REGISTER OF
ENTERPRISE AGREEMENTS

ENTERPRISE AGREEMENT NO: EA11/11

TITLE: Campbelltown City Council Managers' Salary System and
Performance Management Enterprise Agreement

l.R.C. NO: IRC11/1127

DATE APPROVED/COMMENCEMENT: 1 July 2011/ 1 July 2011

TERM: 36
NEW AGREEMENT OR
VARIATION: New.

GAZETTAL REFERENCE: Published 18 November 2011
DATE TERMINATED:
NUMBER OF PAGES: 17

COVERAGE/DESCRIPTION OF
EMPLOYEES: The agreement applies to all employees employed by
Campbelltown City Council employed as Managers referred to in Schedule 1, located
at 91, Queen St, Campbelltown NSW, who fall within the coverage of the Local
Government (State) Award 2010.

PARTIES: Campbelltown City Council -&- the New South Wales Local Government,
Clerical, Administrative, Energy, Airlines & Utilities Union, The Development and
Environmental Professionals' Association, The Local Government Engineers'
Association of New South Wales



CAMPBELLTOWN CITY COUNCIL
MANAGERS’ SALARY SYSTEM AND
PERFORMANCE MANAGEMENT

ENTERPRISE AGREEMENT
2011



ARBANGEMENT

This Agreement is arranged as follows:

Part 1 — Application and Operation of this Agreement A
1. TITLE e ciititimsmnsnsss s s nnamemmmmmmi e s ana enane e e d
2. DEFINITIONS S 4
3. DATE AND PERIOD OF OPERATION " 4
4, PARTIES ...corvccceeeivrnnnnrimnmnnsnnssnssnns ccncat canmnmrmnansasnnn .9
5. ANTI-DISCRIMINATION ....eereeeissismnacsnsnssaess s snsanenssannnnnrsrsmemneess 5
6. AGREEMENT EFFECT AND CONDITIONS.......cccuncnnmnmsunmmcmnenseiiinn 6
7. NO FURTHER CLAIMS........ccccmmssmmiisse e iassanssssssssannmsemmmss e 6
PART 2 — TERMS OF ENGAGEMENT, HOURS OF WORK, OVERTIME AND RELATED
MATTERS 6
8. TERMS OF ENGAGEMENT...........cccccntmmrmmsninnssicemmmsnassaaninssmnssssnsas 6
9. HOURS OF WORK.......cocermernrmmmmsscmmans P 6
10. ADDITIONAL HOURS S 4
11. FLEXIBLE WORKING ARRANGEMENT........cccomtnmmmmmmimmnssarsinnssnnsa 7
12, MEAL BREAKS...corccceereereovmmrmeremmmmnssssss nessnsnssussnnanassssssssssssassensesanneeen 7
13. PERFORMANCE REVIEW.........cocvvrerannniiinnn 7
14. INTELLECTUAL PROPERTY ...occereceecmntnnnnisassnssssnsssemssmmssss s s isansses 8
15. CONFIDENTIAL INFORMATION.......ccoetrrrrermmennnnnes - 8
Part 3 - Rates of Pay and Related Matters -
16. PERFORMANCE BASED SALARY SYSTEM......ccccee i ccinmcananiiinanns 9
17. REMUNERATION AND RATES OF PAY .cuvrereeannmnsse e 9
18. USE OF SKILLS....ccoie i eeeeiasssmnnssenns ErreamasEsRaREIRERERnEenabLaE 10
19. SALARY SACRIFICE ARRANGEMENTS ........cccoccnanmnimmmmrmrarsecenans 11
20. SUPERANNUATION .....coscrrinmrunsrnremse s rmmsani s issrmsnsa s sss smmesssunsnannns 12
21. PAYMENT OF MANAGERS . w12
22, FLEXIBILITY FOR WORK AND FAMILY HESPONSIBILITIES ..... 12
Part 4 - Professional Development.. . sssssm s s s s s s snn s s 12
23. TRAINING AND DEVELOPMENT........ccciinmmmmeenmsmmmmeescis s nmssnanes 12
Part 5 - Consultation and Dispute Resolution.............. .13
24. CONSULTATION ..ottt inmmmmsnsrssnrs snsecianssasenaansimminnnss s s svasarsnnnnsssasnnnnas 13
25, DISPUTE RESQOLUTION PROCEDURE .........ccccccnnimmirrrrenn e assann 13
Part 6 - Signatories to the Agreement...........eeee. F— |

