be maintained on an employee’s 
file without their written permission. Council will develop and implement Workplace Safety 
Planning strategies to ensure the protection of employees affected by domestic and/or family 
violence, which will include and communicate such strategy in its Domestic Violence Policy. 

 
 
PART 6 – MISCELLANEOUS PROVISIONS  
  
6.1  No extra claims  
  
The parties agree that during the life of this Agreement, no extra claims will be made or pursued in 
relation to any industrial matter relating to wages and/or other conditions of employment.  
  
6.2 Uniforms, water bottles and other equipment  
  

6.2.1 Council’s Uniform Policy, as amended from time to time, describes the entitlements for 
employees in their respective work areas for provision of uniforms.  

  
6.2.2 Water bottles, sunglasses and other relevant PPE required by an employee in the execution 

of their duties will be provided upon commencement of employment with Council.  
 
6.3  Training  
 

This section shall be read in conjunction with Council’s Travel Policy.    
  

6.3.1 If a supervisor requests (on the approved form) that an employee or employees undertake a 
form of training and that training is essential to the employee’s performance of their duties 
with Council, and the employee’s participation in the training is approved by management, 
Council will pay for the expenses associated with undertaking that training, including wages 
for attendance for ordinary hours each day.  Where entitled all travel and accommodation 
costs shall be paid in accordance with Council’s Training and Travel Policy, as amended from 
time to time.  

  
6.3.2 If an employee requests (on the approved form) to undertake training that is not related to the 

employee’s current role then Council will not be subject to pay for the expenses associated 
with undertaking that training if duly authorised.  

  
6.3.3 If an employee requests (on the approved form) to undertake training that is related but not 

essential to the employee’s role; or is not related to their specific role, but may upon 
consideration of Council provide some benefit to Council, Council may choose to pay some 
or all of the expenses associated with undertaking the training at Councils discretion.  

 
 6.3.4 For Clause 6.3.3, the Council may deduct from any final termination payment, any associated 

expenses paid by Council to the employee which relate to undertaking training where the 
employee leaves the employment of Council following completion of training and/or 
qualifications in accordance with the scale below: 
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Within 6 months  100% 

 
7 – 12 months 75% 

 
13 – 18 months 50% 

 
19 – 24 months 25% 

 
+ 24 months  0% 
 

6.4  Wellness program  
  
Council agrees to support a wellness program in conjunction with Queensland Health or other suitable 
agencies and continue to explore other options in consultation with employees.  
  

6.5  Internal advertising of vacant position  
  
Council agrees to advertising vacant positions in Council internally for a period of (5) five working days 
before advertising externally, where practicable, and where management considers there to be a 
suitable internal recruitment pool.  
  

6.6  Wet weather  
  
Meaningful work shall be carried out during wet weather. Supervisors shall maintain a register of 
suitable works that can be carried out during wet days so that time is not lost in allocating appropriate 
work.  
  

6.7  Overtime  
  
Overtime can only be worked with the prior approval of an employee’s direct supervisor. Any approved 
overtime worked by employees covered by this Agreement shall be paid at the appropriate overtime 
rates as stated in the relevant Awards, or otherwise by mutual agreement between an employee and 
their supervisor, may be taken as time off in lieu (TOIL) at ordinary time at a later date.  
   
6.8 Work in extreme heat  
  
Working conditions and arrangements for employees working in extreme heat conditions, greater than 
40°C, shall be in accordance with Council’s Workplace Health and Safety - Heat Policy, as amended 
from time to time.  
 

6.9 Alcohol/drug testing  
  
Council may carry out random testing of employees for substance-induced impairment whilst on duty. 
Such testing shall be in accordance with Council’s Drug and Alcohol Management Policy, as amended 
by Council from time to time.  
  

6.10 Award classification review 
 

6.10.1 Within 12 months of certification of this agreement a review of all employee 
classifications will be implemented to ensure that roles are classified under the most 
appropriate award and section for the work being performed and classifications will be 
adjusted accordingly. 
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6.10.2 No redundancies will occur as a result of this process. 
 
6.10.3 Any employees whose role is found to be classified under the incorrect award and 

stream will have their role reclassified to the correct award and stream. 
 
6.10.4 No employee will be disadvantaged as a result of this process as to their base rate of 

pay immediately prior to the change of classification or the total value of automatic 
weekly allowances paid for all purposes to the employee.  Any payment in excess of the 
base rate paid to the employee after reclassification will be absorbed into any increases 
made under this agreement following reclassification until such time as the rate equals 
or exceeds. 

