
 
 

 
 
 

 
 
To: 
All Councillors 
 
 
PLEASE TAKE NOTICE that a SPECIAL MEETING OF THE CITY STRATEGY 
COMMITTEE will be held in the Committee Room, Orchard Avenue, Armadale 
commencing at 5.15 pm. 
 

MONDAY, 22 NOVEMBER 2010 
 
 
 
 
R S TAME 
CHIEF EXECUTIVE OFFICER 
 
18 November, 2010 
 
 
 
BUSINESS OF THE MEETING 

 
 

CITY OF ARMADALE ENTERPRISE AGREEMENT 2010 
 

 
 
 
 
 
 

NOTICE OF 
SPECIAL MEETING 



 

CITY OF ARMADALE 
 

A G E N D A 
 
 

OF SPECIAL CITY STRATEGY COMMITTEE TO BE HELD IN THE 
COMMITTEE ROOM, ADMINISTRATION CENTRE, 7 ORCHARD AVENUE, 
ARMADALE ON MONDAY, 22 NOVEMBER 2010, AT 5.15 PM. 

 
 

 
Meal to be served at 6.15pm 
 
 
PRESENT:    
 
 
 
 
 
 
 
APOLOGIES:   
 
 
 
OBSERVERS:   
 
 
 
 
IN ATTENDANCE:   
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DISCLAIMER 
 
The Disclaimer for protecting Councillors and staff from liability of information and advice 
given at Committee meetings to be read by the Chairman.  
 
 
DECLARATION OF MEMBERS’ INTERESTS 
 
 
 
 
 
QUESTION TIME 
 
 
 
 
 
 
 
 
BUSINESS OF THE MEETING 
 

CITY OF ARMADALE ENTERPRISE AGREEMENT 2010 
 
 
 
 



SPECIAL CITY STRATEGY 3 22 NOVEMBER 2010 
COMMITTEE – Miscellaneous 
 
CITY OF ARMADALE ENTERPRISE AGREEMENT 2010 
 
WARD All 
DATE 16 Nov 

2010 
REF HRM 
RESPONSIBLE 
MANAGER 

CEO 

In Brief: 
 In February of this year the City opened negotiations with 

employee representatives on the need to replace all three of 
the Enterprise Agreements in place with various sectors of 
Council staff. 

 The CEO indicated the City had a preference to bringing all 
Council employees together under one agreement. 

 After considerable negotiation on the parties to be involved 
and process to be followed, negotiations began in earnest in 
June 2010. 

 A three-year composite Agreement for all staff is currently 
under consideration by the CEO. 

 City Strategy Committee at its meeting on 16 November 
received an interim report and supported the final report 
being considered at a Special City Strategy Committee 
meeting on 22 November 2010.  

Recommend: 
That Council:- 

1. endorse the principles of the City of Armadale 
Enterprise Agreement 2010, as outlined in this 
report and recommended by the CEO, noting that it 
is for a three-year term and to be lodged for 
certification with Fair Work Australia. 

2. note that the Agreement will be effective from the 
date of lodgement and that annual salary increases 
will be paid effective from the first pay period in 
October 2010 in accordance with the Agreement. 

3. refer the matter of allocation of additional funds 
(estimated $95,500) in 2010/11 to the forthcoming 
mid-year Budget Review and for subsequent years 
to future Budget deliberations and the next review 
of the Plan for the Future 2010-2025. 

 
Tabled Items 
Nil 
 
Officer Interest Declaration 
Nil 
 
Strategic Implications 
Good Governance and Effective Organisation 

Professional and motivated staff in a safe and supportive environment 
 
Legislation Implications 
The following legislation apply: 

Fair Work Act 2009 
Local Government Officers’ (Western Australia) Award 1999 
Metal Trades (General) Award 1967 
Municipal Employees’ (Western Australia) Award 2000 
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Council Policy/Local Law Implications 
Nil 
 
Budget/Financial Implications 
Additional costs are incorporated into the City’s budget 2010/11 which allowed an 
estimated $960,000 for increases in employee costs in this financial year. The 
outcome negotiated in the Agreement will require an additional $100,000 to be 
allocated during the forthcoming mid-year Budget review. 
 
