
 
 

 

 

 
 

 

 
 

 

 

 

 

 
 
 
 
 

The Barossa Council 

Municipal Salaried Officers  

Enterprise Agreement 2025 



Table of Contents 
Table of Contents ......................................................................................................................................... 2

1. CLAUSE 1  TITLE.................................................................................................................................. 4

2. CLAUSE 2  DEFINITIONS .................................................................................................................... 4

3. CLAUSE 3  PARTIES BOUND .............................................................................................................. 5

4. CLAUSE 4  PERIOD OF OPERATION ................................................................................................. 5

5. CLAUSE 5  RELATIONSHIP TO CURRENT AWARD & PREVIOUS AGREEMENTS .............................. 5

6. CLAUSE 6  COMMITMENT TO COLLECTIVE BARGAINING ............................................................. 5

7. CLAUSE 7  CONSULTATIVE MECHANISM ........................................................................................ 5

8. CLAUSE 8 OBJECTIVES OF AGREEMENT ......................................................................................... 7

9. CLAUSE 9  EMPLOYEE RELATIONS/COMMUNICATIONS ............................................................... 9

10. CLAUSE 10 INTRODUCTION OF SIGNIFICANT ORGANISATIONAL CHANGE ............................... 9

11. CLAUSE 11 AMALGAMATION OR BOUNDARY READJUSTMENT ................................................. 11

12. CLAUSE 12 STRATEGIES FOR IMPROVED EMPLOYEE EXPERIENCE .............................................. 11

13. CLAUSE 13  BAROSSA VISITOR CENTRE EMPLOYEES COVERED BY THE LGTHR AWARD .......... 17

14. CLAUSE 14  CASUAL, PART-TIME AND FIXED TERM EXMPLOYMENT ........................................... 17

15. CLAUSE 15 – TRUSTED PERSONAL LEAVE (Use of Sick Leave Entitlement)................................ 18

16. CLAUSE 16 – BLOOD DONOR LEAVE ............................................................................................ 20

17. CLAUSE 17 – CULTURAL LEAVE ...................................................................................................... 20

18. CLAUSE 18 – COMPASSIONATE LEAVE ......................................................................................... 20

19. CLAUSE 19 – PAID PARENTAL LEAVE............................................................................................. 20

20. CLAUSE 20 – FAMILY AND DOMESTIC VIOLENCE LEAVE ............................................................ 21

21. CLAUSE – STUDY LEAVE .................................................................................................................. 23

22. CLAUSE 22 – PURCHASED LEAVE .................................................................................................. 23

23. CLAUSE 23 – LONG SERVICE LEAVE .............................................................................................. 24

24. CLAUSE 24 – CASHING OUT OF ANNUAL LEAVE ......................................................................... 24

25. CLAUSE 25 – EMPLOYEE WELLBEING............................................................................................. 25

26. CLAUSE 26 – CORPORATE WARDROBE (Uniform Allowance) ................................................... 26

27. CLAUSE 27 – ALLOWANCES........................................................................................................... 26

28. CLAUSE 28 – GRIEVANCE/DISPUTE RESOLUTION PROCESS ........................................................ 28

29. CLAUSE 29 – PERFORMANCE AND BEHAVIOURAL MANAGEMENT, DISCLIPINE AND DISMISSALS

 ......................................................................................................................................................... 28

30. CLAUSE 30 – TERMINATION OF EMPLOYMENT ............................................................................. 30

31. CLAUSE 31 – SALARY INCREASES .................................................................................................. 30

32. CLAUSE 32 – SUPERANNUATION ................................................................................................... 30

33. CLAUSE 33 – SALARY SACRIFICE ................................................................................................... 31

34. CLAUSE 34 – INCOME PROTECTION ............................................................................................. 32

35. CLAUSE 35 – JOURNEY INSURANCE .............................................................................................. 32

~ 
~ 

11,e Ba rossa Co1111ril 



The Barossa Council Enterprise Agreement 2025   Page | 3  

 

36. CLAUSE 36 – NEGOTIATION OF FURTHER AGREEMENT ............................................................... 32 

37. CLAUSE 37 – NO FURTHER CLAIMS ................................................................................................ 32 

38. CLAUSE 38 – SIGNATORIES TO THE AGREEMENT .......................................................................... 33 

SCHEDULES  - GENERAL OFFICERS ……………………………………………………………………….….35 

   - SENIOR OFFICERS ……………………………….…………………………………………….37 

 

 

  



The Barossa Council Enterprise Agreement 2025   Page | 4  

 

 

1. CLAUSE 1  TITLE 

This Agreement shall be known as The Barossa Council Municipal Salaried Officers Enterprise Agreement 

2025.  

 

2. CLAUSE 2  DEFINITIONS 

 

"Agreement" means The Barossa Council Municipal Salaried Officers Enterprise Agreement 2025. 

 

“Award” means the South Australian Municipal Salaried Officers (SAMSO) Award and the Local 

Government Tourism, Hospitality, and Retail (LGTHR) Award. 

 

"Consultation" means the sharing of information and the exchange of views in the formulation of plans 

which have a direct impact upon Employees. It provides Employees with the genuine opportunity to 

contribute effectively to decisions and have their viewpoints heard and taken into account. 

 

“Continuous Improvement” means the ongoing identification and implementation of improved work, 

management and leadership practices to improve efficiency and effectives of the service provided to 

enable the delivery of value and quality to our stakeholders. 

 

"Council" means The Barossa Council. 

 

“Customer Facing” refers to Employees who represent Council through the delivery of direct face to 

face onsite services to our external customers as a core requirement of their role. 

 

“Enterprise Bargaining Negotiating Committee (EBNC) Employee Representative” means an Employee 

representative appointed by expression of interest.  The role of an EBNC Employee Representative is to 

effectively represent the interests of all Employees in regard to Enterprise Agreement negotiations. 

 

"Employee" means an Employee of the Council who performs work covered by this Agreement and the 

Award. 

 

“Employee Representative” means an Employee member who nominates and is elected to represent 

staff on relevant committees. 

 

"Employer" means The Barossa Council. 

 

“Management System” means the framework of policy, processes, systems or other instruments that the 

organisation uses to achieve its strategic goals. 

 

“Redundancy/Redundancies” the loss of employment due to Council no longer requiring the job the 

Employee has been doing to be performed by anyone, and redundant has a corresponding meaning. 

 

"Salary" for the purpose of salary maintenance and Voluntary Separation Packages contained in Sub-

Clauses 11.5 and 11.6, 'salary' shall mean total income including superannuation payment, use of 

vehicle, regular overtime.  Provided, however, in special circumstances the determination of salary for 

these purposes may be negotiated between Council, the Union and the officer concerned. 

 

"Union" means the Amalgamated ASU (SA) State Union known as the Australian Services Union (ASU). 

 

“Union Workplace Representative” means an ASU member elected by the members and appointed 

under the rules of the Union. 

 

"Workplace Representative" shall mean an Employee representative nominated by an Employee and 

may also include a Union Workplace Representative. The role of a Workplace Representative is to 

effectively represent the interests of all Employees. 

 

 

http://en.wikipedia.org/wiki/Business_process
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3. CLAUSE 3  PARTIES BOUND 

 

This Agreement will be binding upon: 

 

Those Employees employed by The Council pursuant to The South Australian Municipal Salaried Officers 

Award and The Local Government Tourism, Hospitality and Retail Award as amended from time to time, 

with the exception of the Chief Executive Officer. 

 

The ASU in respect of its members engaged by The Barossa Council. 

 

4. CLAUSE 4  PERIOD OF OPERATION 

 

This Agreement shall commence operation from the later of the 27 October 2025 or the date of 

certification by the South Australian Employment Tribunal and remain in force until 29 October 2028. 

 

5. CLAUSE 5  RELATIONSHIP TO CURRENT AWARD & PREVIOUS AGREEMENTS 

 

5.1. This Agreement shall be in respect to South Australian Municipal Salaried Officers (SAMSO) 

Award (as amended) for those employees employed under the SAMSO, or in conjunction with 

the Local Government Tourism, Hospitality and Retail (LGTHR) Award (as amended) for those 

employees employed under the LGTHR Award; and where inconsistent with the relevant Award, 

the terms of this Agreement shall prevail to the extent of the inconsistency. 

 

5.2. This Agreement supersedes all previous certified agreements and enterprise agreements. 

 

6. CLAUSE 6  COMMITMENT TO COLLECTIVE BARGAINING 

 

Council is committed, during the life of this Agreement and in its re-negotiation, to bargain collectively 

with the parties to this Agreement in respect of Employees whose terms and conditions have traditionally 

been covered by the SAMSO or LGTHR Award.  The terms and conditions of the SAMSO and LGTHR 

Awards and this Agreement shall apply to all Employees of the Council.  

 

7. CLAUSE 7  CONSULTATIVE MECHANISM  

 

7.1. The parties agree that a formal structure within the workplace for communication, consultation 

and negotiation can assist in ensuring sound industrial relations at the workplace.  Accordingly, 

the parties recognise that the following consultative structures are appropriate. 

 

7.2. Enterprise Bargaining Negotiating Committee (EBNC) 

 

7.2.1. An EBNC, comprising an agreed number of Employer and Employee representatives, 

shall formulate an Enterprise Agreement acceptable to all Parties.   

 

7.2.2. EBNC Employee Representatives shall consult with and represent the interests of all 

Employees covered by the Agreement during communication, consultation and 

negotiation with Management Representatives in formulating the Enterprise Agreement. 

 

7.2.3. Upon conclusion of the Enterprise Bargaining Agreement negotiations, the EBNC 

Employee Representatives shall meet with Management on a needs basis to consider 

the implementation or any disputes arising as a result of the implementation of the 

Agreement. 

 

7.3. Workplace Representatives  

 

Workplace Representatives will support, consult and represent the interests of all 

Employees during communication, consultation and negotiation with Council on general 

human resource and industrial issues affecting individuals or groups of Employees. 
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7.4. Union Workplace Representatives  

 

7.4.1. Union Workplace Representative/s shall keep the CEO informed of its membership and 

agreed operational details with the CEO and Managers. Management shall direct, 

where appropriate, relevant human resource/industrial issues to Union Workplace 

Representatives. 

 

7.4.2. Council will recognise the role of the Union Workplace Representatives who shall be 

permitted to devote a reasonable amount of time to discuss allowable matters with full 

time officers of the Union or Employees. 

 

7.4.3. Individual Employees will have the right to call on a Union Workplace Representative or 

Workplace Representative to assist them or advocate on their behalf in their dealings 

with Management. 

 

7.4.4. Union Workplace Representatives and Workplace Representatives may request, on a 

case by case basis, to be informed of the nature of employment for any vacant or new 

position. 

 

7.5. Industrial Relations Training Leave  

 

7.5.1. Council recognises that training is an important factor if Union Workplace 

Representatives are to operate effectively. Accordingly, Union Workplace 

Representatives shall be allowed up to a maximum of five (5) days training in the first 

year, as a representative and a maximum of two (2) days per year in subsequent years, 

provided reasonable notice is given to Council of the date of commencement of the 

training course, including an agenda with the times on which the course is to be 

conducted. 

 

7.5.2. Industrial Relations Training Leave shall be granted provided that Council is able to make 

adequate staffing arrangements during the period of such leave and will be allocated 

as part of the individual Employee’s training and personal development plan and 

expended from the individual’s training budget allocation. 

 

7.6. Union Officer’s Access to Workplace  

 

7.6.1. For the purpose of ensuring observance of the terms and conditions of the Award and 

the Enterprise Agreement an officer of the Union authorised in writing by the Secretary of 

the Union may, at any time during ordinary working hours, enter Council premises in which 

work to which this Agreement applies is being carried on, to inspect any time and wages 

records and relevant documents and interview any Employee, being a member or 

persons eligible to be members of his/her organisation, on those premises, subject to the 

following conditions as well as to the relevant provisions of 7.6.2 hereof: 

 

7.6.1.1. that the Union officer does not hinder or obstruct any Employee of the Council 

concerned in the performance of their work during working time; 

 

7.6.1.2. that the Union officer does not exercise this right of entry for the purpose of 7.6.1, 

in respect of the same enquiry, more often than once a month on the premises 

of the Council unless the Union officer has first obtained specific further 

authorisation to pursue that enquiry. 