 
6.10.5 The provisions of the award and stream to which the employee’s role is reclassified to 

will apply to the employee as read in conjunction with this agreement. 
 
6.10.6 Consultation will occur prior to any decision being made as a result of this review in 

accordance with the consultation clause contained in this agreement. 
 
6.10.7 New employees engaged after certification of this agreement will be classified in the 

award and section most appropriate to the work being performed. 
 

6.11 Equal Employment Opportunity  
 

The parties recognise the importance of maintaining diversity in the workplace, equal remuneration for 
work of equal value and ensuring that existing practices, that encourage equality of employment and 
development opportunities, continue and are promoted, during the life of this Agreement.   
 
This will include:  
 

a) Reviewing position descriptions, prior to advertisement, to ensure non-bias/gender neutral 
language;  

b) Inclusion of statements during recruitment that Council is an equal opportunity employer;  
c) Ensuring selection of applicants for vacant positions is conducted in accordance with the law;  
d) Giving appropriate and meaningful consideration of workplace flexibility or adjustment 

requests;  
e) Ensuring approval of development opportunities is managed in a fair and equitable manner, 

irrespective of gender or any other identified attribute under the Anti-Discrimination Act, 1991, 
and  

f) The Council is committed to equal remuneration for work of equal or comparable value. 
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PART 7 - SIGNATORIES 

 
 

Signed for and on behalf of Richmond Shire Council  
 
Print Name: Peter Bennett 
 
In the presence of  

 
Print Name: Peta Mitchell 
 

   Date: 3rd March 2025 
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Signed for and on behalf of The Australian Workers’ Union of Employees, Queensland  
 
Print Name: Stacey Schinnerl 
 
In the presence of 

 
Print Name: Melinda Chisholm 
 
Date: 17th February 2025 
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Signed for and on behalf of the Queensland Services, Industrial Union of Employees  
 
 
Print Name: Neil Henderson 

 
In the presence of  

 
Print Name: John Donaghy 
 
Date: 13/02/2025 
 



 

SCHEDULE 1 – Wages and wage increases  
         
Queensland Local Government Industry (Stream A) Award – State - 2017 – Division 2 Section 1 - Full Time Rates     

Classification Level 

Rate Immediately Prior 
to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

  Annual/Weekly Hourly Annual Hourly Annual Hourly Annual Hourly Annual Hourly 

Level 1.1 $50,374.35 $26.72 $52,389.32 $27.79 $54,484.90 $28.90 $56,664.29 $30.06 $58,930.86 $31.26 

Level 1.2 $51,156.45 $27.14 $53,202.71 $28.23 $55,330.82 $29.35 $57,544.05 $30.53 $59,845.81 $31.75 

Level 1.3 $52,408.11 $27.80 $54,504.43 $28.91 $56,684.61 $30.07 $58,952.00 $31.27 $61,310.08 $32.52 

Level 1.4 $53,600.31 $28.44 $55,744.32 $29.58 $57,974.10 $30.76 $60,293.06 $31.99 $62,704.78 $33.27 

Level 1.5 $54,812.33 $29.08 $57,004.82 $30.24 $59,285.02 $31.45 $61,656.42 $32.71 $64,122.67 $34.02 

Level 1.6 $55,858.18 $29.63 $58,092.51 $30.82 $60,416.21 $32.05 $62,832.86 $33.33 $65,346.17 $34.66 

Level 2.1 $57,086.97 $30.28 $59,370.45 $31.49 $61,745.27 $32.75 $64,215.08 $34.06 $66,783.68 $35.42 

Level 2.2 $58,298.99 $30.93 $60,630.95 $32.17 $63,056.19 $33.45 $65,578.44 $34.79 $68,201.57 $36.18 

Level 2.3 $59,511.01 $31.57 $61,891.45 $32.83 $64,367.11 $34.15 $66,941.79 $35.51 $69,619.46 $36.93 

Level 2.4 $60,312.93 $32.00 $62,725.45 $33.28 $65,234.47 $34.61 $67,843.84 $36.00 $70,557.60 $37.44 

Level 3.1 $61,523.42 $32.64 $63,984.36 $33.95 $66,543.73 $35.30 $69,205.48 $36.72 $71,973.70 $38.18 

Level 3.2 $62,293.32 $33.05 $64,785.05 $34.37 $67,376.45 $35.75 $70,071.51 $37.18 $72,874.37 $38.66 