Consultation 
Extensive consultation has taken place between members of the Executive team, 
management, staff and union representatives of the Australian Manufacturers 
Workers’ Union (AMWU), Australian Services Union (ASU) and the Western 
Australian Shire Councils, Municipal Road Boards, Health Boards, Parks, Cemeteries 
and Racecourses, Public Authorities, Water Boards Union (LGRCEU) 
 
BACKGROUND 
 
Negotiations between the CEO (as “the employer”) and representatives of all Council 
staff have reached a critical stage. Council staff are about to consider a single 
agreement of over 80 pages in a secret ballot to be held Wednesday 17th November. 
 
Staff requested this ballot, despite advice of one party, the Australian Services Union, 
to continue deliberations and delay proceedings. In response to the staff request to 
expedite the Agreement, the CEO has undertaken that if staff vote to support the Draft 
Agreement, he will seek to implement the outcomes, including a wages/salary 
increase to all employees, at the earliest. 
 
This report is to advance that process. City Strategy at its meeting on 16 November 
considered this interim report and resolved as follows: 
 

That Council receive this interim Report on the City of Armadale 2010 
Enterprise Agreement noting that further information and recommendation 
will be reported to the Special City Strategy Committee meeting scheduled for 
Monday 22nd November at 5.15pm. 
 

The outcome of the vote is reported at the conclusion of this item. 
 
The City of Armadale has sought to hold a highly competitive position in the market-
place as a valued employer. As a rapidly advancing growth Council it cannot afford to 
allow its skills and expertise base to be diminished through the loss of staff to 
competitors both within and outside the Local Government sector. 
 
Since enacting its “Working at the City” scheme in the late 90’s the City has regularly 
reviewed its position and generally granted either the full National Wage Increase or 
CPI to staff. For some years there was uncertainty as to whether legislation would 
require Collective Workplace agreements or individual agreements. In 2003, 2006 and 
2009, Council adopted a Field Staff Enterprise Bargaining Agreement and in 2007 a 
Mechanical Services and a Local Government Officers Collective Agreements. 
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Whilst the City has sought to develop a level of consistency in its three agreements, 
this has not always been achieved.  The approach of each employment segment 
negotiating their own agreement has meant that basic employment conditions have 
changed for each group. 
 
One example of the differences is the superannuation provisions.  Whilst the wording 
is similar in each of the agreements, the actual contributions made by the City can 
vary by as much as 2.5% from one group of employees to another. 
 
Another issue with maintaining the three Agreements is the loss of relativity of 
salaries between the different groups of City of Armadale employees. 
 
In 2006, the Field Staff negotiated an Agreement that was worth at least 1% per year 
less than the arrangement negotiated by the Administrative employees in 2007.  This 
resulted in the Field Staff losing parity with administrative staff and other sectors of 
the construction, mining and landscaping industries. 
 
This resulted in a peak of field staff turnover in 2007/08. 
 
Generally, the City has maintained a staff turnover rate at approximately 10% lower 
than the industry average. 
 
Historically, the City has sought to set its wages/salaries in the top 2 or 3 of its closest 
competitors, noting that this position is quickly lost as other employers update their 
agreements. If Armadale drops out of the “top ten” the impact is quickly noticed as 
positions are advertised. 
 
It has long been an objective of the City to bring all staff under one agreement, 
enabling joint negotiation of terms and conditions and maintaining equity across the 
organisation. 
 
As an incentive to early Agreement, the CEO stated that no employee would lose any 
current term of employment or remuneration, i.e. there would be no “trade-offs” 
through the process. 
 
An Enterprise Agreement Group was established and consisted of: 
- Management representatives 
- Five staff representatives (via nominations) 
- One AMWU official 
- One ASU official 
- One LGRCEU official 
- Chair and note taker 
 
The City advised of its intention to negotiate in February 2010 with the first 
Negotiation meeting held in June 2010.  Altogether 8 meetings were held. The CEO 
only attended as required noting that he will ultimately receive the agreement as “the 
employer”. Several staff workshops were held to keep all staff informed of progress. 
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Unfortunately, the incentive toward an early agreement was not successful. Some of 
the parties involved focussed on process and detail leaving both staff and management 
frustrated at delays. Despite the assurance no employee would lose entitlements, the 
merging of 3 current agreements led to dispute over relative benefits and detail. 
 