CAMPBELLTOWN CITY COUNCIL MANAGERS’ SALARY SYSTEM AND PERFORMANCE
MANAGEMENT ENTERPRISE AGREEMENT 2010
Page 2 01 17



SIGNATORIES TO THE AGREEMENT. ... eeeessnsnisssnmcasssensn i4

Part 7 — Schedules . R 11

SCHEDULE 1 - POSITIONS PARTY TO THIS AGREEMENT CLASSIFIED WITHIN A 3
GRADE STRUCTURE... S — .15

SCHEDULE 2 - SALARY STRUCTURE..ccoo-.ccvies R .15

SCHEDULE 3 - JOB Evaiuation METHODOLOGY.........cceeeniceesnnn 16

SCHEDULE 4 - EXCLUDED AGREEMENTS .......coov i insnneans 17

CAMPBELLTOWN CITY COUNCIL MANAGERS’ SALARY SYSTEM AND PERFORMANCE
MANAGEMENT ENTERPRISE AGREEMENT 2010
Page 3 of 17



PART 1 — APPLICATION AND OPERATION OF THIS AGREEMENT

1.

2.

TITLE

This Agreement is the Campbelliown City Council Managers’ Salary System and Performance
Management Enterprise Agreement.

DEFINITIONS

In this Agreement, unless the contrary intention appears:

Act means the /ndustrial Relations Act 1996 (NSW) unless otherwise specified.

Agreement means the Campbelitown City Council Managers’ Salary System and Performance
Management Enterprise Agreement.

Award means the Local Government (Stafe) Award 2070 or its successor.

Council means the Campbeliiown Gity Goungil. This definition will be read subject to the allocation of
responsibilities as specified in the Local Government Act 1693 (NSW).

Commission means the Industrial Relations Commission of New South Wales.
Days means calendar days unless otherwise specified.

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

Superannuation contribution means all contributions to a complying superannuation fund, and includes
{without limitation) any superannuation contributions required to be made under the Superannuation
Guarantee (Administration) Act 1992 (Cth), Defined Benefit Scheme and any additional superannuation
contributions made by way of salary sacrifice. Complying superannuation funds has the same meaning
as in the Superannuation industry {Supervision) Act 1993 {Cth).

DATE AND PERIOD QOF OPERATION

This Agreement will operate from the date approved by the Commission and will remain in force for a
period of three {3) years.
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4. PARTIES
4.1, The parties io this Agreement are
{a) the Council; and
(b) the Development and Environmental Professionals’ Association (depa); and

(6) the New South Wales Local Government, Clerical Administrative, Energy, Airlines & Utilities Union
{USU); and

(d) the Local Government Engineers Association of New South Wales (LGEA).

42. The Agreement will cover all employees employed by the Council as Managers referred ta in Schedule
1.

43, Where Council creates any new position within Council's organisation structure at the level of Manager
the position will be incorporated inte this Agreement.

5. ANTI-DISCRIMINATION

5.1. Itis the intention of the parties bound by this Agreement to seek to achieve the objective in section 3(f) of
the Act to prevent and eliminate discrimination in the workplace. This includes discrimination on the
grounds of race, sex, marital status, disability, homosexuality, transgender identity, age and
responsibilities as a carer.