 

7.6.2. The following general provisions shall apply to the right of entry of Union officers to the 

premises of the Employer under this Agreement: 

 

7.6.2.1. Wherever it is practicable, the officer authorised pursuant to 7.6.1 hereof shall 

give notice, on the working day before, to the Council of the approximate time 

of their visit and of its purpose; provided that this provision shall not apply where 
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the purpose of such visit would be nullified by the giving of such notice. 

 

7.6.2.2. Where requested by the CEO, the Union officer shall produce their authority to 

the CEO or such other person as has been nominated by the CEO. 

 

7.6.2.3. The CEO shall afford all reasonable assistance, including a suitable place or 

places for interviewing, to any Union officer exercising his/her right of entry in 

accordance with this Clause; and such officer shall cooperate reasonably and 

so far as is practicable with the Council and its officers in the conduct of any 

enquiry pursuant to 7.6.1. 

 

8. CLAUSE 8 OBJECTIVES OF AGREEMENT  

 

8.1. Primary Objectives  

 

8.1.1. All parties to this Agreement share the view that the primary objective of this Agreement 

is to achieve the highest possible level of satisfaction for Council's external and internal 

customers.  It is recognised that a number of factors must be present if this objective is to 

be achieved, including: 

 

• Workplace productivity and cost efficiency and effectiveness.  

• Flexible working arrangements. 

• Enhanced services to Council’s stakeholders including residents and visitors. 

• A professional Council image and reputation. 

• Implementation of and accountability to Council’s Community and Corporate Plans. 

• Commitment to the development, maintenance, and continuous improvement of a 

productive and harmonious working environment. 

• A high level of Employee skill, innovation and excellence and a commitment to 

enhance the careers and benefits among Employees through the prioritisation of the 

Employee experience and training and skills development. 

• The meaningful recognition of Employees. 

• Stability and collaboration in decision making and administration. 

 

8.1.2. The Parties are committed to cooperating positively to implement work practices that 

meet the requirements of Council, Employees and the Community. 

 

8.2. Developing Our Workplace Culture 

 

8.2.1. Council understands that organisational culture is interlocked with the achievement of 

outcomes, high performance, continuous improvement, efficiency and the Employee 

experience. Council also recognises the role of its leadership in shaping organisational 

culture and in creating a thriving, high performing environment where its staff are highly 

engaged, enjoy the work they do and are aligned to the organisation’s values, purpose 

and strategic objectives. 

 

8.2.2. Council sees the continuous improvement and prioritisation of the workplace culture, 

through effective leadership and Employee participation, as an essential mechanism in 

creating a highly engaged, productive and high performing workforce and in retaining 

and growing its Employees. 

 

Essential components of building a positive culture at The Barossa Council include: 

 

• Creation of a work environment that attracts and retains skilled and values aligned 

Employees to deliver its services to the community in line with the Community and 

Corporate Plan objectives and defined service levels. 

• A sense of contribution to the community through a clear connection to Council’s 

purpose. 

• Alignment to our vision and values.  

• Consistency and continuous improvement in organisational leadership practice. 
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• A system of decision making that is dedicated to transparent and two-way 

communication and devolution and empowerment at appropriate levels in the 

organisation. 

• A high degree of enjoyment at work through job satisfaction and opportunities for 

Employee growth and professional development. 

• A mutual commitment to improving organisational effectiveness and community 

outcomes. 

• Alignment to the Employee Code of Conduct which requires the display of 

respectful, constructive and professional behaviours to provide a safe place to work 

and demonstrate regard to the needs and feelings of Council and Employees in and 

outside of the workplace. 

 

8.3. Continuous Improvement  

 

8.3.1. The Parties to this Agreement are committed to continuous improvement and agree on 

the following principles to guide the Council’s approach: 

 

• Be honest and transparent.  

• Turn complaints into ideas, and problems into solutions. 

• Embrace transformation, innovation and progression. 

• Participate and create time for improvement. 

• Improve the process, empower the people. 

• Demonstrate a level of resilience - view setbacks or failures as opportunities. 

 

8.3.2. Continuous improvement will be embedded across the organisation as a cultural norm, 

with Council’s framework reflecting the intent to strive to undertake incremental 

improvements to services, and processes, encouraging Employees to identify ideas to 

improve their own work, so they can intrinsically see the value of the changes. Ultimately 

the primary focus is high customer service standards, the reduction of waste in forms of 

cost, time and rework, the streamlining of processes/workflows and the creation of a 

sound Employee experience. 

 

8.4. Human Resource Management  

 

The Parties agree that the Council’s People and Culture Policy Library contains policies 

and processes that guide employee relations, human resource activities and 

appropriate leadership practice across Council with the objective of providing a fair, 

consistent, ethical and legally compliant approach to human resource management 

and acknowledge that this plays a significant role in shaping a positive Employee 

experience. 

 

8.5. Work Health and Safety  

 

8.5.1. The Parties are committed to ensuring as far as reasonably practicable, that via a 

Management System approach to work health safety and injury management, 

Employees are provided with a safe and healthy work environment. 

 

8.5.2. Accordingly, this Agreement provides the vehicle for Council, management and 

Employees to work positively together to achieve the shared goals. In particular it 

addresses: 

 

• Work arrangements to remove restrictive working and management practices. 

• Ways to improve flexibility in labour supply. 

• Creating an environment which promotes a constructive culture, high degree of 

teamwork, trust and shared commitment among all stakeholders. 

• Ways to identify and promote high standards of excellence in the delivery of 

services. 

• Reduction in wastage. 
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9. CLAUSE 9  EMPLOYEE RELATIONS / COMMUNICATIONS  

 

9.1. Council recognises the need for Employee commitment to achieve effective improvements in 

productivity and is committed to providing opportunities for Employees to be involved and 

express their opinions through a process of consultation. 

 

9.2. Council will communicate and consult regularly with Employees, to ensure honest and open 

disclosure, accessibility and participation of all levels of the organisation and prompt 

dissemination of information, which may include a combination of email, internal newsletters, 

staff meetings and intranet. 

 

9.3. The Parties:  

 

• Recognise the need for flexibility and mutually beneficial solutions to problems and 

will ensure communications are approached within a positive, constructive 

framework seeking innovative solutions to problems and demonstrating a capacity 

to embrace change. 

• Recognise the need to build relationships based on care, trust, mutual respect and 

empathy. 

• Agree with the need to work in partnership and cooperation with each other. 

• Recognise that participatory decision-making processes are an essential ingredient 

of workplace change. 

• Recognise that Council policies associated with this Agreement are subject to 

change during the life of this Agreement. 

 

9.4. Council policies associated with this Agreement shall not be significantly changed, during the 

course of this Agreement, without final consultation with Employees except in the case of minor 

amendments. 

 

9.5. The Executive Leadership Team (ELT) shall call four (4) full staff meetings or equivalent events 

per annum in line with clause 8.2. These sessions are intended to foster open communication, 

share strategic updates, and strengthen organisational alignment.  

 

9.6. With approval from the CEO, employees may request an additional full staff meeting or event 

through their Representatives. To initiate this request, a detailed agenda must be provided to 

all employees and the CEO at least seven (7) calendar days in advance. The CEO reserves the 

right to decline such a request on the basis of operational requirements. 

 

10. CLAUSE 10 INTRODUCTION OF SIGNIFICANT ORGANISATIONAL CHANGE  

 

10.1. The Council shall engage in Consultation at an early stage with Employees and the Union in 

instances where Employees may be affected by the introduction of Significant Organisational 

Change. 

 

10.2. Significant Organisational Change means a major change to the organisation’s structure, or 

work performed by Employees, including: 

 

• Change that is likely to have significant effect on their ordinary hours of work.  

• Major changes in the composition, operation, or size of the workforce or in the skills required.  

• Change that creates a need for extensive retraining, transfer to other work or the 

restructuring of jobs.  

 

10.3. There shall be no forced Redundancies occurring as a result of any change, including 

Significant Organisational Change, introduced as a result of this Agreement. 

 

10.4. The Council shall consider practical ways of mitigating adverse effects, if any, of the change 

on Employees through discussions involving the Employees and where applicable the Union. 

Without limiting the range of options, the means of adjustment in situations where 
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Organisational Change results in positions being no longer required will be dealt with in the 

following way: 

 

• Natural attrition, in accordance with Clause 10.5. 

• Redeployment in accordance with Clause 10.6. 

• Targeted Voluntary Separation Package in accordance with Clause 10.7. 

• Negotiated Voluntary Separation Package in accordance with Clause 10.8. 

 

10.5. Natural Attrition  

 

10.5.1. The preferred method of responding to a need to reduce staffing numbers is through 

natural attrition, such as resignations or retirements, without the need for recourse to 

Redundancies. 

 

10.5.2. Where natural attrition does not occur, Council may offer redeployment or a 

Voluntary Separation Package in accordance with the provisions set out below. 

 

10.6. Redeployment  

 

10.6.1. It is the primary aim to redeploy Employees into alternative reasonable work of equal 

classification and status as their pre-redeployment position.  It is the primary aim to 

redeploy Employees into alternative reasonable work of equal classification and 

status as their pre-redeployment position. 

 

10.6.2. After examining all options, if it is agreed by the Employee and the Council that 

redeployment in accordance with 10.6.1 is not feasible, the Employee can choose 

either a Voluntary Separation Package (in accordance with 10.7 below) or to be 

redeployed into a position at a lower classification level on the following basis: 

 

• Unless otherwise agreed, the redeployment shall be to a position, where possible, 

with similar core duties as the redundant position. 

• The Employer will provide training to assist the Employee in the new position as soon 

as reasonably practicable. 

• The Employee's salary shall be frozen until the salary of the new classification level 

equals the Employee's pre-redeployment classification level, but the Employee 

shall be granted 50% of pay increases gained through enterprise bargaining. Such 

increases shall be based on the Employee's actual redeployed salary. 

 

10.6.3. An Employee who agrees to trial a redeployed position which includes core duties 

that are different from their Redundant position shall be entitled to access a Voluntary 

Separation Package in accordance with Clause 10.7 at any stage throughout the trial 

period, provided however, that the trial period shall be no longer than three months. 

 

10.7. Targeted Voluntary Separation Package 

 

Where a position is identified as Redundant, a Targeted Voluntary Separation 

Package shall be available to the Employee if Council is unable to redeploy the 

Employee to a reasonable position at the same classification level with similar 

responsibilities and at an agreed location. The Package shall be based on the 

following: 

  

• Ten (10) weeks’ notice of termination, or payment in lieu of notice. 

• Three (3) weeks’ severance payment for every year of completed service within 

the Council or Service prior to amalgamation with the District Council of Angaston, 

District Council of Barossa, District Council of Tanunda and District Council of Mount 

Pleasant to a maximum payment of 104 weeks. 

• All of the above payments will be made upon the Employee leaving the employ 

of the Council. 
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• At the Council’s discretion, an amount of up to 10% of the Employee's annual salary 

may be reimbursed by Council upon presentation of receipts and documentation 

of activities undertaken to assist the Employee to gain other employment within six 

(6) months of separation. This will be available only to bona fide employment 

seekers and will not be available to those who have secured other employment or 

do not intend to seek further employment. 

 

10.8. Negotiated Voluntary Separation 

 

Excepting those positions that are declared Redundant, other Voluntary Separation 

Packages will be at the discretion of the Council following negotiation between the 

Employee and the Council. 