Throughout this process, both staff and management representatives committed to 
maintaining the very good relationship between Council and its employees, despite 
the difficulties in reaching agreement on the detail. 
 
In late August, the CEO intervened in the process to try and advance an outcome. In 
early October, the Negotiating Parties presented a Draft Agreement to the CEO. 
 
In early November, the CEO advised staff that he had accepted all conditions of the 
Draft Agreement, with three (3) exceptions. 
 
On each of these Clauses, the CEO had proposed what he saw as a fair and equitable 
alternative, in order to reach agreement. 
 
In response, staff indicated they were happy with the alternatives and wanted the 
Agreement enacted quickly, expressing concern at the lengthy delays. 
 
At the time of presenting the initial report to this Committee (16 November 2010) it 
had been agreed that if staff vote Yes to accept the Draft Enterprise Agreement on 
Wednesday 17 November, a report would be presented to Council at the earliest 
possible time. 
 
The CEO has indicated that he needs to present the financial implications of the report 
to Council, before initiating the critical pay clauses. 
 
With the concurrence of Committee and in order to finalise this aspect prior to 
Christmas, it was proposed to call a Special City Strategy Committee next Monday, 
22 November 2010 at 5.15pm. 
 
This enabled a final report on these matters, including the outcome of the Ballot, 
including a recommendation to Council on that same evening. 
 
 
DETAILS OF PROPOSAL 
 
The CEO proposes to accept the agreement now agreed by the staff and seeks Council 
endorsement of the principles there-in and approval of the direct-cost clauses, i.e. 
Superannuation, Allowances and salary levels/annual pay increases. 
 
Once the Agreement has been adopted by all parties, it needs to be lodged at Fair 
Work Australia within 14 days of being approved. The Agreement starts operating 
from the date specified until June 30 2013. 
 
The City of Armadale Enterprise Agreement 2010 (copy of Draft has been forwarded 
under separate cover to all Councillors) has been prepared using the existing COA 
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Collective Workplace Agreement 2007, Field Staff Enterprise Bargaining Agreement 
2009 and the Mechanical Services Collective Agreement 2007. 
 
During the negotiations it was recognised that it is important that the City of 
Armadale maintains its good working conditions. It is widely publicised that many 
workplaces in Western Australia and local government in particular, have to deal with 
a serious skills shortage. Whilst the staff turn-over at the City is still relatively low 
(last year’s turnover statistics showed a turnover percentage of 9.6%), the City finds it 
increasingly difficult to fill vacancies and find replacement employees. Professional 
positions in Building, Planning and Health Services, but also positions in the Parks, 
Engineering, Libraries, Finance, IT and Human Resources Departments are becoming 
increasingly difficult to fill. In addition to this, it has to be acknowledged that the 
current workforce at the City of Armadale is ageing, and that a large percentage of the 
workforce is approaching retirement age in the next few years. It is therefore critical 
that the City as an Employer develops and implements effective attraction and 
retention strategies to achieve a sustainable workforce in the future so that service 
levels can be maintained. 
 
The table below gives an overview of key clauses/provisions included in the new 
Agreement, which will be operative for the next 3 years. 
 

Clause Outline 

Parties to Agreement City of Armadale, staff and the Unions (AMWU, ASU 
and LGRCEU). 

Term – date of operation Three year term. 

Objective of agreement Agreement aims for the parties to continue to work 
together to establish the City as a highly valued 
Employer where employees benefit from good working 
relationships and equitable and rewarding working 
conditions.  

Employment categories As per COA Collective Workplace Agreement 2007 

Structure of classifications As per COA Collective Workplace Agreement 2007, 
with the addition of a sub clause allowing broad banding. 

Reclassification procedure As per COA Collective Workplace Agreement 2007 

Higher duties This clause has been changed so that Higher duties are 
only paid when an employee is directed to perform 
higher duties.  

Payment of salaries As per COA Collective Workplace Agreement 2007 

Salary sacrifice As per COA Collective Workplace Agreement 2007 

Allowances Allowances have been collated from the three COA 
Agreements. 