Level 3.3 $63,505.34 $33.69 $66,045.55 $35.04 $68,687.38 $36.44 $71,434.87 $37.90 $74,292.27 $39.41 

Level 3.4 $64,717.37 $34.33 $67,306.06 $35.70 $69,998.31 $37.13 $72,798.24 $38.62 $75,710.17 $40.16 

Level 4.1 $65,927.86 $34.97 $68,564.97 $36.37 $71,307.57 $37.82 $74,159.88 $39.34 $77,126.27 $40.91 

Level 4.2 $67,141.41 $35.62 $69,827.07 $37.04 $72,620.15 $38.53 $75,524.96 $40.07 $78,545.95 $41.67 

Level 4.3 $68,188.78 $36.17 $70,916.33 $37.62 $73,752.98 $39.12 $76,703.10 $40.69 $79,771.23 $42.31 

Level 4.4 $69,400.80 $36.82 $72,176.83 $38.29 $75,063.91 $39.82 $78,066.46 $41.42 $81,189.12 $43.07 

Level 5.1 $70,611.30 $37.46 $73,435.75 $38.96 $76,373.18 $40.52 $79,428.11 $42.14 $82,605.23 $43.82 

Level 5.2 $71,660.19 $38.02 $74,526.60 $39.54 $77,507.66 $41.12 $80,607.97 $42.77 $83,832.29 $44.48 

Level 5.3 $72,872.21 $38.66 $75,787.10 $40.21 $78,818.58 $41.81 $81,971.33 $43.49 $85,250.18 $45.23 

Level 6.1 $74,892.25 $39.73 $77,887.94 $41.32 $81,003.46 $42.97 $84,243.60 $44.69 $87,613.34 $46.48 

Level 6.2 $76,910.76 $40.80 $79,987.19 $42.43 $83,186.68 $44.13 $86,514.15 $45.89 $89,974.71 $47.73 

Level 6.3 $78,932.32 $41.87 $82,089.61 $43.54 $85,373.20 $45.29 $88,788.13 $47.10 $92,339.65 $48.98 



 

Level 7.1 $80,950.83 $42.94 $84,188.86 $44.66 $87,556.42 $46.44 $91,058.67 $48.30 $94,701.02 $50.23 

Level 7.2 $82,970.86 $44.02 $86,289.69 $45.78 $89,741.28 $47.61 $93,330.93 $49.52 $97,064.17 $51.50 

Level 7.3 $84,990.90 $45.09 $88,390.54 $46.89 $91,926.16 $48.77 $95,603.20 $50.72 $99,427.33 $52.75 

Level 8.1 $87,414.94 $46.37 $90,911.54 $48.22 $94,548.00 $50.15 $98,329.92 $52.16 $102,263.12 $54.25 

Level 8.2 $89,837.46 $47.66 $93,430.96 $49.57 $97,168.20 $51.55 $101,054.92 $53.61 $105,097.12 $55.76 

Level 8.3 $92,261.50 $48.95 $95,951.96 $50.91 $99,790.04 $52.94 $103,781.64 $55.06 $107,932.91 $57.26 

Level 8.4 $94,536.14 $50.15 $98,317.59 $52.16 $102,250.29 $54.24 $106,340.30 $56.41 $110,593.91 $58.67 

Level 8.5 $96,812.30 $51.36 $100,684.79 $53.41 $104,712.18 $55.55 $108,900.67 $57.77 $113,256.70 $60.08 

           
Queensland Local Government Industry (Stream A) Award – State - 2017 – Division 2 Section 1 - Senior Officers - Full 

Time Rates     

Classification Level 

Rate Immediately Prior 
to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

Cat. 8 $141,388.77 $75.01 $147,044.32 $78.01 $152,926.09 $81.13 $159,043.14 $84.38 $165,404.86 $87.75 

  $138,885.45 $73.68 $144,440.87 $76.63 $150,218.50 $79.69 $156,227.24 $82.88 $162,476.33 $86.20 

  $136,383.65 $72.35 $141,839.00 $75.24 $147,512.56 $78.25 $153,413.06 $81.38 $159,549.58 $84.64 

Cat. 7 $133,880.33 $71.02 $139,235.54 $73.86 $144,804.96 $76.82 $150,597.16 $79.89 $156,621.05 $83.08 

  $131,377.01 $69.70 $136,632.09 $72.49 $142,097.37 $75.39 $147,781.27 $78.40 $153,692.52 $81.54 