 

11. CLAUSE 11 AMALGAMATION OR BOUNDARY READJUSTMENT  

 

Once a decision has been made by Council to amalgamate with one or more Councils, or 

to make a boundary adjustment which may affect Employees, an agreement shall be 

entered into between the Council, Employees and the Union covering all relevant human 

resource issues relating to that amalgamation or boundary change. 

 

12. CLAUSE 12 STRATEGIES FOR IMPROVED EMPLOYEE EXPERIENCE  

 

12.1. Training  

 

12.1.1. The Parties are committed to investigate training requirements for all Employees, and 

training undertaken in accordance with Council’s Training and Professional 

Development Policy. Management, in consultation with Employees, will develop an 

appropriate training plan based on a training needs analysis and shall implement such 

training at the earliest opportunity where reasonable. 

 

12.1.2. Out of hours training for Employees may be required on an occasional basis but only 

for items that are essential or mandatory for an Employee to undertake their role. Such 

training will be restricted to training which cannot reasonably be held during ordinary 

hours. Training sessions may be offered outside of the ordinary spread of hours 

(including weekends) and it is expected that officers will make every effort to attend; 

however, it is acknowledged that training outside of ordinary hours is voluntary. 

 

12.1.3. Time spent at mandatory training conducted outside of ordinary hours is to be paid in 

accordance with 12.5. Travel time to and from training venues outside of ordinary 

hours is not payable unless approved by the CEO. Travel allowance is in accordance 

with Council’s Employee Travel and Accommodation Policy. 

 

12.1.4. Council will reimburse reasonable childcare expenses incurred for Employees with 

family responsibilities who would be unable to attend such training without external 

childcare arrangements. 

 

12.1.5. Customer facing roles who are on rostered arrangements, subject to continuity of 

service delivery and alternate operating arrangements, will have access to up to four 

(4) full team, half day training sessions per annum. 

 

12.2. Flexibility and Work Life Balance 

 

12.2.1. Council acknowledges the positive benefits that flexibility in the workplace can 

provide to both the Employee and the organisation. Council is committed to providing 

a flexible work environment that supports the Employee and the community. 

 

12.2.2. Workplace flexibility enables both individual and organisational needs to be met 

through making changes to the time, location and way an Employee works. Flexibility 

should be mutually beneficial to both Council and the Employee. 
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12.2.3. Flexible work arrangements may be instigated by the Employee or Council and 

approval of any application for flexible work arrangements by an Employee will not 

be unreasonably withheld, subject to the needs and capacity of the Council. 

 

12.2.4. Approval by Council for an Employee to participate in a flexible work arrangement 

will depend on balancing operational requirements and the workforce planning 

needs. Approval may not be granted if operational requirements are not able to be 

managed. 

 

12.2.5. Each application will be determined based on the merit of the individual case and 

the individual circumstances of the job role, personal needs and the needs of the 

organisation at the time of the application and will not be held to apply to any other 

case or application. 

 

12.2.6. The impact on organisational outcomes, service delivery and the community will be 

considered prior to any other issue and shall be balanced with the needs of the 

Employee where possible. 

 

12.2.7. Flexible work arrangements shall not result in an unreasonable increase in the 

workload of other Employees. 

 

12.2.8. The Parties are committed to innovative and progressive flexible work options and 

agree to review, develop and implement an adequate document/s which may be a 

policy, process or guideline to support the application of the various workplace 

flexible working arrangements including, but not limited to: 

 

• Working from home 

• Part time work  

• Job-share arrangements  

• Purchased leave 

• Alternate start and finish times  

• Compressed fortnights  

• Transition to retirement 

 

12.2.9. All arrangements for flexible working conditions will be documented and agreed by 

the Employee and the Council in accordance with Council’s Flexible Work Policy. 

Documentation will include the period for which the arrangement applies, hours of 

work, duties of the Employee, obligations of Council and any other relevant 

information. 

 

12.2.10. All requests for workplace flexibility arrangements are subject to the approval of the 

relevant Director, or CEO for positions that report to the CEO. Approval can be later 

amended or discontinued to meet organisational service levels or need. Workplace 

flexibility arrangements will be subject to annual review and the provision of one 

months’ notice of amendment or discontinuance. 

 

12.3. Working Arrangements 

 

12.3.1. Council recognises that working hours should reflect the need to provide accessibility, 

responsiveness, and flexibility in the delivery of services. Working hours for Employees 

will therefore be structured on a flexible basis in accordance with the following 

guidelines. 

 

12.3.2. Ordinary hours of work for full time Employees will be 38 hours per week which is 76 

hours per fortnight. 

 

12.3.3. The ordinary hours of work for all Employees, except those outlined in clause12.3.3.1, 

shall be worked between the span of 7.30am and 7.30pm, Monday to Friday, 
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excluding public holidays. Employees may instigate to commence work at 7am 

without attracting penalty rates or loadings. No penalty payments or loading shall be 

made for work undertaken within the ordinary span of hours except where an 

Employee is required to work in excess of ten (10) hours in a day. 

 

12.3.3.1. The ordinary hours of work for The Barossa Visitor Centre Employees shall be 

from 7.30am to 7.30pm Monday to Saturday, excluding public holidays, see 

Clause 13 for further detail. 

 

12.3.4. Employees who support or supervise Employees and/or contract staff who are not 

covered by this Agreement, and depot-based Employees, may agree to alter their 

ordinary hours of work to support the operation of the business unit, provided such 

hours do not exceed 76 hours a fortnight. In this situation the 15% loading as per Clause 

12.3.8 will not apply. 

 

12.3.5. In instances where Information Technology Employees are rostered to perform 

scheduled maintenance tasks outside of the ordinary hours defined in 12.3.3, work 

performed between the hours of 7.30pm to 10.30pm Monday to Friday (excluding 

public holidays) shall attract a loading of 15% in addition to their ordinary time rate of 

pay. 

 

12.3.6. Library staff who are required to work as part of their normal roster after 5.30pm 

Monday to Friday shall be paid a loading as set out below for all such hours worked 

after 5:30pm:   

 

• for Employees paid up to and including Level 4 increment 3, a 15% loading in 

addition to their ordinary rate of pay; 

• for Employees paid at Level 4 increment 4 but no more than Level 6 increment 1, a 

15% loading calculated at Level 4 increment 3 ordinary time rate of pay; 

• for Employees paid at Level 6 increment 2 or above no loading. 

 

12.3.7. Library Staff rostered to work on weekends will be paid in accordance with Clause 

12.5 Overtime. 

 

12.3.8. Employees who, as part of their ordinary hours of work, regularly perform work prior to 

7.30am or after 7.30pm on a Monday to Friday (both inclusive) shall receive a loading 

of 15% in addition to their ordinary time rate of pay for all time worked outside of those 

hours. 

 

12.3.9. Ordinary hours worked per day will be 7.6, but this may be increased to 10 hours per 

day before penalty rates apply. This is on the understanding that there is a mutual 

agreement and is in the interest of improved customer service. 

 

12.3.10. There shall be an unpaid lunch break of a minimum of 30 minutes each day to be 

taken between the hours of 11:00am and 3:00pm. If an Employee chooses not to take 

a lunch break, this 30-minute period will not be considered part of the Employee’s 

ordinary hours. Employees may take a longer lunch break and work additional time 

to make up for the longer lunch break. This make up time will be paid at ordinary rates. 

 

12.3.11. To meet exceptional circumstances, an Employee may seek to operate a Flexible 

Work Arrangement outside of the hours prescribed in Clause 12.3.3 including 

weekends without attracting penalty rates. 

 

12.4. Flexitime  

 

12.4.1. The flexitime system shall ensure the business needs of the Council and its areas are 

met and that adequate service provision is always available, as determined by the 

relevant supervisor. 
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12.4.2. Under a flexitime system Employees can, with the permission of their Supervisor, start 

and finish work using flexible times within the span of ordinary hours (as defined in 

clause 12.3.3) as long as a minimum of 76 hours (for full time Employees) is worked over 

the fortnight. Part-time Employees shall also have the flexibility to amend start and 

finish times whilst ensuring that they work their minimum contracted hours of duty over 

the fortnight. 

 

12.4.3. Should an Employee be required to work additional hours in excess of the normal 7.6 

hours (for full-time Employees), but not more than ten (10) hours, the Employee will 

accrue flexitime. 

 

12.4.4. Part-time Employees shall accrue flexitime if they work longer than their contracted 

hours of duty on a normal day of work, with the agreement of their supervisor. They 

may also accrue flexitime if they are requested to attend training, a staff event or 

meeting on a non-workday, with their Supervisor's approval, and the hours do not 

exceed 2.5 hours. Additional hours worked that exceed 2.5 hours on a day outside 

their normal days of work will be paid at the Employee's normal rate of pay in 

accordance with Clause 14. 

 

12.4.5. Employees are not to accrue excessive flexitime hours. Employees can accumulate 

flexitime up to a balance of 22.8 hours. 

 

12.4.6. Once the flexitime limit has been reached, the Employee and their Supervisor are to 

agree a plan to reduce the outstanding credit within the next pay period, unless 

otherwise agreed. If no agreement to take flexitime can be reached, the Council may 

direct the Employee to take flexitime upon reasonable notice. Where the flexitime limit 

is exceeded, no further flexitime can accrue except where there is a written 

agreement in place. 

 

12.4.7. Accrued flexitime may be taken in hourly blocks, as half days or full days with prior 

approval. Other arrangements can be agreed with an Employee’s Supervisor to 

ensure business needs are met. 

 

12.4.8. The relevant Supervisors will be responsible for monitoring the number of hours worked 

by Employees to ensure that the requirements to accrue flexitime have been met. 

 

12.4.9. Clause 12.4 should be read in conjunction with any applicable Council Flexible Work 

policies and processes. 

 

12.5. Overtime  

 

12.5.1. Overtime provisions will only apply under the following conditions: 

 

• The work is outside the span of ordinary hours (defined in 12.3.3) or for any hours in 

excess of ten (10) per day worked at the request of management. 

• Overtime is approved in writing by the Supervisor (excluding rostered library 

Employees in accordance with 12.3.6 and rostered Barossa Visitor Centre 

Employees in accordance with Clause 13.). 

 

12.5.2. Any time worked in excess of ten (10) hours per day or outside the span of hours 

specified in Clause 12.3.3 on Monday to Friday shall be paid at the rate of time and a 

half, unless other mutually agreed arrangements are in place. 

 

12.5.3. Any time worked on Saturday or Sunday (excluding Barossa Visitor Centre Employees) 

shall be paid for a minimum of three (3) hours at the following rate: 

 

• First three (3) hours worked during the Saturday or Sunday period shall be paid at 

time and a half. 
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• All hours in excess of the first three (3) hours mentioned above shall be paid at 

double time. 

 

12.5.4. Any time worked on a public holiday shall be paid for at double time and one-half 

(excluding Barossa Visitor Centre Employees). Employees required to work overtime 

on any such occasion shall be paid a minimum of three (3) hours work at the 

appropriate overtime rate. 

 

12.5.5. Employees paid at Level 6 increment 1 or above shall be entitled to overtime 

payments or paid time in lieu calculated at the Level 5 increment 3 salary rate. 

 

12.5.6. The Council and the Employee may agree to a suitable employment package to take 

account of work, which is likely to be performed outside the ordinary hours of work 

and other similar contingencies inherent in the work. Such an agreement shall be 

entered into by mutual agreement and recorded in writing see also clause 12.7.2 

Availability Allowance. 

 

12.6. Time Off In Lieu (TOIL) of Overtime 

 

12.6.1. Employees who are required to work overtime in accordance with Clause 12.5 may 

elect to “bank” such hours in lieu of payment. 

 

12.6.2. By mutual agreement between the Employee and the Council, at a time convenient 

to both, time off may be taken in lieu of overtime payment as follows: 

 

• Time equivalent to the amount of overtime worked multiplied by the appropriate 

penalty rate; or 

• Time equal to the amount of overtime worked together with a payment 

representing the difference between the normal time rates and the appropriate 

penalty rate. 