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

53. Under the Anti-Discrimination Act 1977 (NSW) it is unlawful to victimise a Manager because the
Manager has made or may make or has been involved in & complaint of unlawful discrimination or
harassment.

5.4. Nothing in this clause is io be taken to affect:

(8)  Any conduct or act which is specifically exempted from anti-discrimination legislation.
{b)  Offering or providing junior rates of pay to persons under 21 years of age.

{c}  Any act or practice of a body established to propagate religion which is exem pted under section
56(d) of the Anti-Discrimination Act 1977 (NSW).

(d) A party to this Agreement from pursuing maiters of unlawful discrimination in any state or federal
jurisdiction.

55. This clause does not create legal rights or obligations in addition to those imposed upon the parties by
the legislation referred to in this clause.

{a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation.

tb} Section 56(d) of the Anti-Discrimination Act 1977 (NSW) provides:
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6.

6.1.
6.2.

71,

7.2,

“Nothing in the Act affects any other act or practice of a body established to propagate religion that
conforms fo the doctrines of that refigion or is necessary to avoid injury to the religious
susceptibilities of the adherents of that religion.”

AGREEMENT EFFECT AND CONDITIONS
The Agreement is made pursuant to section 29 of the Act.

This is & comprehensive Agreement that replaces and, except where expressly provided in Schedule 4,
operates to the full exclusion of, to the full extent permitted by law, all cther laws, awards and
agreements that would otherwise apply to employees covered by the Agreement, including the
Monetary Rates — Table 1 of the Award and any variations as expressed in Part B of the Award.

NO FURTHER CLAIMS

During the period beginning on the date this Agreement is lodged with the Commission and ending on
the nominal expiry date, no further claims may be pursued in respect of terms and conditions of
employment by a party to the Agreement or a Manager whose empioyment is subject to the
Agreement, whether or not these terms and conditions relate to a matter that is expressly covered in
this Agreement.

This clause will not preclude the parties from varying the Agreement by censent or any award variation
from time to time.

Pari 2 — Terms of Engagement, Hours of Work, Overtime and Related Maiters

8.

8.1.
8.2.

8.3.

9.2

9.3.

9.4.

Terms of Engagement
Managers are engaged on a full time or part time basis.

Upon cammencement of employment with Council, the continued appointment of the Manager is subject
to the satisfactory completion of a probationary period of six {6) months.

A probationary period may only be extended at the discretion of the General Manager in the event that
the Manager has not safisfacterily met the negotiated strategic objectives and performance measures
as determined in the performance agreement in accordance with clause 13 of the Agreement.

Hours of Work

The ordinary hours for a full time Manager will be 35 hours per week on average as agreed between the
Manager and the appropriate Director or General Manager.

The ordinary hours of work for all Managers will be between Monday and Friday inclusive.

A Manager's commencement and finishing times may be varied by agreement, or failing agreement, by
the provision of one {1) manths notice in writing by Council to the Manager. Gouncil will not
unreasonably require a Manager to work outside of Council's normal aperating hours.

Ordinary hours of work should not exceed twelve {12) hours in any one-day exclusive of unpaid meal
breaks. I greater than twelve (12) hours is deemed necessary by the Manager in order to fulfil the work
demands, the Manager should discuss the circumstances with the relevant Director or General
Manager and to determine whether overtime or time in lieu is the appropriate compensation.
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9.5. Part time Managers will receive all conditions prescribed by the Agreement on a pro rata basis of the
regular hours worked. An adjustment to the accrued leave entitlements may be required at the
conglusion of each service year based on the proportion of actual hours worked.

10. Additional Hours

10.1. Council may require Managers to work reasonable additional hours where necessary to fulfil the duties
and responsibilites of the Manager's position. For the purposes of this Agreement reasonable
additional hours directed by Council to be underiaken will attract overtime and payment will be in
accordance with the Local Government (State) Award.

§0.2. Notwithstanding clause 10.1 above, the General Manager may, at the General Manager's discretion,
grant additional leave or other benefits to Managers who are required to work additional hours in lieu of
overtime.