  $128,873.69 $68.37 $134,028.64 $71.10 $139,389.78 $73.95 $144,965.37 $76.91 $150,763.99 $79.98 

Cat. 6 $126,371.90 $67.04 $131,426.78 $69.72 $136,683.85 $72.51 $142,151.20 $75.41 $147,837.25 $78.43 

  $123,868.58 $65.71 $128,823.32 $68.34 $133,976.26 $71.07 $139,335.31 $73.91 $144,908.72 $76.87 

  $121,365.26 $64.38 $126,219.87 $66.96 $131,268.67 $69.63 $136,519.41 $72.42 $141,980.19 $75.32 

Cat. 5 $118,861.94 $63.06 $123,616.42 $65.58 $128,561.07 $68.21 $133,703.52 $70.93 $139,051.66 $73.77 

  $116,360.15 $61.73 $121,014.56 $64.20 $125,855.14 $66.77 $130,889.34 $69.44 $136,124.92 $72.22 

  $113,856.83 $60.40 $118,411.10 $62.82 $123,147.55 $65.33 $128,073.45 $67.94 $133,196.39 $70.66 

Cat. 4 $111,353.51 $59.07 $115,807.65 $61.43 $120,439.96 $63.89 $125,257.55 $66.45 $130,267.86 $69.10 

  $108,850.19 $57.75 $113,204.20 $60.06 $117,732.37 $62.46 $122,441.66 $64.96 $127,339.33 $67.56 

  $106,348.39 $56.42 $110,602.33 $58.68 $115,026.42 $61.02 $119,627.48 $63.46 $124,412.57 $66.00 

Cat. 3 $103,845.07 $55.09 $107,998.87 $57.29 $112,318.83 $59.59 $116,811.58 $61.97 $121,484.04 $64.45 

  $101,341.75 $53.76 $105,395.42 $55.91 $109,611.24 $58.15 $113,995.69 $60.47 $118,555.51 $62.89 



 

  $98,838.43 $52.43 $102,791.97 $54.53 $106,903.65 $56.71 $111,179.79 $58.98 $115,626.98 $61.34 

Cat. 2 $96,336.64 $51.11 $100,190.11 $53.15 $104,197.71 $55.28 $108,365.62 $57.49 $112,700.24 $59.79 

  $93,833.32 $49.78 $97,586.65 $51.77 $101,490.12 $53.84 $105,549.72 $56.00 $109,771.71 $58.24 

  $91,054.06 $48.30 $94,696.22 $50.23 $98,484.07 $52.24 $102,423.43 $54.33 $106,520.37 $56.50 

Cat. 1 $88,826.68 $47.12 $92,379.75 $49.00 $96,074.94 $50.96 $99,917.93 $53.00 $103,914.65 $55.12 

  $86,324.89 $45.80 $89,777.89 $47.63 $93,369.00 $49.54 $97,103.76 $51.52 $100,987.91 $53.58 

  $83,821.57 $44.47 $87,174.43 $46.25 $90,661.41 $48.10 $94,287.87 $50.02 $98,059.38 $52.02 

           
Queensland Local Government Industry (Stream B) Award – State - 2017 – Division 2 Section 5 - Operations - Full Time Rates  

Classification Level 
Rate Immediately Prior 

to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

Level 1  $1,006.66 $26.49 $1,046.93 $27.55 $1,088.80 $28.65 $1,132.36 $29.80 $1,177.65 $30.99 

Level 2  $1,022.67 $26.91 $1,063.58 $27.99 $1,106.12 $29.11 $1,150.36 $30.27 $1,196.38 $31.48 

Level 3 $1,038.98 $27.34 $1,080.54 $28.43 $1,123.76 $29.57 $1,168.71 $30.75 $1,215.46 $31.98 

Level 4  $1,055.60 $27.78 $1,097.82 $28.89 $1,141.74 $30.05 $1,187.41 $31.25 $1,234.90 $32.50 

Level 5  $1,075.12 $28.29 $1,118.12 $29.42 $1,162.85 $30.60 $1,209.36 $31.82 $1,257.74 $33.10 

Level 6 $1,108.05 $29.16 $1,152.37 $30.33 $1,198.47 $31.54 $1,246.41 $32.80 $1,296.26 $34.11 

Level 7 $1,140.82 $30.02 $1,186.45 $31.22 $1,233.91 $32.47 $1,283.27 $33.77 $1,334.60 $35.12 