 

12.6.3. TOIL must be granted and taken within three (3) months of the date of accrual. If, 

because of organisational constraints, time off cannot be taken within the three (3) 

months, accrued time shall be paid at the appropriate rate. 

 

12.6.4. Council shall not unreasonably deny an Employee’s request for leave. 

 

12.6.5. The maximum hours which any Employee may “bank” as TOIL shall not exceed 22.8 

hours at any one time. Where an Employee has “banked” 22.8 hours of TOIL, the 

Council may direct that time to be taken by the Employee. 

 

12.7. After Hours Call Outs  

 

12.7.1. Call Outs 

 

12.7.1.1. Call outs apply where an Employee is recalled to work. A recall to work can 

occur without needing to attend a work site, where the situation can be 

addressed offsite. This does not include answering an individual phone call of 

short duration (eg. 10 minutes). Where an Employee receives a series of 

ongoing phone calls, a call out provision will apply. 

 

12.7.1.2. Call outs will be paid for a minimum of three (3) hours, which includes travel 

time and paid at appropriate penalty rates in Clause 12.5 Overtime. 

 

12.7.1.3. A call out does not apply where the overtime is continuous (subject to a 

reasonable meal break) with the completion or commencement of ordinary 

working time. 
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12.7.2. Availability Allowance 

 

12.7.2.1. This clause applies to any Employee who is rostered to be available for recall 

to work outside of their normal working hours. 

 

12.7.2.2. Employee inclusion on the after-hours callout roster for any essential business 

function may be a mandatory requirement of their role to meet operational 

requirements and will therefore be paid in accordance with the terms and 

conditions of this Clause. 

 

12.7.2.3. For the purpose of this Clause, Availability Allowance will refer to a situation 

where an Employee is rostered to hold themselves on immediate standby to 

attend work during prescribed times outside of their normal working hours. 

 

12.7.2.4. Availability is taken to mean the ability to commence the journey to the site 

of a callout, or location to be able to respond remotely, within a suitable 

timeframe of receipt of advice of the need to respond to an after-hours 

callout. The rostered Employee would be expected to be able to respond 

within such a timeframe and comply with all the relevant laws particularly 

with respect to ensuring that they are not under the influence of alcohol or 

drugs. 

 

12.7.2.5. An Employee instructed to make themselves available or to remain on 

standby for call-out as per an agreed roster or written instruction by Council, 

shall receive, in addition to any callout payment provisions applicable under 

12.7.1.2, an amount equal to 10% of their normal hourly rate for each hour or 

part thereof that the Employee is required to be on immediate standby. 

 

12.7.2.6. This clause is applicable to positions classified at Level 6 and below of the 

Award’s General Officers Stream. 

 

12.8. Local Area Workplace Agreement (LAWA) 

 

A LAWA may be negotiated between a specific work group and management, subject to the 

following: 

 

• The LAWA should be utilised to facilitate and assist the specific work group become 

more effective in the performance of their role. 

• The LAWA may prescribe employment and working arrangements different to those 

prescribed under the Award and this Agreement, subject to the 'no disadvantage test' 

being applied by the South Australian Employment Tribunal against the Award and 

Agreement. 

• The LAWA will be documented as a Schedule to this Agreement with consequential 

variation of this Agreement. 

• The LAWA will be submitted to the South Australian Employment Tribunal for approval, 

certification and as a variation to this Agreement. 

 

12.9. Over and Under Payments 

 

12.9.1. Over Payment 

 

12.9.1.1. An Employee who has been overpaid, regardless of the cause, is liable to 

repay the amount of the overpayment back to Council. 

 

12.9.1.2. The Employee must be notified in writing as soon as possible after the error 

has been identified, stating the amount and the cause of the overpayment. 

 

12.9.1.3. Current Employees will be provided with a method for repayment by mutual 

agreement in writing between Council and the Employee. Upon mutual 
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agreement, the Employee has the option to repay the amount in full or by 

instalments via deductions from their fortnightly pay. 

 

12.9.1.4. Non-Current Employees will be set up as a debtor through Accounts 

Receivable and will have the option of repaying the amount in full or via 

fortnightly payments based on the same dollar values as current Employees. 

 

12.9.2. Underpayments 

 

12.9.2.1. Where it has been identified that Council has made an underpayment, the 

Employee (whether a current or former Employee) will be notified in writing 

stating the amount and reason for the underpayment. 

 

12.9.2.2. The amount of the underpayment will be paid as soon as practicable after 

the Employee has been advised in writing and the amount has been 

approved by Council. 

 

12.9.2.3. Any exception to the above will require CEO approval. 

 

 

13. CLAUSE 13  BAROSSA VISITOR CENTRE EMPLOYEES COVERED BY THE LGTHR AWARD  

 

13.1. Working Arrangements 

 

The ordinary hours of work for Barossa Visitor Centre Employees covered under the 

LGTHR Award shall be from 7:30am to 7:30pm Monday to Saturday, excluding public 

holidays. 

 

13.2. Overtime 

 

For Barossa Visitor Centre Employees covered under the LGTHR Award time worked 

on a Sunday or a public holiday shall be paid at the following rate: 

 

• First three (3) hours worked on a Sunday shall be paid at ordinary time. 

• All hours in excess of the first three (3) hours shall be paid at time and a half of the 

LGTHR Award Tourism Officer rate. 

• All time worked on a Public Holiday shall be paid at double time of the LGTHR 

Award Tourism Officer rate. 

 

 

14. CLAUSE 14  CASUAL, PART-TIME AND FIXED TERM EXMPLOYMENT  

  

14.1. Casual Employment  

 

14.1.1. Appointment of casual Employees shall be in accordance with the Award. Whilst the 

actual number of casual Employees is not fixed, the accumulative number of 

Employees shall not exceed the sum total of thirteen full time equivalent (FTE) 

Employees. Casual Employees may be placed wherever the organisational needs 

require them to be placed. Each casual Employee may work up to 1300 hours each 

in any one financial year. The exception to this provision is where casuals are engaged 

for a seasonal period. 

 

14.1.2. An Employee, other than a full-time Employee, employed by Council for more than 

1300 hours in a year, shall be engaged as a part-time Employee, unless the Employee 

and the Council otherwise agree that the Employee remains a casual. 
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14.2. Part Time Employment  

 

14.2.1. Any Employee employed on less than a full-time basis may be engaged as a part- 

time Employee. 

 

14.2.2. The normal working hours of a part-time Employee may be changed by mutual 

agreement between the Employee and the Council. This provision applies to meet 

the short-term requirements of either party. Where a part-time Employee agrees to 

vary their hours, the following parameters will be applied: 

 

• Employees may work up to 38 hours per week within the normal span of hours 

without attracting overtime. 

• All work performed in excess of 38 hours per week will be worked within the flexible 

hours arrangements as specified in Clause 12.3 of this Agreement. 

• Opportunities will be investigated for Employees to enter into job share 

arrangements. Any job share shall be the subject of an agreement between the 

Council and the Employee. 

 

14.3. Where a part time Employee’s existing role offers or requires additional hours, they shall be first 

offered the additional hours whenever practicable to do so, before any new, casual, or 

temporary Employees are engaged. 

 

14.4. The actual hours worked by part-time Employees shall be recorded and factored into the 

Employee's leave entitlements (e.g. Annual Leave, Sick Leave, Family Leave etc.) 

 

14.5. Part-time Employees shall progress through the incremental steps in the classification levels of 

the Award following their annual anniversary date. 

 

14.6. Fixed Term Employment  

 

Council may engage Employees for a fixed term in the following circumstances: 

 

• In a Director role 

• To undertake a project or program for a defined duration. 

• In positions which are subject to external or specific program funding. 

• To cover the absences of Employees provided that any such fixed term is clearly identified 

at the time of engagement. 

 

14.7. A written agreement setting out the terms and conditions of the contract including the nature 

of the duties and the Award classification shall be signed by Council and the Employee. 

 

14.8. Employees engaged on fixed term contracts where the duration is greater than six (6) months 

will be informed of their cessation, renewal or extension at least six weeks prior or where 

practicable three months, prior to the expiry date of their current contract. 

 

15. CLAUSE 15 – TRUSTED PERSONAL LEAVE (Use of Sick Leave Entitlement) 

 

Council acknowledges the relationship between work and family obligations and the importance 

of providing flexibility to Employees in order to support Employee wellbeing, to reduce the potential 

conflict between work and personal life, to increase productivity and reduce absenteeism. 

 

15.1. Employees are entitled to access their sick leave entitlements for Trusted Personal Leave for: 

 

• Any genuine purpose relating to their health and wellbeing including sickness, ill-health 

and its prevention 

• Caring responsibilities of an immediate family or household member 

• The serious illness or death of someone close to the Employee 

• Any other reason of a genuine personal nature 
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15.2. The intention of this leave is to allow for leave when personal circumstances arise that are of 

an urgent nature. 

 

15.3. For the purpose of this clause, family or household members include: 

 

• For the purpose of this clause, family or household members include: 

• Child (including an adult child, adopted child, stepchild, foster child, or an ex- nuptial 

child) 

• Parent/guardian, partner’s parents, stepparent 

• Grandparent, grandchild 

• Sibling or stepsibling of the Employee 

• A member of the household that is not a blood relative 

• Person you are a nominated carer for 

 

15.4. Leave for the purpose of this clause operates entirely on the basis of trust and the Employee’s 

genuine assessment of the need to take that leave, therefore a medical certificate to prove 

illness is not required except in the circumstances set out in clause 15.6 and clause 15.9.  

 

15.5. Such leave is not restricted in terms of the number of days that can be taken (provided that 

sufficient leave has been accrued by the Employee) and will be automatically authorised by 

Council. 

 

15.6. Council reserves the right to request an Employee who is absent due to personal illness for three 

(3) consecutive days or more to provide a medical certificate indicating the date on which an 

Employee is fit to resume duty. 

 

15.7. To access Trusted Personal Leave, an Employee must make a genuine endeavour to advise 

their Supervisor of the need to take Personal Trusted Leave prior to the commencement of such 

leave. If this is not possible, the Employee must make every reasonable endeavour to notify 

their Supervisor as soon as practicable in the given circumstances. 

 

15.8. Trusted Personal Leave cannot be used as a supplement to any other leave type for personal 

activities where an Employee would normally use another leave type (such as flexi-time) or 

where the activity can reasonably be undertaken outside of normal working hours. 

 

15.9. The Employee may be required to provide a medical certificate for absences where the 

Council deems that the Employee has ‘broken trust’ which may include where: 

 

• The Employee on more than one (1) occasion, without a valid reason, fails to notify 

Council of their need to take leave in accordance with clause 15.7 above; or 

• The Employee has been counselled about their behaviour, performance or 

inappropriate use of Trusted Personal Leave and continues to engage in such 

inappropriate conduct; or 

• The Council has identified any other valid reason to require the provision of evidence, 

such as an observable pattern of absence from work. 

 

15.9.1. In the instance of broken trust, the issue will be discussed with the Employee who will be 

provided with an opportunity to respond before a final decision is made. If it is decided 

that the issue has 'broken trust', the Employee will be advised that a medical certificate 

or other form of evidence will be required for all future absences. In the absence of 

appropriate documentation being provided, trusted personal leave may not be paid 

and the absence from work will be seen as unauthorised. 

 

15.9.2. Where evidence for an absence is required, the Employee may provide either a medical 

certificate (including, as best as possible, the date on which an Employee is fit to resume 

duty), a Statutory Declaration or another form of advice that can reasonably 

substantiate the reason for the absence to Council’s satisfaction. 
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15.9.3. This clause is to be read in conjunction with Clause 6.6 Sick Leave and Clause 6.8 Family 

leave of the Award. 