Superannuation As per COA Collective Workplace Agreement 2007.   
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Clause Outline 

Appointment & probation As per COA Collective Workplace Agreement 2007 with 
the addition of a note stating that the probationary period 
and qualifying period run concurrently. 

Employee development and 
performance review 

As per COA Collective Workplace Agreement 2007 

Annual leave As per COA Collective Workplace Agreement 2007 

Long service leave As per COA Collective Workplace Agreement 2007. 

Personal leave Portability of Personal Leave; wording changed to reflect 
changes in legislation. 
Attendance incentive upon retirement; percentage of 
unused accrued sick leave will be paid out upon 
retirement.  

Compassionate leave Bereavement Leave renamed in accordance with Fair 
Work Australia. 

Parental leave Extended paid maternity/paternity leave (maternity leave: 
6 weeks; paternity leave: 2 weeks). 

Study leave Wording modified and link to policy removed. 

Defence and Emergency Services 
Leave 

Wording modified and link to policy removed. 

Public Holidays As per COA Collective Workplace Agreement 2007 

Jury duty Current practice formalised. 

Hours of work Current practice formalised. 
Flexible working hours arrangement formally adopted 

Shift work As per COA Collective Workplace Agreement 2007 

Overtime/time in lieu As per COA Collective Workplace Agreement 2007 
Change in overtime exemption.  

Termination of employment As per COA Collective Workplace Agreement 2007 

Phased in retirement Current practice formalised. 

Redundancy/severance payments Current practice formalised. 

Consultation This is a requirement of Fair Work Australia.  

Dispute resolution procedure Parties will firstly aim to resolve dispute at the workplace 
level.  

Salary levels and annual pay 
increase 

Initial increase is 6.7% to apply from October 1 2010 
with the subsequent increases in July equal to the March 
WA CPI or 4.5%, which ever is the greater.  
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Clause Outline 

Equal Opportunity As per COA Collective Workplace Agreement 2007 

Individual Flexibility This is a requirement of Fair Work Australia.  

Relationship With National 
Employment Standards 

This is not a requirement of Fair Work Australia however 
a term in an Agreement can not extinguish a condition 
from the National employment standards. 

Junior Rates Junior rates are a requirement of Fair Work Australia. 

Apprentices Apprentice rates are a requirement of Fair Work 
Australia. 

Union Delegates/Employee 
Representative Rights 

Current practice formalised. 

Union Training Leave Current practice formalised. 

 
 
COMMENT 
 
The new Enterprise Agreement reflects the latest changes in industrial relations 
legislation and standard employment practices.  
 
Whilst previous agreements have sought to develop a level of consistency this has not 
always been achieved.  By creating a single Agreement for all City of Armadale staff 
we will have consistency throughout the whole organisation. The agreement also 
intends to establish a more market competitive position for the City.  
 
The City has maintained a long standing practice of awarding annual pay increases to 
staff in the first pay in July. As the table below demonstrates, increases have in the 
past been based on the March WA Consumer Price Index.  
 
Despite the annual pay increases, research demonstrates that the City of Armadale is 
losing its competitive position when pay scales are compared to other local 
government authorities or private industry. Many local government authorities have 
increased their rates of pay recently in a direct effort to attract professionals from 
other Councils. After earlier submitting pay proposals of 8%, 7% and 7% over three 
years, the Negotiating Parties recommended to the CEO an agreed proposal of 6%, 
5% and 5%, commencing July 2010. 
 
The CEO has reviewed this proposal against the current market, noting that in June 
2010, the estimated (Budget) parity marker was 4.8%. 
 
The CEO has proposed a pay equivalent to 5% for the full year of 2010/11, but 
payable from 1 October 2010 at a rate of 6.7%. 
 
The further increases proposed for the subsequent 2 years will be 4.5% or CPI, 
whichever is the greater. 
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This delivers an amount over the three years just fractionally less (.03%) than the 
Negotiating Parties proposal. 
 
The outcome of this proposal places administrative staff in the top 3 of comparative 
Councils, and field staff at the top of the table. 
 
 
Costs 
 
The bulk of the conditions and clauses proposed do not have a cost component as they 
reflect current practice. In some instances there will be an intangible benefit. For 
instance, the staff replacement process costs hundreds of thousands of dollars per 
annum so any reduction in turnover has immediate benefit. 
 