Level 8 $1,170.55 $30.80 $1,217.37 $32.03 $1,266.07 $33.31 $1,316.71 $34.65 $1,369.38 $36.03 

Level 9  $1,203.48 $31.67 $1,251.62 $32.94 $1,301.68 $34.25 $1,353.75 $35.62 $1,407.90 $37.05 

           
Queensland Local Government Industry (Stream C) Award – State - 2017 – Division 2 Section 2 -Engineering - Full Time Rates  

Classification Level 
Rate Immediately Prior 

to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

C14 $930.28 $24.48 $967.49 $25.46 $1,006.19 $26.48 $1,046.44 $27.54 $1,088.30 $28.64 

C13 $955.74 $25.15 $993.97 $26.16 $1,033.73 $27.20 $1,075.08 $28.29 $1,118.08 $29.42 

C12 $990.05 $26.05 $1,029.65 $27.09 $1,070.84 $28.18 $1,113.67 $29.30 $1,158.22 $30.47 

C11 $1,021.91 $26.89 $1,062.79 $27.97 $1,105.30 $29.08 $1,149.51 $30.25 $1,195.49 $31.46 

C10 $1,075.12 $28.29 $1,118.12 $29.42 $1,162.85 $30.60 $1,209.36 $31.82 $1,257.74 $33.10 

C9 $1,108.05 $29.16 $1,152.37 $30.33 $1,198.47 $31.54 $1,246.41 $32.80 $1,296.26 $34.11 



 

C8 $1,140.82 $30.02 $1,186.45 $31.22 $1,233.91 $32.47 $1,283.27 $33.77 $1,334.60 $35.12 

C7 $1,170.55 $30.80 $1,217.37 $32.03 $1,266.07 $33.31 $1,316.71 $34.65 $1,369.38 $36.03 

C6 $1,236.41 $32.54 $1,285.87 $33.84 $1,337.30 $35.20 $1,390.79 $36.60 $1,446.42 $38.07 

C5 $1,268.43 $33.38 $1,319.17 $34.72 $1,371.93 $36.10 $1,426.81 $37.55 $1,483.88 $39.05 

C4 $1,302.12 $34.27 $1,354.20 $35.64 $1,408.37 $37.07 $1,464.71 $38.55 $1,523.30 $40.09 

C3 $1,367.83 $36.00 $1,422.54 $37.44 $1,479.44 $38.94 $1,538.62 $40.50 $1,600.17 $42.11 

C2a $1,400.76 $36.86 $1,456.79 $38.33 $1,515.06 $39.87 $1,575.66 $41.46 $1,638.69 $43.12 

C2b $1,460.22 $38.43 $1,518.63 $39.97 $1,579.37 $41.57 $1,642.55 $43.23 $1,708.25 $44.96 

           
           
           
Queensland Local Government Industry (Stream C) Award – State - 2017 – Division 2 Section 1 -Building Trades - Full Time Rates  

Classification Level 
Rate Immediately Prior 

to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

BW 1(a) $974.80 $25.65 $1,013.79 $26.68 $1,054.34 $27.74 $1,096.52 $28.85 $1,140.38 $30.01 

BW 1(b) $993.86 $26.15 $1,033.61 $27.20 $1,074.96 $28.28 $1,117.96 $29.42 $1,162.68 $30.59 

BW 1(c) $1,006.66 $26.49 $1,046.93 $27.55 $1,088.80 $28.65 $1,132.36 $29.80 $1,177.65 $30.99 

BW 1(d) $1,021.91 $26.89 $1,062.79 $27.97 $1,105.30 $29.08 $1,149.51 $30.25 $1,195.49 $31.46 

BW 2 $1,045.69 $27.52 $1,087.52 $28.62 $1,131.02 $29.77 $1,176.26 $30.96 $1,223.31 $32.19 

BT 1 $1,075.12 $28.29 $1,118.12 $29.42 $1,162.85 $30.60 $1,209.36 $31.82 $1,257.74 $33.10 

BT 2 $1,108.05 $29.16 $1,152.37 $30.33 $1,198.47 $31.54 $1,246.41 $32.80 $1,296.26 $34.11 

BT 3 $1,140.82 $30.02 $1,186.45 $31.22 $1,233.91 $32.47 $1,283.27 $33.77 $1,334.60 $35.12 

           
           
Queensland Local Government Industry (Stream A) Award – State - 2017 – Division 2 Section 3 - Children's Services - Full Time Rates 