11. Flexible Working Arrangement

The Manager by prior agreement with the appropriate Director or General Manager may vary their
working hours and pattern of work to provide maximum flexibiiity to themselves and their work area to
achieve the essential wark outcomes and meet their personal, family and carers responsibilities.

12. Meal Breaks

Managers will have an unpaid meal break of at least 30 minutes within every five hours of coniinuous
work. [n unforseen circumstances, provided compliance with accupational health and safety standards is
achieved, a meal break may be delayed.

13. PERFORMANCE REVIEW

13.1. The Manager and the appropriate Director or General Manager wili sign a performance agreement within
three months of the commencement of this Agreement and thereafter annually by 1 July of each year.
Such agreement will not be unreasonably withheld.

13.2. The performance agreement will set strategic objectives, key Managerial responsihilities, organisational
values and behaviours and performance measures consistent with the responsibilities of the Manager
and those identified in the Management Plan.

13.3. An action plan will be prepared by the Manager which sets out how the strategic objectives and
performance measures identified in the performance agreement are to be met.

13.4, Performance wili be monitored on a quarterly basis, and will be formally reviewed annually at 1 July of
each year by the appropriate Director or General Manager.

13.5. Within one {1) Month of the conclusion of the performance review the appropriate Director or General
Manager will prepare and send to the Manager a statement which sets out:

{a) The Director/General Manager's conclusions about the Manager's performance during the period
the subject of the performance review,
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{b) Any proposal by the Director/General Manager to vary the performance measures as a
consequence of the performance review,

{c) Any directions or recommendations made by the Director/General Manager to the Manager in
relation to the Manager’s future performance of the duties of the position, and.

(d) Any performance based progression in the salary system in accordance with clause 16 of this
Agreement.

14. INTELLECTUAL PROPERTY

14.1. Any literary work, computer program, invention, design, patent, copyright, trademark, photograph,
diagrams, image, improvement or idea discovered, developed or produced by the Manager during this
Agreement in the course of employment is the sole property of Council and Council will, unless
otherwise agreed, have the exclusive right to use, adapt, patent and otherwise register it.

14.2. The Manager following discovery, development or production of any literary work, computer program,
invention, design, patent, copyright, trademark, photegraph, diagram, image, improvement andfor idea,
will immediately report it to Council to enable Council to ascertain whether it was discovered, developed
or produced wholly outside and wholly unconnected with the course of employment.

14.3. The Manager hereby assigns to Council by way of future assignment all copyright, design, design right
and other property righis (if any) in respect to any literary work, computer program, invention, design,
patent, copyright, trademark, photograph, diagram, image, improvement or idea developed by the
Manager in the course of employment.

14.4. The Manager agrees that they will at the request and expense of Council complete all necessary deeds
and documents and take all action necessary to vest any literary work, computer program, invention,
design, patent, copyright, trademark, photograph, diagram, image, improvement aor idea developed by
the Manager in the course of employment and obtain for Council the full benefit of all patent, trademark,
copyright and other forms of protection throughout the world.

15. CONFIDENTIAL INFORMATION

15.1. The Manager will not divulge any confidential information about Council either during or after the term of
their employment under this Agresment.

15.2. For the purposes of this clause “confidential information” will include any and all confidential information,
data, reports, operations, dealings, records, materials, plans, statistics, finances, or other agreements
and things (other than that which is already in the public domain), whether written or oral and of
whatever type or nature relating to property, assets, liabilities, finances, dealings or functions of Counci!
or any undertaking from time to time carried out by Council.
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Part 3 — Rates of Pay and Helated Matters

16.

168.1.

16.2.

16.3.

17.

17.1.

17.2.

17.3.

i7.4.

17.5.

17.8.