 

15.10. Nothing in this Clause prevents the CEO from granting special or annual leave for an Employee 

in circumstances of exceptional need. Where an Employee has insufficient trusted personal 

leave or annual leave entitlements, approval may be granted by the CEO to utilise a negative 

leave accrual of up to five (5) days. An agreement to utilise a negative leave accrual will be 

made in writing and will require the Employee to repay any negative leave entitlement to 

Council upon their resignation or termination of their employment. 

 

 

16. CLAUSE 16 – BLOOD DONOR LEAVE  

 

16.1. An Employee, other than a casual, shall be entitled access to their Trusted Personal Leave 

entitlement for the purposes of donating blood. Taking of such leave shall be arranged by 

mutual agreement between the Employee and their Supervisor. 

 

16.2. The Employee shall arrange for the absence to be at a time suitable to the operations of the 

Employee's work group, to be as close as possible to the beginning or ending of the Employee's 

ordinary working hours. 

 

17. CLAUSE 17 – CULTURAL LEAVE  

 

17.1. Council is committed to supporting the diverse cultures of our Employees and recognises that 

some Employees may have special cultural or ceremonial obligations which need to be 

observed and which may conflict with employment responsibilities. 

 

17.2. An Employee is entitled to up to five (5) days Cultural Leave per annum from existing Trusted 

Personal Leave for the purposes of attending special cultural or ceremonial events associated 

with the Employee’s culture. Supervisors are encouraged to support and assist Employees to 

meet their cultural obligations and approval for Cultural Leave will not be unreasonably 

withheld. 

 

17.3. In deciding whether to approve paid or unpaid Cultural Leave under this clause, the relevant 

Supervisor will consider the operational requirements of the organisation and the 

abovementioned importance of supporting the diverse cultures of Council's Employees. 

 

18. CLAUSE 18 – COMPASSIONATE LEAVE  

 

18.1. Employees are entitled to three (3) days paid compassionate leave per each occasion that a 

member of the Employees immediate family or household member (as defined under Clause 

15.3) contracts or develops a personal injury or illness that poses a serious threat to their life or 

dies. This leave is paid in accordance with Bereavement Leave as referenced in the Award 

and in addition to Trusted Personal Leave. 

 

18.2. An Employee may access unpaid Compassionate Leave by agreement with their Supervisor. 

 

19. CLAUSE 19 – PAID PARENTAL LEAVE 

 

Leave under this clause forms part of the total 52 weeks able to be taken for parental leave under the 

Award. 

 

19.1. Where an Employee (excluding those under casual employment terms and conditions), being 

the parent of the child, can demonstrate they are the parent to a newborn child under the 

age of one (1) year, they shall be granted Parental Leave on full pay for a period as detailed 

below: 

 

• Four (4) weeks paid following the completion of their probationary period but before 

twelve (12) months of service from their employment commencement date; or 
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• Twelve (12) weeks paid following 12 months or more of continuous service from their 

employment commencement date. 

 

19.2. Full pay for the purposes of Parental Leave provisions will be paid based on the Employee’s 

average hours worked for the two (2) years immediately preceding the parental leave period. 

Part time Employees will be entitled to the same provisions as full time Employees on a pro-rata 

basis according to their contracted hours. 

 

19.3. Should both parents be Employees of Council, simultaneous access to Parental Leave will be 

made available, subject to operational requirements and Council’s ability to deliver core 

services to the community. 

 

19.4. Paid Parental Leave of up to twelve (12) weeks will be paid in normal fortnightly payments, at 

either full or half pay, from the commencement of the Parental Leave. 

 

19.5. In this instance, entitlements will apply as follows: 

 

• After probation but before twelve (12) months service: four (4) weeks full pay or eight 

(8) weeks half pay 

• Twelve (12) months or more of continuous service: twelve (12) weeks full pay or 24 weeks 

half pay 

 

19.6. Years of service with other South Australian Local Government bodies will be recognised in 

determining the entitlement. 

 

19.7. Any public or other statutory holiday that falls within the period of parental leave shall be 

counted as a day of parental leave. 

 

19.8. Absence from work during paid parental leave shall count as service for the purposes of Trusted 

Personal Leave, Annual Leave and Long Service leave. 

 

19.9. The Parties acknowledge that Employees can access Council’s paid provision in addition to 

any Federal Paid Parental Leave entitlement (if eligible). The Employee must provide written 

advice as to whether they wish to receive the Council and Federal Government entitlements 

simultaneously (at the same time) or consecutively (one after the other). Employees on fixed 

term contracts will not be entitled to parental leave beyond the expiry of their contract unless 

the contract is renewed prior to the expiry. 

 

19.10.  This clause is to be read in conjunction with Clause 6.5 of the Award. 

 

 

20. CLAUSE 20 – FAMILY AND DOMESTIC VIOLENCE LEAVE  

 

Council recognises that Employees may face situations of violence or abuse in their personal life that 

may affect their attendance or performance at work. Therefore, Council is committed to providing 

support to staff that experience family violence. 

 

20.1. Family and domestic violence means violent, threatening or other abusive behaviour by an 

Employee’s close relative that: 

 

• Seeks to coerce or control the Employee;  

• Causes them harm or fear. 

 

This may be contextualised in many forms including physical, sexual, emotional, psychological 

or economic abuse. 

 

20.2. A close relative, for the purposes of Family and Domestic Violence Leave is an Employee’s: 
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• Spouse or former spouse 

• De facto partner or former de facto partner 

• Child  

• Parent  

• Grandparent  

• Grandchild 

• Sibling  

• An Employee’s current or former spouse or de factor partner’s child, parent, 

grandparent, grandchild, or sibling, or 

• A person related to the Employee according to Aboriginal or Torres Strait Islander kinship 

rules. 

 

20.3. Paid Family and Domestic Violence Leave 

 

An Employee experiencing family and domestic violence will have access to fifteen (15) paid 

days per year of special leave for medical appointments, legal proceedings and other 

activities related to family violence. This leave will be in addition to existing leave entitlements 

and may be taken as consecutive or single days or as a fraction of a day. 

 

This leave: 

 

• Does not accumulate from year to year if it is not used; 

• Is available in full when an Employee commences working at the Council; and 

• Renews in full on the Employee's annual work anniversary. 

 

20.4. Unpaid Family and Domestic Violence Leave 

 

All Employees (including part-time and casual Employees) are entitled to five (5) days unpaid 

family and domestic violence leave each year. 

 

20.5. On a case-by-case basis, Council and the Employee may mutually agree for the Employee 

to access further unpaid leave. 

 

20.6. Support to Employees Dealing with Family and Domestic Violence 

 

Employees dealing with the impact of family and domestic violence can: 

 

• Take unpaid family and domestic violence leave; 

• Request flexible working arrangements; 

• Take paid Trusted Personal Leave or a combination of Trusted Personal Leave in 

addition to the Family and Domestic Violence Leave entitlements, in certain 

circumstances; 

• Request additional safety measures be put in place to ensure the Employee’s safety in 

the workplace such as, but not limited to, changing a work phone number, changing 

work location, or screening incoming calls; 

• Be provided with access to information on where they can get further help and support; 

and 

• Expect that Council will take all necessary steps to ensure all disclosures and activities 

are kept confidential. 

 

20.7. Accessing Family and Domestic Violence Leave 

 

An Employee may be required to produce evidence that family or domestic violence has 

occurred, such as a medical certificate or a document issued by the police service and/or 

court. 

 

20.8. Confidentiality and management of sensitive information 
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20.9. The Council and the Employee will work together to ensure all reasonable attempts are made 

to ensure personal information concerning matters of family or domestic violence are kept 

confidential. In instances where required by law, or out of necessity to protect the life, health 

or safety of the Employee or another person in the workplace, Council is not prevented from 

disclosing information. In this instance and where practicable, Council is committed to working 

with the Employee to discuss and agree on how this information will be handled and disclosed.  

 

21. CLAUSE – STUDY LEAVE  

 

21.1. Study Leave may be granted at the discretion of Council to an Employee where the proposed 

course of study will directly benefit the Employee in the performance of their present position 

or in developing their career path. 

 

An Employee has the option to:  

 

• Take up to five (5) hours paid study leave per week, provided that where practicable 

the Employee undertakes equal course time in his or her own time and the course 

directly relates to the Employee’s present position; 

• Take up to two (2)days per financial year where the course relates to the Employee’s 

career in Local Government; or 

• Seek reimbursement for part or all fees relating to courses which may be mutually 

beneficial to the Employee and Council. 

 

This Clause shall apply on a pro rata basis for part-time Employees. 

 

21.2. The number of Employees permitted study leave at the same time within a particular work 

section shall be based upon the size and requirements of the section. Staff from within the same 

section affected by an Employee undertaking study leave will be consulted about operational 

issues. 

 

21.3. Where an Employee is required by the Council to undertake a course of study or attend a 

training course, all fees relating to such course shall be paid by Council. 

 

21.4. This clause should be read in conjunction with any Council policy relating to training and 

professional development (if applicable). 

 

22. CLAUSE 22 – PURCHASED LEAVE  

 

22.1. Employees may apply to purchase up to four (4) weeks additional leave over a two (2) year 

period (pro rata for part time Employees) which may be reasonably refused on operational 

grounds. 

 

22.2. If purchased leave is approved, it may be cancelled by either party on three (3) months’ notice 

or less in exceptional circumstances with the agreement of the CEO. 

 

22.3. The Employee’s annual salary shall be apportioned based upon the amount of leave 

purchased and distributed on a fortnightly basis. This allows Employees to continue to receive 

pay during periods for which purchased leave is approved. The value of accrued purchased 

leave must be the equivalent to value of the Employee’s salary at the time of taking leave. 

 

22.4. Applications for purchased leave, detailing time of leave, must be made to the Employee’s 

Director and/or the CEO preceding the year that, if approved, purchased leave shall be taken. 

 

22.5. Purchased leave can only be taken in week blocks and must be fully accrued (paid for) prior 

to it being taken. There shall be no discretion provided to this clause. If the necessary leave has 

not been accrued at the existing rate of pay then value of accrued purchased leave must be 

‘topped up’ by the Employee or the available purchased leave days reduced to that which is 

accrued at the time when leave is taken. 

 



The Barossa Council Enterprise Agreement 2025   Page | 24  

 

 

22.6. Purchased leave must be used in the financial year following the Employee’s application or it 

is lost. Any leave purchased in this circumstance shall be reimbursed to the Employee including 

any adjustments to taxation. There shall be no discretion provided to carry such leave forward. 

 

22.7. Purchased leave will count to an Employee’s continuity of service. 

 

22.8. Where an Employee/Employer requests cancellation of purchased leave before the leave has 

been taken, and this is agreed, the appropriate salary adjustment will be paid as a lump sum. 

 

22.9. Where an Employee ceases paid employment during the year in which the purchased leave 

has been approved, reconciliation will occur to ensure that all monies owing to the Employee 

are accounted for and an appropriate payment is made. 

 

23. CLAUSE 23 – LONG SERVICE LEAVE  

 

23.1. Long Service Leave will be administered in accordance with the Long Service Leave Act 1987 

(SA) and Council’s Leave Management Policy. 

 

23.2. Long Service Leave may be taken at a time mutually convenient between Council and the 

Employee concerned after seven (7) years’ service, in blocks of at least one (1) week. 

 

23.3. An Employee may take Long Service Leave after seven (7) years of service, in the following 

manner: 

 

• Half pay, thus doubling the period of leave taken; 

• Double pay, thus halving the period of leave taken; 

• ‘Cashing out’ part of their accrued leave (subject to approval by the Director or CEO 

taking account of budgetary constraints and claims made); or 

• Take the leave as normal. 

 

 

24. CLAUSE 24 – CASHING OUT OF ANNUAL LEAVE  

 

24.1. An Employee may seek to cash out a particular amount of accrued annual leave in 

accordance with this Clause. 

 

24.2. Each cashing out of a particular amount of paid annual leave must be the subject of a 

separate agreement under this Clause. 