Classification Level 

Rate Immediately Prior 
to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

Assistant CSW - Unqual - Yr 1 $992.18 $26.11 $1,031.87 $27.15 $1,073.14 $28.24 $1,116.07 $29.37 $1,160.71 $30.55 

Assistant CSW - Unqual - Yr 2 $1,026.64 $27.02 $1,067.71 $28.10 $1,110.41 $29.22 $1,154.83 $30.39 $1,201.02 $31.61 

Assistant CSW - Unqual - Yr 3 $1,062.16 $27.95 $1,104.65 $29.07 $1,148.83 $30.23 $1,194.79 $31.44 $1,242.58 $32.70 



 

Children's Services Worker - 1 Yr Qualified - 
Yr 1 $1,125.27 $29.61 $1,170.28 $30.79 $1,217.09 $32.03 $1,265.78 $33.31 $1,316.41 $34.64 

Children's Services Worker - 1 Yr Qualified - 
Yr 2 $1,148.90 $30.23 $1,194.86 $31.44 $1,242.65 $32.70 $1,292.36 $34.00 $1,344.05 $35.36 

Children's Services Worker - 1 Yr Qualified - 
Yr 3 $1,172.54 $30.86 $1,219.44 $32.09 $1,268.22 $33.38 $1,318.95 $34.71 $1,371.71 $36.10 

Asst Coordinator+ Qualified-Lge Serv - Yr 1 $1,385.36 $36.46 $1,440.77 $37.92 $1,498.41 $39.44 $1,558.34 $41.01 $1,620.68 $42.65 
Asst Coordinator+ Qualified-Lge Serv - Yr 2 $1,401.07 $36.87 $1,457.11 $38.34 $1,515.40 $39.88 $1,576.01 $41.47 $1,639.05 $43.13 
Coordinator - Unqualified - Yr 1 $1,385.36 $36.46 $1,440.77 $37.92 $1,498.41 $39.44 $1,558.34 $41.01 $1,620.68 $42.65 

Coordinator - Unqualified - Yr 2 $1,401.07 $36.87 $1,457.11 $38.34 $1,515.40 $39.88 $1,576.01 $41.47 $1,639.05 $43.13 
Coordinator - Unqualified - Yr 3 $1,424.70 $37.49 $1,481.69 $38.99 $1,540.96 $40.55 $1,602.59 $42.17 $1,666.70 $43.86 
Coordinator - Qualified-Sml Serv - Yr 1 $1,448.33 $38.11 $1,506.26 $39.63 $1,566.51 $41.22 $1,629.17 $42.87 $1,694.34 $44.58 

Coordinator - Qualified-Sml Serv - Yr 2 $1,479.89 $38.94 $1,539.09 $40.50 $1,600.65 $42.12 $1,664.67 $43.80 $1,731.26 $45.55 
Coordinator - Qualified-Lge Serv - Yr 1 $1,511.44 $39.77 $1,571.90 $41.36 $1,634.77 $43.02 $1,700.16 $44.74 $1,768.17 $46.53 

Coordinator - Qualified-Lge Serv - Yr 2 $1,531.11 $40.29 $1,592.35 $41.90 $1,656.05 $43.58 $1,722.29 $45.32 $1,791.18 $47.13 

Coordinator - Qualified-Lge Serv - Yr 3 $1,558.71 $41.02 $1,621.06 $42.66 $1,685.90 $44.37 $1,753.34 $46.14 $1,823.47 $47.99 
Coordinator - Qualified-Lge Serv - Yr 4 $1,582.34 $41.64 $1,645.63 $43.31 $1,711.46 $45.04 $1,779.92 $46.84 $1,851.11 $48.71 

           
           
Queensland Local Government Industry (Stream B) Award – State - 2017 – Division 2 Section 1 - Aged Care - Full Time Rates 

Classification Level 

Rate Immediately Prior 
to Agreement 
Certification 

September 2022 - 
4.0% 

September 2023 - 
4.0% 

September 2024 - 
4.0% 

September 2025 - 
4.0% 

All employees other than Cook and Chief 
Cook $1,022.58 $26.91 $1,063.48 $27.99 $1,106.02 $29.11 $1,150.26 $30.27 $1,196.27 $31.48 

Cook $1,064.00 $28.00 $1,106.56 $29.12 $1,150.82 $30.28 $1,196.86 $31.50 $1,244.73 $32.76 

Chief Cook $1,105.42 $29.09 $1,149.64 $30.25 $1,195.62 $31.46 $1,243.45 $32.72 $1,293.19 $34.03 
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