Performance Based SALARY SYSTEM
The Agreement places positions into classifications / grades according io their evaluation against the
factors of accountability, impact, financial, complexity, leadership and expertise in the job evaluation

methodology as provided in Schedule 3.

The Agreement general salary system principles are as follows:

(a) Initial placement of the Managers within the 3 Grade salary system will be at the minimum level of
the grade designated for the position as per Schedule 2 of this Agreement or alternatively at a level
within the grade designated based on a recommendation from the Director/General Manager and
subsequent approval by the General Manager.

{b) All salary levels will incorporate all former aliowances and market adjustments received by
Managers prior to entering into this agreement.

{¢) The difference between each Manager salary grade is $15,000.00. This difference may be adjusted
from time to time inline with market changes but will not be less than $15,000.00

(d) Performance assessmenis are to be undertaken in accordance with clause 13 of this Agreement,
for potential progression within the grade.

(8) Prograssion wil be based on achievement of the determined/agreed strategic objectives and
performance measures in accordance with clause 13 of this Agreement.

) Manager's training needs required for progression will be assessed and negotiated with the
responsible Direcior/General Manager in determining the agreed sirategic objectives and
performance measures.

(@) Appeals will be dealt with in accordance with clause 25 of this Agreement.

The applicable salary structure is provided in Schedule 2.

REMUNERATION and RATES of Pay

The annual rates of pay provided in Schedule 2 are minimum and maximum leve! rates.
Any new appointment to a role of manager will be appointed on a salary level in accordance with the
Sailary Sfructure.

All salary levels for current Managers will incorporate all former allowances and market adjustments

received by Managers prior i entering into this Agreement

The salary rates will be increased annually in accordance with the salary percentage increase from the
Award.

Under the terms of this Agreement, any increase of salary in accordance with clause 17.4 above will
apply from the same operative dates as those prescribed in the Award..

The classification / grading and applicable remuneration may be reviewed during the term of this
Agreement if associated with an organisation restructure or any other relevant matter that significantly
affects the Manager.
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18. USE OF SKILLS

18.1. The appropriate Director or General Manager may direct a Manager to carry out such duties as are
within the limits of the Manager's skill, competence, experience and/or training. Where the new
duties are significant, the position may be re-evaluated.

18.2. A Manager may be directed by Council to perform higher duties andfor act in a higher position, such
duties will be paid commensurate with those higher duties.

18.3. The performance of higher duties for periods of less than 2 days, inclusive of public holidays, will not
attract higher duties payment.

18.4. Where ever possible, appropriate payment for higher duties will be determined in advance.
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19. Salary SACRIFICE ARRANGEMENTS

18.1.

19.2.

18.3.

19.4.

19.5.

19.86.

19.7.

19.8.

18.9.

19.10.

19.11.

1812,

19.13.
19.14.

Council and a Manager may agree to enter into a salary sacrifice arrangement, which allows a Manager
1o receive a part of their pre tax salary as a benefit rather than salary. Such agreement will not
unreasonably be withheld.

Subject to Australian taxation laws, the benefits that may be salary sacrificed include, memberships 1o
Council owned premises, child care facilities operated by Gouncil on its premises; and additional
superannuation.

The value of the benefits will be agreed between the Coundil and Manager and will include fringe
benefits tax where applicable.

The salary sacrifice arrangement, including the benefits to be salary sacrificed and their value including
fringe benefit(s) tax, will be in writing and signed by both Council and the Manager.

The Manager may request in writing to change the benefits to be salary sacrificed once each year.

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

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

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

The Manager is responsible for seeking appropriate independent financial advice when entering info any
arrangement under this clause.

The Council will ensure that the salary sacrifice arrangement complies with taxation and other relevant
laws.

The Counci! has the right to vary andior withdraw from offering salary sacrifice to Managers with
appropriate notice if there is any alteration 1o relevant legislation that is detrimental to salary sacrifice
arrangemenis for Ceuncil.