 

24.3. A request must be made in writing to the CEO stating the amount of leave to be cashed out. 

Approval will be provided taking into account budgetary constraints and claims made. 

 

24.4. An agreement made under this Clause will state: 

 

• The amount of leave to be cashed out and the payment to be made to the Employee 

for it; 

• The date of which the payment is to be made; and 

• The amount of accrued annual leave remaining after the payment has been made. 

 

24.5. The payment must not be less than the amount that would have been payable had the 

Employee taken the annual leave at the time the payment is made. 

 

24.6. An agreement must not result in the Employee’s remaining accrued annual leave entitlement 

to be less than eight (8) weeks. 

 

24.7. The Employee is entitled to take the amount of annual leave cashed out at a later date as 

leave without pay. 
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24.8. Council will keep a copy of any agreement made under this Clause on the Employee’s record. 

 

 

25. CLAUSE 25 – EMPLOYEE WELLBEING  

 

25.1. Council takes a holistic approach to enhancing Employee wellbeing and recognises there are 

many and variable aspects of life that can impact the mental, physical and emotional 

wellbeing of its Employees. 

 

25.2. Council recognises the importance of person-centred training and development in the 

reduction of stress and the achievement of overall improved Employee outcomes. Council is 

committed to facilitating access to services and programs that support Employee wellbeing 

and build resilience and individual capacity. 

 

25.3. In order to support holistic and person-centred wellbeing and development and to reduce the 

presence and impact of Employee stressors, Council will provide Employees with access to an 

Employee Wellbeing and Resilience Program (EWRP). This program consists of a team of 

providers who offer a range of independent, professional and confidential services and training 

at no cost to the Employee. 

 

25.4. Employees will have an opportunity to tailor their wellbeing experience by selecting the 

wellbeing and resilience services or training that meets their needs, to the value of $300 per 

permanent or fixed term, part-time or full-time employee or to the value of $150 for casual 

employees per financial year. Sessions will not accrue beyond the financial year, are not 

indexed and will be paid in accordance with Council policy and process. 

 

25.5. A list of Council service providers will be made available to staff. The list of service providers will 

be maintained, updated and communicated accordingly. Services, training and programs 

available under Council’s EWRP are categorised under physical wellbeing, emotional 

wellbeing and life administration services. 

 

25.6. It is preferrable that accessing the services within the Wellbeing and Resilience Program is done 

so outside of working hours. In instances where services are not available outside of business 

hours, Employees can access either flexitime or Trusted Personal Leave. 

 

25.7. Council and the Employee will work together to ensure all reasonable attempts are made to 

ensure personal information concerning Employees accessing EWRP services is administered 

and handled with sensitivity and kept confidential. In instances where required by law, or out 

of necessity to protect the life, health or safety of the Employee or another person in the 

workplace, Council is not prevented from disclosing information. In this instance and where 

practicable, Council is committed to working with the Employee to discuss and agree on how 

this information will be handled and disclosed. 

 

25.8. On occasion, further visits under the EWRP may be negotiated with the relevant Director or 

CEO to meet special needs on an agreed basis. 

 

25.9. For the avoidance of doubt, Council will continue to offer access to its prior Employee 

Assistance Program (EAP) under the banner of ‘Counselling’ as a component of its holistic 

EWRP. 

 

25.10.  Access to the Local Government Association’s Corporate Health Program and Council's 

Influenza immunisation Program will continue to be promoted internally and made available 

to Employees of Council. 

 

25.11.  Further vaccinations (ie. Hepatitis A and B) will be provided to Employees working in specific 

roles based on identified risks and medical advice. 
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26. CLAUSE 26 – CORPORATE WARDROBE (Uniform Allowance) 

  

26.1. Eligibility Criteria – Full Allowance 

 

The Uniform Allowance is applicable upon the successful completion of the probationary 

period to the following: 

 

• Full time or part time Employees who are employed on an ongoing permanent basis. 

• Full time or part time Employees who are employed on a fixed term basis for a minimum 

of twelve (12) months. 

 

26.2. Eligibility Criteria – Customer Facing 

 

Where an Employee is engaged in a ‘Customer Facing Position’ that requires them to 

professionally represent Council to external customers as a part of the core and inherent 

requirements of their position, they will be provided with appropriate access to branded 

uniform prior to the completion of their probationary period. This also includes: 

 

• Full or part time Employees who are employed on a fixed term basis of less than twelve 

(12) months. 

• Casual Employees. 

 

26.3. Uniform requirements that are not defined within this clause, including exceptional 

circumstances, may be considered, and approved on a case-by-case scenario by the CEO. 

 

26.4. Uniform Allowance  

 

26.4.1. Establishment  

 

The Establishment Allowance is available upon first issue only, for any eligible Employee who 

has not previously accessed the Uniform Allowance. In subsequent years, the annual 

Maintenance Allowance is applicable. 

 

26.4.2. Maintenance 

 

A Maintenance Allowance is available for eligible Employee on an annual basis. 

 

26.4.3. Allowance Provisions: 

 

• Establishment Allowance: $969.40 

• Maintenance Allowance: $582.10 

 

26.4.4. Allowances do not accumulate and will be renewed at the beginning of each financial 

year. 

 

26.4.5. Allowances are for the purposes of Uniform only as supplied through Council’s preferred 

suppliers and cannot be claimed from Council in any other way. 

 

27. CLAUSE 27 – ALLOWANCES  

 

27.1. First Aid Allowance 

 

27.1.1. Staff engaged under this Agreement who have been designated by the workplace to 

perform the duties of a First Aid Officer, are entitled to claim a fortnightly First Aid 

Allowance provided they possess a current First Aid Certificate. An allowance shall be 

paid in respect of each such week that a First Aid Officer is required to act upon their 

certificate. 
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27.1.2. Casual and part-time Employees required to be able to perform the duties of a First Aid 

Officer will be paid an allowance calculated on a pro rata basis providing that such 

payment cannot exceed the amount outlined in the SAMSO Award in any one working 

week. 

 

27.1.3. The payment shall not be paid whilst an Employee is taking any form of leave.  

 

27.1.4. Employees already in possession of a First Aid Certificate upon commencement of 

employment at Council will not be reimbursed the initial cost incurred in obtaining the 

certificate. 

 

27.1.5. Where an Employee does not hold a first aid certificate but is required to obtain a 

certificate, then all reasonable costs associated with the obtaining of such certificate 

shall be borne by Council including the renewal of certificates. 

 

27.1.6. Any increases in this allowance amount as reflected in the SAMSO Award will be 

applied annually on the anniversary date of this Agreement. 

 

27.2. Fire Warden Allowance  

 

27.2.1. Staff engaged under this Agreement who have been designated by the workplace to 

perform duties of a Fire Warden, are entitled to claim a fortnightly allowance, the 

equivalent to the rate of allowance as per the First Aid Officer clause 27.1.1., provided 

they possess a current Fire Warden Training Certificate.  An allowance shall be paid in 

respect of each such week that a Fire Warden is required to act upon their certificate. 

 

27.2.2. Casual and pert-time staff required to be able to perform the duties of a Fire Warden 

will be paid an allowance calculated on a pro-rata basis providing that such payment 

cannot exceed the amount referenced in clause 27.1.1. in any one working week. 

 

27.2.3. The payment shall not be paid whilst an employee is taking any form of leave.  

 

27.2.4. Employees already in possession of a Fire Warden Training Certificate upon 

commencement of employment at Council will not be reimbursed the initial cost 

incurred in obtaining the certificate. 

 

27.2.5. Where an Employee does not hold a Fire Warden Training Certificate but is required to 

obtain a certificate, then all reasonable costs associated with the obtaining of such 

certificate shall be borne by Council including the renewal of certificates. 

 

27.2.6. Any increases in this allowance amount as reflected in the amount referenced in 27.1.1. 

will be applied annually on the anniversary date of this Agreement. 

 

27.3. Travel Allowance  

 

27.3.1. Where an Employee uses their motor car on or in connection with the business of 

Council, they shall be reimbursed in accordance with the Award and Council’s 

Employee Travel and Accommodation Policy. 

 

27.3.2. An Employee shall be entitled to have their motor driver’s licence paid by Council (or 

the cost reimbursed) in circumstances where the requirement for the Employee to drive 

a motor vehicle is a normal and regular feature in the performance of their ordinary 

duties in accordance with the Award. 

 

27.3.3. Should the Employee resign from the service of Council, or have their service 

terminated, prior to the expiration of the period of their licence, Council shall have the 

right to deduct from monies due to the Employee on termination, an amount pro-rata 

to the unexpired portion of the licence fee. 
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28. CLAUSE 28 – GRIEVANCE / DISPUTE RESOLUTION PROCESS  

 

28.1. In the event of a dispute between the Council and an Employee or Employees concerning any 

aspect of work, the following procedure shall apply. 

 

28.1.1. It is the aim of all Parties to ensure that grievances are resolved as quickly as possible in 

order to preserve positive working relationships. 

 

28.1.2. Employee(s) will in the first instance seek to resolve any dispute with the relevant 

Supervisor. If the Employee wishes, he or she may involve a Workplace Representative 

in attempting to resolve the dispute. Conversely, Supervisors should seek to resolve any 

dispute with the Employees concerned. 

 

28.1.3. If the matter is unresolved after three (3) days the Employee (and the Workplace 

Representative if desired) or supervisor may discuss the matter at a mutually convenient 

time with the relevant Director. 

 

28.1.4. If the matter is not resolved at this stage, the Employee (and the Workplace 

Representative if desired) may refer the matter to the Chief Executive Officer. The 

Employee may involve the Union Industrial Officer or other representative at this stage. 

 

28.1.5. The above process should be completed within fourteen (14) days of the issue first being 

raised. 

 

28.2. In the absence of a satisfactory resolution to the matters in dispute, either party may seek 

assistance from the South Australian Employment Tribunal in a conciliation role and, if 

necessary, to arbitrate the dispute. 

 

28.3. Nothing contained in this Clause shall prevent a Union Industrial Officer from either representing 

its members or raising matters directly with management at any stage of the grievance 

procedure. 

 

28.4. Enterprise Bargaining Agreement Dispute Resolution 

 

28.4.1. In the event of any problems arising from the implementation of matters contained in 

this Agreement, Staff Representatives of the Enterprise Bargaining Negotiating 

Committee shall discuss the matter with Management, with the view to adopting an 

appropriate course of action to resolve the matter. 

 

28.4.2. Should such discussion fail to reach a satisfactory resolution, the matter shall be the 

subject of negotiation between the management of the Council, Workplace 

Representatives and the Union on behalf of Council Employees. 

 

28.4.3. In the absence of a satisfactory resolution to the matters in dispute, either party may 

seek assistance from the South Australian Employment Tribunal in a conciliation role 

and, if necessary, to arbitrate the dispute. 

 

29. CLAUSE 29 – PERFORMANCE AND BEHAVIOURAL MANAGEMENT, DISCLIPINE AND DISMISSALS  

 

29.1. The parties agree that management of Employee performance and behavioural conduct will 

occur in the workplace based on the principles of procedural fairness. 

 

29.2. Council’s performance and behavioural management processes including formal disciplinary 

processes are outlined in the Performance Management Process and Behavioural 

Management Process as amended from time to time. The purpose of these Processes is to 

ensure: 
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• Leaders have a framework in which to affect effective performance management and 

responsible disciplinary processes within the workplace. 

• All Employees know and understand the difference between performance 

management and behavioural conduct management and their interface with 

disciplinary processes. 

• All Employees have the opportunity to improve their performance and/or modify their 

behaviour so that they can maintain a satisfactory level of performance and/or meet 

acceptable standards of behaviour. 

• All Employees perform to expected standards and that they are aware of those 

standards and suitably trained to satisfy those standards. 

• Work practices and methods are designed and conducted in such a way to avoid risk 

of injury, harm and risk to health of employees. 