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

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

Council may maintain and/or enter into other salary sacrifice arrangements with Managers by
agreement,.
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20. SUPERANNUATION

20.1. Inthe absence of a Manager electing a superannuation fund, employer superannuation contributions will
be paid into the default fund being the Local Government Superannuation Scheme.

20.2. Gouncil will make employer superannuation contributions based on the notional salary in accordance
with the requirements of the Superannuation Guarantee (Adminisiration) Act 1992 {Cth) and the
applicable accumulation and/or defined benefit scheme as varied from time to time.

21. PAYMENT OF MANAGERS
21.1. Managers will be paid weekly.
21.2. Payment will be by direct credit to the Manager's nominated account.

21.3. Council will be entitled to deduct from the Manager's pay such amounts as the Manager autharises in
writing.

21.4. A Manager's ordinary pay will not be reduced when the Manager is prevented from attending work due
to bushfire or other climatic circumstances beyond their control.

22. FLEXIBILITY FOR WORK AND FAMILY RESPONSIBILITIES

22.1. Council and the Manager may agree on flexible work and leave arrangemenis to enable the Manager to
attend to work and family responsibilities. Council will not unreasonably withhold agreement to
flexible work and leave arrangements, provided its operational needs are met.

22.2. Flexible work and leave arrangements include but are not limited to:

make up time

flexti time:

time in lieu

leave without pay

annual leave

pan-iime work

job share arrangements

variations to ordinary hours and rosters

purchased additional annual leave arrangements; and
arrangements to accommodate breastfeeding women.

—

S=SSE853835E

Part 4 — Professional Development

23. Training and Development

The Manager will have reasonable access to professional development initiatives relevant to their position
subject to the operational needs of Council,
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Part 5 - Consultation and Dispute Resclution

24,

25.

25.1.

25.2.

25.3.

254.

25.5.

25.6.

25.7.

CONSULTATICN

The parties are committed to consultative and participative processes. Council will establish a
consultalion mechanism appropriate to its size, structure and operational requirements. Coungil
encourages Manager participation on the established consultative mechanism.

DISPUTE RESOLUTION PRCCEDURE

Council and the Managers agree that, in the event of a dispute relating to matters covered by this
Agreement, the procedures outlined in this clause will apply.

(n the event of a dispute In relation to a matter arising under this Agreement, in the first instance the
parties will attempt to resolve the matter at the workpiace level, including buit not limited to:

{a) the Manager or Managers and the appropriate Director and/or General Manager meeting and
conferring on the matter, and

(o) if the matter is not resolved at such a meeting, in subclause 25.2 (a) above, arranging further
discussions between the Manager and / or Managers with the General Manager as appropriate.

The parties must cooperate 1o ensure that the dispute resolution procedures are carried out as quickly as
is reascnably possible.

A party to the dispute may elect to be accompanied by a person of their choice at any stage of the
process to agsist in the resolution of the dispute.

If a dispute in relation to a matter arising under the Agreement is unable to be resolved at the workplace,
and all agreed steps for resolving it have been taken, the dispute may be referred fo the Commission.

It is & term of this Agreement that while the dispute resolution procedure is being conducted work will
continue normally unless a Manager has a reascnable concern about an imminent risk to health or
safety.

The decision of the Commission will bind the parties, subject to either party exercising a right of appeal
against the decision o a Full Bench.
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Part 6 — Signatories to the Agreement

Signatories to the Agreement

SIGNED FOR AN ON BEHALF OF
CAMPBELLTOWN CITY COUNCIL BY

IN THE PRESENCE OF:
SIGNATURE
GENERAL MANAGER:
NAME OF GEN MANAGER
SIGNATURE OF WITNESS:
NAME OF WITNESS
SIGNED BY AND
IN THE PRESENCE OF:
SIGNATURE
DEVELOPMENT AND ENVIRONMENTAL PRCOFESSIONALS'
ASSOCGIATION (DEPA) NAME OF UNION
REPRESENTATIVES
SIGNATURE
LOCAL GOVERNMENT ENGINEERS. ASSOCIATION
OF NEW SQUTH WALES (LGEA); NAME OF UNION
REPRESENTATIVES
SIGNATURE