 

29.3. Minor and Serious Misdemeanour 

 

29.3.1. For the purposes of this Clause, a misdemeanour relates to both poor work performance 

and unacceptable behaviour. 

 

29.3.2. A single misdemeanour can be categorised as either a minor or a serious 

misdemeanour.  

 

29.3.3. An accumulation of minor misdemeanours may be categorised as a serious 

misdemeanour. 

 

29.4. Minor Misdemeanour 

 

29.4.1. A minor misdemeanour need not be dealt with based on formal disciplinary action but 

may be dealt with informally by a Supervisor or Manager. In instances where a 

misdemeanour has been addressed informally, it will be confirmed in writing to the 

Employee by the Manager. 

 

29.4.2. Where an Employee repeats unacceptable behaviour and/or performance or 

engages in further misdemeanour/s the Supervisor or Manager will exercise discretion 

as to the appropriate course of action. Appropriate action may include counselling 

and/or guidance, or they may regard the situation as a serious misdemeanour where 

the formal disciplinary process is effected. Each situation will be considered on its merits. 

 

29.5. Serious Misdemeanour  

 

29.5.1. A performance and/or behaviour matter may be immediately determined as serious in 

nature, in which case formal disciplinary action commences. 

 

29.6. Formal Disciplinary Action 

 

29.6.1. The Employer and Employee will adhere to the principles of procedural fairness when 

engaging in disciplinary action as it relates to addressing poor performance or 

behavioural misconduct. Specifically, Council will meet its obligations to: 

 

• Adequately inform those involved of the main points of any allegation or grounds for 

negative comment against them, with due notice, including any reasons for the 

allegation and any negative or prejudicial information relating to the Employee that 

is likely to be used in the decision-making process. 

• Provide an Employee who is under disciplinary investigation with reasonable 

opportunity, given the circumstances, to respond to an allegation of misconduct. 

• Consider all relevant facts and circumstances for each individual case and maintain 

an open-minded approach in the decision-making process. 
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29.6.2. An Employee has the right to be accompanied by a support person or representative 

of their choice at formal disciplinary meetings and will be supplied adequate time to 

coordinate their support person or Representative’s attendance at such meeting. 

 

29.6.3. Employees involved in matters (other than those related to Equal Employment 

Opportunity, Harassment or Bullying grievances) may appeal the processes and 

outcomes by referring to Clause 28 of this agreement. 

 

 

30. CLAUSE 30 – TERMINATION OF EMPLOYMENT  

 

30.1. Resignation 

 

30.1.1. At any time during the probationary period, employment may be terminated by either 

party by giving one (1) weeks’ notice. 

 

30.1.2. If an employee is terminated by The Barossa Council during the probationary period, 

one (1) weeks’ remuneration may be paid in lieu of notice, at the option of the Council. 

 

30.1.3. Any Employee, other than a casual Employee, desiring to terminate their employment 

shall give to the Council two (2) weeks’ notice of their intention to do so. 

 

30.2. Certification Of Service  

 

30.2.1. Upon termination of employment, the Council, when requested by the Employee 

concerned, shall provide the Employee with a certificate of service stating length of 

service, duties performed, the classification of the Employee and details of any long 

service leave entitlements. 

 

31. CLAUSE 31 – SALARY INCREASES  

 

31.1. The salary increases are agreed upon with the understanding that staff and management will 

working collectively to deliver operational efficiencies over the life of this Agreement to offset 

costs associate with the salary increases. 

 

31.2. Effective from the first full pay period occurring on or after 27 October 2025 a salary increase of 

4%. 

 

31.3. Effective from the first full pay period occurring on or after 27 October 2026 a salary increase of 

4.5%. 

 

31.4. Effective from the first full pay period occurring on or after 27 October 2027 a salary increase of 

4.5%. 

 

31.5. The minimum annual rate of salary to be paid to Employees as provided for above are set out 

in Appendix A which includes the absorption of leave loading. 

 

31.6. In addition to the above wage increases, the Council will provide Income Protection Insurance 

as provided for in Clause 34. Should for any reason the Council discontinue this protection for 

Employees, the minimum salary rates shall be increased commensurate with the contribution 

cost of providing the income protection insurance at the time of signing this Agreement. 

 

32. CLAUSE 32 – SUPERANNUATION  

 

The Council shall pay superannuation contributions in respect of each Employee into the 

Employee’s nominated superannuation fund. 

 

32.1. Choice of fund will apply to all Employees who will be provided with a standard choice form to 

enable them to select a fund in accordance with relevant legislation. For any Employee that 
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does not provide a choice form within an appropriate period, as determined by the Employer, 

all contributions will be paid into their stapled super account. If a stapled fund is unable to be 

identified contributions will be made to Hostplus Super as the default fund. 

 

32.2. The opportunity to switch funds shall be provided on an annual basis. 

 

32.3. Council will not bear any third party or Employee costs or penalties associated with transferring 

superannuation providers. 

 

32.4. The amount of the Employer superannuation contribution will be: 

 

32.4.1. For each Employee who is making “Salarylink Contributions” to Hostplus: 

 

• 3% of the Employee’s salary; and 

• Any additional contributions which the Employer is required to pay in respect of the 

Employee pursuant to the Trust Deed of Hostplus as advised by the Trustee from time to 

time to finance the Salarylink benefit for the Employee; and 

• Any additional superannuation contributions which the Employer agrees to pay in 

respect of the Employee. 

“Salarylink Contributions” has the meaning given to that term under the Trust Deed of 

Hostplus 

 

The Trust Deed of Hostplus ensures compliance with the Superannuation Guarantee 

(Administration) Act 1992 (Cth). 

 

32.5. For each other Employee: 

 

• Contributions which the Employer must pay to a superannuation fund in respect of the 

Employee in order to avoid becoming liable for a shortfall in respect of the Employee 

under the Superannuation Guarantee (Administration) Act 1992 (Cth); and 

• Any additional superannuation contributions which the Employer agrees to pay in 

respect of the Employee. 

 

33. CLAUSE 33 – SALARY SACRIFICE  

 

33.1. Salary sacrificing superannuation shall be available to Employees. An Employee may elect to 

vary the amount of salary sacrifice paid to an eligible superannuation fund on a prospective 

basis at any time during the life of this Agreement. 

 

33.2. The application shall be in writing and detail the amount of salary to be sacrificed to 

superannuation. 

 

33.3. The Employee shall bear the responsibility and costs associated with taxation and any other 

matters in respect of the salary sacrifice arrangements. The Parties agree that the net salary 

paid to an Employee will be reduced by any amount salary sacrificed to superannuation.  

 

33.4. Employees may salary sacrifice through the financial services of an independent Salary 

Sacrifice Agency, provided that where any such salary sacrifice causes a cost to Council in 

terms of Fringe Benefits Tax (FBT), the Council shall be able to recover the cost of FBT from the 

Employee. 

 

33.5. The Employee’s substantive gross salary for all purposes, including but not limited to, 

superannuation, annual leave, annual leave loading and long service leave, shall be the pre-

sacrificed salary. 
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34. CLAUSE 34 – INCOME PROTECTION  

 

34.1. Employees covered by this Agreement shall receive income protection through the Local 

Government Risk Services - Local Government Income Protection Fund (LGIPF). The terms and 

conditions of the protection shall be determined by the LGIPF, however, the contribution shall 

be paid by the Employer. 

 

34.2. During a claim for income protection, all periods of absence shall not be counted towards 

service but shall not break service. As such, the Employee shall not accrue Annual Leave or Sick 

Leave. Accrual for Long Service Leave and payments for Superannuation shall continue during 

the claim period. 

 

35. CLAUSE 35 – JOURNEY INSURANCE  

 

35.1. Employees covered by this Agreement shall receive 24-hour journey insurance (refer to the 

Product Disclosure Statement for terms and conditions of the policy). 

 

36. CLAUSE 36 – NEGOTIATION OF FURTHER AGREEMENT  

 

36.1. The Parties commit to commence negotiations to review this Agreement no later than six (6) 

months before the end of the term of the Agreement. 

 

37. CLAUSE 37 – NO FURTHER CLAIMS  

 

37.1. The Parties to this Agreement undertake that for the life of this Agreement, there will be no 

further claims or salary increases except as provided for under this Agreement. 

 

37.2. This Agreement shall not preclude increases granted by the State Wage Case for economic 

adjustment purposes from being accessed by those covered by this Agreement. Such Wage 

Case decisions must clearly determine that any such increases are in addition to Enterprise 

Bargaining Agreements. 
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38. CLAUSE 38 – SIGNATORIES TO THE AGREEMENT  

 

 

  

Signed for and on behalf of the Australian Services Union by ........ .. ... .. .... ..... ... .. ...... ... .... .. . 

Position Tille: ...... °B.(~.vi.cJ'.\- .. $.~ 5;.,f ~+P.,·\j ...... ......................... . 
;STgnature ~,Co JJ -~:-~:.= :·--=~:. -~--.-·::=:_ f lV!i!.n€~s· ·- i 
: : -~ - : 
; Full Name: -bfu\-ni_-e,._ ~ru:t.c-ef . .. . f . ..~ --~ 

r-o;i;;~·· 1.2. •. 'l . 2s .......... __ ........ ___ .. _ .. _______ ........ __ l_Q2!'?:1i73/-z . .,..z 5, --: 
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The Barossa Council 

 

GENERAL OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2025 

 

 

CLASS CODE LEVEL EA  

27.10.2024 

Annual Gross 

2025 

Fortnightly 

Gross 

GOS 011 Level 1 1st Year 59,042.77 61,404.48 2,361.71 

GOS 012   2nd Year 60,405.69 62,821.92 2,416.23 

GOS 013   3rd Year 62,310.59 64,803.01 2,492.42 

GOS 014   4th Year 64,353.65 66,927.80 2,574.15 

GOS 015   5th Year 66,396.70 69,052.57 2,655.87 

GOS 016   6th Year 68,437.10 71,174.58 2,737.48 

GOS 021 Level 2 1st Year 70,506.72 73,326.99 2,820.27 

GOS 022   2nd Year 72,549.77 75,451.76 2,901.99 

GOS 023   3rd Year 74,592.83 77,576.54 2,983.71 

GOS 024   4th Year 76,635.88 79,701.32 3,065.44 

GOS 031 Level 3 1st Year 78,676.28 81,823.33 3,147.05 

GOS 032   2nd Year 80,719.33 83,948.10 3,228.77 

GOS 033   3rd Year 82,762.38 86,072.88 3,310.50 

GOS 034   4th Year 84,805.44 88,197.66 3,392.22 

GOS 041 Level 4 1st Year 86,845.83 90,319.66 3,473.83 

GOS 042   2nd Year 88,888.89 92,444.45 3,555.56 

GOS 043   3rd Year 90,931.94 94,569.22 3,637.28 

GOS 044   4th Year 92,974.99 96,693.99 3,719.00 

GOS 051 Level 5 1st Year 95,015.39 98,816.01 3,800.62 

GOS 052   2nd Year 97,058.44 100,940.78 3,882.34 

GOS 053   3rd Year 99,101.50 103,065.56 3,964.06 

GOS 061 Level 6 1st Year 102,504.81 106,605.00 4,100.19 

GOS 062   2nd Year 105,908.13 110,144.46 4,236.33 

GOS 063   3rd Year 109,268.87 113,639.62 4,370.75 

GOS 071 Level 7 1st Year 112,626.98 117,132.06 4,505.08 

GOS 072   2nd Year 115,985.09 120,624.49 4,639.40 

GOS 073   3rd Year 119,343.20 124,116.93 4,773.73 

GOS 081 Level 8 1st Year 123,375.04 128,310.04 4,935.00 

GOS 082   2nd Year 127,404.25 132,500.42 5,096.17 

GOS 083   3rd Year 131,436.08 136,693.52 5,257.44 

GOS 183 Level 1   133,585.45 138,928.87 5,343.42 
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The Barossa Council 

 

GENERAL OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2026 

 