NEW SOUTH WALES LOCAL GOVERNMENT, CLERICAL

ADMINISTRATIVE, ENERGY, AIRLINES & UTILITIES UNION (USU);
NAME OF UNION
REPRESENTATIVES

SIGNATURE OF WITNESS:
NAME OF WITNESS
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Part 7 — Schedules

SCHEDULE 1 - POSITIONS PARTY TO THIS AGREEMENT CLASSIFIED WITHIN a 3 GRADE
STRUCTURE

The relevant Manager positions have been classified into the following Grades:

. GRADES _ ORGANISATIONAL POSITION

GRADES3 -.

Manager, Operational Sgrvices
Manager, Assets and Supply
Manager, Development Services
Manager, Executive Services
Manager, Financial Services

GRADE 2

Manager, Technical Services

Manager, Business Assurance

Manager, Environmental Planning

Manager, Children's Services

Manager, Healthy Lifestyles

Manager, Property

Manager, Library Services

Manager, Information Management and Technology
Manager, Compliance Services

GRADE1 - " |

Manager, Community Resources and Development
Manager, Communications and Marketing
Manager, Human Resources

Executive Officer, MACROC

Manager, Cultural Services

Manager, Waste and Recycling Services

Manager, Emergency Management

Manager, Customer Service

SCHEDULE 2 - SALARY STRUCTURE

The 3 Grade Salary Structure and the applicable salary ranges;

o | Minimum Satary Level | - Maximum Satary Level
GRADE | T e T s pa y
GRADE 1 $102.600.000 —5117.990.00
GRADE 2 $117.990.000 $133,380.00
GRADE 3 $133.380.000 $748.770.00
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SCHEDULE 3 - JOB EVALUATION METHODOLOGY
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Executives
Low Merdlum, H
Extarnal Reloholder's inlluents 15 limived te a speclflc sarvier  |Werk of the rolehcdder may Influenee a nurmber of ‘Wark of the rotchalder has major lang-term influente

1Inq through applicatisn af techn lcal skl ar regulatar
ul roments

Smali

Ay
k| c31ion of poll

Eroups and 14§
with devel apment and a

HMedium

acress a large praperd an af the community

Large

Hus contralling respons! bl lity for 3 small budget up to
S2rmor |dentifl es requirements as aninput ta budget

Controls a budges Far a cemplete diviskan, karge
sagthan, or for spetific prajerts fa up to S5mapd s
for casting eesaurces, lime, peogie and

Tay have

teentraces bebaw S1m,

Ematerials roquirements. May Manage canirascts up 19
10,

Drrvclogs & budget of greater than $5m far & rajar
funetl anel area ar mAl ple divisions arapecillc

| projeces and contrals expendltere within approved
leveis. May rranage contrachs in cucess af §1¢m.

Buslngss Agymen

Planing & Anahysls

Low

Medium

High

camrnerclal , market
nostigning and wea resglc directin of the argarlsation.
Applies business princlpdes to achl swe gims and
maximise performanee within a section. Restews
financlal targets, forecasm casts and revenue and
actively manages gupenditure fur secilen.