 

CLASS CODE LEVEL EA 27.10.2025 Annual Gross 

2026 

Fortnightly 

Gross 

GOS 011 Level 1 1st Year 61,404.48 64,167.68 2,467.99 

GOS 012 
 

2nd Year 62,821.92 65,648.90 2,524.96 

GOS 013 
 

3rd Year 64,803.01 67,719.15 2,604.58 

GOS 014 
 

4th Year 66,927.80 69,939.55 2,689.98 

GOS 015 
 

5th Year 69,052.57 72,159.93 2,775.38 

GOS 016 
 

6th Year 71,174.58 74,377.44 2,860.67 

GOS 021 Level 2 1st Year 73,326.99 76,626.70 2,947.18 

GOS 022 
 

2nd Year 75,451.76 78,847.09 3,032.58 

GOS 023 
 

3rd Year 77,576.54 81,067.49 3,117.98 

GOS 024 
 

4th Year 79,701.32 83,287.87 3,203.38 

GOS 031 Level 3 1st Year 81,823.33 85,505.38 3,288.67 

GOS 032 
 

2nd Year 83,948.10 87,725.77 3,374.07 

GOS 033 
 

3rd Year 86,072.88 89,946.15 3,459.47 

GOS 034 
 

4th Year 88,197.66 92,166.55 3,544.87 

GOS 041 Level 4 1st Year 90,319.66 94,384.05 3,630.16 

GOS 042 
 

2nd Year 92,444.45 96,604.45 3,715.56 

GOS 043 
 

3rd Year 94,569.22 98,824.83 3,800.96 

GOS 044 
 

4th Year 96,693.99 101,045.22 3,886.35 

GOS 051 Level 5 1st Year 98,816.01 103,262.73 3,971.64 

GOS 052 
 

2nd Year 100,940.78 105,483.11 4,057.04 

GOS 053 
 

3rd Year 103,065.56 107,703.51 4,142.44 

GOS 061 Level 6 1st Year 106,605.00 111,402.23 4,284.70 

GOS 062 
 

2nd Year 110,144.46 115,100.96 4,426.96 

GOS 063 
 

3rd Year 113,639.62 118,753.41 4,567.44 

GOS 071 Level 7 1st Year 117,132.06 122,403.00 4,707.81 

GOS 072 
 

2nd Year 120,624.49 126,052.60 4,848.18 

GOS 073 
 

3rd Year 124,116.93 129,702.19 4,988.55 

GOS 081 Level 8 1st Year 128,310.04 134,083.99 5,157.08 

GOS 082 
 

2nd Year 132,500.42 138,462.94 5,325.50 

GOS 083 
 

3rd Year 136,693.52 142,844.73 5,494.03 

GOS 183 Level 1 
 

138,928.87 145,180.67 5,583.87 
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The Barossa Council 

 

GENERAL OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2027 

 

CLASS 
CODE 

LEVEL EA 27.10.2026 
Annual Gross 

2027 
Fortnightly 

Gross 

GOS 011 Level 1 1st Year 64,167.68 67,055.23 2,579.05 

GOS 012   2nd Year 65,648.90 68,603.10 2,638.58 

GOS 013   3rd Year 67,719.15 70,766.51 2,721.79 

GOS 014   4th Year 69,939.55 73,086.83 2,811.03 

GOS 015   5th Year 72,159.93 75,407.13 2,900.27 

GOS 016   6th Year 74,377.44 77,724.43 2,989.40 

GOS 021 Level 2 1st Year 76,626.70 80,074.90 3,079.80 

GOS 022   2nd Year 78,847.09 82,395.21 3,169.05 

GOS 023   3rd Year 81,067.49 84,715.52 3,258.29 

GOS 024   4th Year 83,287.87 87,035.83 3,347.53 

GOS 031 Level 3 1st Year 85,505.38 89,353.12 3,436.66 

GOS 032   2nd Year 87,725.77 91,673.43 3,525.90 

GOS 033   3rd Year 89,946.15 93,993.73 3,615.14 

GOS 034   4th Year 92,166.55 96,314.05 3,704.39 

GOS 041 Level 4 1st Year 94,384.05 98,631.33 3,793.51 

GOS 042   2nd Year 96,604.45 100,951.65 3,882.76 

GOS 043   3rd Year 98,824.83 103,271.95 3,972.00 

GOS 044   4th Year 101,045.22 105,592.25 4,061.24 

GOS 051 Level 5 1st Year 103,262.73 107,909.55 4,150.37 

GOS 052   2nd Year 105,483.11 110,229.85 4,239.61 

GOS 053   3rd Year 107,703.51 112,550.17 4,328.85 

GOS 061 Level 6 1st Year 111,402.23 116,415.33 4,477.51 

GOS 062   2nd Year 115,100.96 120,280.50 4,626.17 

GOS 063   3rd Year 118,753.41 124,097.31 4,772.97 

GOS 071 Level 7 1st Year 122,403.00 127,911.14 4,919.66 

GOS 072   2nd Year 126,052.60 131,724.96 5,066.34 

GOS 073   3rd Year 129,702.19 135,538.79 5,213.03 

GOS 081 Level 8 1st Year 134,083.99 140,117.77 5,389.15 

GOS 082   2nd Year 138,462.94 144,693.77 5,565.15 

GOS 083   3rd Year 142,844.73 149,272.74 5,741.26 

GOS 183 Level 1   145,180.67 151,713.80 5,835.15 
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The Barossa Council 

 

SENIOR OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2025 

 

 

CLASS 

CODE 
LEVEL EA 27.10.2024 

Annual Gross 
2025 

Fortnightly 

Gross 

SOS 011 Level 1 1st Year 102,550.02 106,652.02 4,102.00 

SOS 012   2nd Year 105,908.13 110,144.46 4,236.33 

SOS 013   3rd Year 109,268.87 113,639.62 4,370.75 

SOS 021 Level 2 1st Year 112,626.98 117,132.06 4,505.08 

SOS 022   2nd Year 115,985.09 120,624.49 4,639.40 

SOS 023   3rd Year 119,343.21 124,116.94 4,773.73 

SOS 031 Level 3 1st Year 123,375.04 128,310.04 4,935.00 

SOS 032   2nd Year 127,404.25 132,500.42 5,096.17 

SOS 033   3rd Year 131,436.08 136,693.52 5,257.44 

SOS 041 Level 4 1st Year 135,580.64 141,003.87 5,423.23 

SOS 042   2nd Year 140,823.59 146,456.53 5,632.94 

SOS 051 Level 5 1st Year 147,377.29 153,272.38 5,895.09 

SOS 052   2nd Year 152,620.24 158,725.05 6,104.81 

SOS 061 Level 6 1st Year 159,173.93 165,540.89 6,366.96 

SOS 062   2nd Year 164,416.89 170,993.57 6,576.68 

SOS 071 Level 7 1st Year 170,970.58 177,809.40 6,838.82 

SOS 072   2nd Year 178,835.01 185,988.41 7,153.40 

SOS 081 Level 8 1st Year 189,320.92 196,893.76 7,572.84 

SOS 082   2nd Year 199,806.83 207,799.10 7,992.27 

SOS 091 Level 9 1st Year 215,535.70 224,157.13 8,621.43 

SOS 101 Level 10 1st Year 241,750.47 251,420.49 9,670.02 
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The Barossa Council 

 

SENIOR OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2026 

 

CLASS CODE LEVEL EA 27.10.2025 Annual Gross 

2026 

Fortnightly 

Gross 

SOS 011 Level 1 1st Year 106,652.02 111,451.36 4,286.59 

SOS 012   2nd Year 110,144.46 115,100.96 4,426.96 

SOS 013   3rd Year 113,639.62 118,753.41 4,567.44 

SOS 021 Level 2 1st Year 117,132.06 122,403.00 4,707.81 

SOS 022   2nd Year 120,624.49 126,052.60 4,848.18 

SOS 023   3rd Year 124,116.94 129,702.20 4,988.55 

SOS 031 Level 3 1st Year 128,310.04 134,083.99 5,157.08 

SOS 032   2nd Year 132,500.42 138,462.94 5,325.50 

SOS 033   3rd Year 136,693.52 142,844.73 5,494.03 

SOS 041 Level 4 1st Year 141,003.87 147,349.04 5,667.27 

SOS 042   2nd Year 146,456.53 153,047.08 5,886.43 

SOS 051 Level 5 1st Year 153,272.38 160,169.64 6,160.37 

SOS 052   2nd Year 158,725.05 165,867.68 6,379.53 

SOS 061 Level 6 1st Year 165,540.89 172,990.23 6,653.47 

SOS 062   2nd Year 170,993.57 178,688.28 6,872.63 

SOS 071 Level 7 1st Year 177,809.40 185,810.83 7,146.57 

SOS 072   2nd Year 185,988.41 194,357.89 7,475.30 

SOS 081 Level 8 1st Year 196,893.76 205,753.98 7,913.61 

SOS 082   2nd Year 207,799.10 217,150.06 8,351.93 

SOS 091 Level 9 1st Year 224,157.13 234,244.20 9,009.39 

SOS 101 Level 10 1st Year 251,420.49 262,734.41 10,105.17 
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The Barossa Council 

 

SENIOR OFFICERS SCHEDULE 

 
Enterprise Agreement rates effective form the first pay period commencing on or after  

27 October 2027 

 

CLASS CODE LEVEL EA 27.10.2026 Annual Gross 

2027 

Fortnightly 

Gross 

SOS 011 Level 1 1st Year 111,451.36 116,466.67 4,479.49 

SOS 012   2nd Year 115,100.96 120,280.50 4,626.17 

SOS 013   3rd Year 118,753.41 124,097.31 4,772.97 

SOS 021 Level 2 1st Year 122,403.00 127,911.14 4,919.66 

SOS 022   2nd Year 126,052.60 131,724.96 5,066.34 

SOS 023   3rd Year 129,702.20 135,538.80 5,213.03 

SOS 031 Level 3 1st Year 134,083.99 140,117.77 5,389.15 

SOS 032   2nd Year 138,462.94 144,693.77 5,565.15 

SOS 033   3rd Year 142,844.73 149,272.74 5,741.26 

SOS 041 Level 4 1st Year 147,349.04 153,979.75 5,922.30 

SOS 042   2nd Year 153,047.08 159,934.20 6,151.32 

SOS 051 Level 5 1st Year 160,169.64 167,377.27 6,437.59 

SOS 052   2nd Year 165,867.68 173,331.72 6,666.60 

SOS 061 Level 6 1st Year 172,990.23 180,774.79 6,952.88 

SOS 062   2nd Year 178,688.28 186,729.25 7,181.89 

SOS 071 Level 7 1st Year 185,810.83 194,172.31 7,468.17 

SOS 072   2nd Year 194,357.89 203,103.99 7,811.69 

SOS 081 Level 8 1st Year 205,753.98 215,012.90 8,269.73 

SOS 082   2nd Year 217,150.06 226,921.82 8,727.76 

SOS 091 Level 9 1st Year 234,244.20 244,785.19 9,414.81 

SOS 101 Level 10 1st Year 262,734.41 274,557.46 10,559.90 

 

Notes: 

Includes Leave Loading. 

Is the gross salary payment. 

Does not include superannuation, this is on top of the salary payment. 

Pay increases are paid on the date outlined in clause 30. 
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Orders 

 
Case Details 

 
Agreement title  

Employer The Barossa Council 

Case number ET-25-04049 

 
Orders - Approval of Enterprise Agreement 

 

 
 

I HEREBY APPROVE this Enterprise Agreement, with the below undertaking, pursuant to 
section 79 of the Fair Work Act 1994. 

 
Undertaking: 
The employer commits to ensuring employees are paid above Award wages. 

 
This Agreement shall come into force on and from 12th January 2026 and have a nominal life 
extending for a period to 29th October 2028. 

 
 

 
 
Commissioner Watkins 

12 Jan 2026 
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