Understand the current and desirad mar ket posil anl g
arid aerateglc business direckion of

Uinderstands cammercial and techinca | stranegies af
May b 12

and Bpply business 1oth !
[achimve these aims. Balance experd itwe and revwie
atros$ & Oluisian's budget or the budget of 2 majar
prolact

Identify new [

acress Coundl], developl ng business strategues, May
setfimanclal wrgesk 1o guide strateglc deslclon making
and objective selling.and defing rArRs o investment
[ar tha Deparbment

planning 1§ réquited ko ensure strateglc autcomes ar
the eoosdinan an of resaurces covering mulil ple work
cyclns or [ong term pfa| eets

Lenw Medium lal
{Prellems will usually be solvad by evalvating and Prablems may requrle resgareh, analyals and Fesearch of Ir-depth eaperii d
readily | ‘matlan using ian al and wenaf j in thirking ray be raquired, Criteal planning
toselectanap splutton, an approprlate solution. is requlred long ter il w e

plannlng is 1 kely 1o be required to casrdinate with
varinus unlts |
nfiliates ar muliiple resourcas

coordinatian |5 netedsary since madifcatl ans woeuld
te pvtremaly difficuln and castly for the organlsation

Inmovaticn & Procsss
knprovement

Aduptive

Cruatha

Inovatie

may [LEV varlewy al
Is51as |n complitatad & jwaticns taquiring
Imestigation andfar ads ptive thinking ta mprove
pracesses and servite dalivery.

Toam /Coar rwstacs

may rised o make | ar
recommandations badad on advanced analytical or
craativg thought aurraunding systems, procese
jlmprovemant and seevice design.

Mull-tram

Eder may need o develap lanavative soultiens to
riow, € ol e and wida-ranging prablems with a view
ereating vakue far the community

BultiDidpline

Uscaslonal or indirect [eadership of others. May

[Direet Ieadarship of a sectian or sections andfor &

Direction and coordinatien of 8 & divishan of croes-

Mature of Leadershig feoordinate with sthert to ensure sl val  [teamof pi or speciallst staff, Respansibile |divisienat functon, Likely i require svbenslve en-
Role |desired outcames. For and ishi nd  [gaiRE and
Cormemani cating toam peals and Imp tha betwerne dop and divisicns Far wark
My lead a small, singlw dizeipllnary lenm achi vemant of plans pr educilan of service guality
Smed Medlum, Large
Darensian ol ible (diceedy ¥l far the {directy ar indi y] Far th b ibl e {dlrecily ar indirecly] far the conirl butian
N af up to 20 andfar el up ta 10D andfar wl af mare than 100 employees, caniractors andfar
Lathrship Role
puclunteers,
Shragle Function bl Function Coundyid:
[Thorensgh krewl edge of one function and the toneapts | Thoraugh knowl edge of severs| fimations alus Jobs in this Category vequlre 3 broad uhderstanding of
aszaciated with a speclalistarea, |specialisation i qne funetion 2l ar rat af e fenctiongl arcas of the Cauncil along
wiih high andfor
Beeadth of Bxpactiva of speeinlised technl ques. OR A position reguirlng

erlenaive euparlence ata smitr level a5 a speclallst
eqwering & major funcilan af eritleal and swategc
irmpanance.

Depth of Expert se

Spetalist

Expart

Steateglst Thought Luadar

A lunctional positan requlring the s pplication af
Mgy specialised knawledgr regarded at an intemal
wupevt I g 5 mgle disclgling, Likley 1o regqurle TAFE
(Certifienis Laval 4 o diploma |evel, or seml-

4 pasit on requicing B high degrea of gxpert kenend edge

Knawdedge |5 usually nbtained by post-graduate

in a majeor field of e7itical covering 5 rueral
s pparate diseiplines. Jabs at this level require & wide

or L valning eg. Masters Ocgree:
or MBA May require In depah technlcal and

educatlon, probably inclrding technical In

together with
[pars onal seperience.

a aren, Liniversity Bachelar dogree or

o

carpl I ane ormoere funttloms to
tha exlent that the job holder i1 an Bchnowl edged
epert and recognized For his her technlcal edpartize
heyand the organisation ieself thes e jabs require

vaf subject ab

agl
lewsl_ £g, PROLL
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SCHEDULE 4 — EXCLUDED AGREEMENTS

Business and Private Use Motor Vehicle Agreament - Managers Agreement dated 29 October 2008
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