The City has consistently maintained its staff turnover at approx. 10% less than the 
industry average. 
 
The total annual cost of salaries (including superannuation, workers compensation 
etc) paid to officers under this agreement will be $20M in 2010/11. 
 
The estimated annual costs associated with the new agreement, beyond that 
previously established in the City’s current Budget, are as follows:- 
 
Superannuation (est. 1% increase in Contribution Scheme) $ 2,500 
Increase in Casual Loading  $ 42,000 
Paid Parental Leave (6 weeks & 2 weeks) $ 10,000 
Council uniform subsidy $ 1,000 
Wages & Salaries $ 40,000 
 __________ 
Total $ 95,500 
 
 
CONCLUSION 
 
This is clearly an important strategic investment, conveying to staff and the industry 
that the City of Armadale is determined to attract and retain the best personnel during 
this critical phase of the City’s development. 
 
Key elements (established pay increases, superannuation raised to a possible 14% for 
all staff, alternative leave and retirement arrangements) can be important marketing 
tools in seeking the best replacement staff in Perth’s current dynamic employment 
environment. 
 
Other than the critical matter of pay scales just 2 clauses recommended for inclusion 
by the Negotiating Parties were deemed unacceptable by the CEO. 
 
One related to compulsory trade union training time to be made available to trade 
union delegates. The CEO pointed out that the City already has generous training 
time/study and professional development leave available to all staff, and does not 
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discriminate for or against staff on the basis of union membership. The Clause 
remains in the Agreement, with the word “may” replacing “shall” or “will”. 
 
Staff have supported the CEO’s proposal. 
 
The second clause resulted from a last minute change by the Australian Services 
Union (ASU) who removed a brief line excepting casual staff from a 15% penalty 
allowing for employees working Saturdays and Sundays. 
 
This one line deletion carried a cost penalty of $136,000 per annum to the City. 
Council workers already receive a penalty allowance of 25% in lieu of other benefits 
(annual leave, long service leave etc.) 
 
Casual workers are short-term, fully aware of their hourly rates, conditions and times 
of work as they enter each period of employment. There is no uncertainty or hidden 
risk. 
 
The CEO rejected this late change. 
 
Staff have voted overwhelmingly in supporting the final agreement with the CEO’s 
amendment included. 
 
The Enterprise Agreement contains the objective that all parties work together to 
achieve the objectives of the City’s Strategic Plan. These are particularly focussed 
towards building our community, providing excellence in service and developing the 
organisation. 
 
The proposed investment in this agreement is considered essential in guiding the 
region’s growth, attracting and retaining staff and maintaining quality service in all 
the City’s environs. 
 
The CEO would like to acknowledge and congratulate the members of the Enterprise 
Agreement Group and staff, for the manner in which negotiations were conducted and 
the Agreement collated. The Council’s philosophy as an employer underpins the 
Agreement and staff have indicated their strong support of the document. 
 
When asked to indicate their agreement with Draft Enterprise Agreement 2010 
(circulated on Wednesday 10 November 2010 to staff) City staff voted:- 
 
Yes   234 
No    27 
Informal/Invalid   2 
   263 
 
This indicates not only an 89% positive vote, but a clear majority of all staff (part-
time, casual, full-time - number close to 400). 
 
The CEO is now proposing to take the unusual step of implementing the proposed pay 
increase, prior to registration of the Agreement with Fair Work Australia. 
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This strongly states that this is an arrangement between the City and its staff which 
whilst fully compliant with all statutes, is not arrived at under duress or direction from 
any outside authority. 
 
It does expose the City to the risk of challenge after it has implemented its strongest 
negotiating factor (i.e. pay increases) but the emphatic statement of support by staff 
will be a compelling message to Fair Work Australia in determining any challenge. 
 
The CEO recommends that the benefits to the City of implementing the Agreement 
(as supported by staff) far outweigh the cost and moderate risk of challenge. It is 
proposed to submit the Agreement for registration at the earliest and implement the 
new pay scales outlined in the Agreement forthwith. 
 
Council’s endorsement to the principles of the Agreement and approval of the 
allocation of the necessary funds within the 2010/11 Municipal Budget is now sought. 
 
 RECOMMEND 

 
That Council:- 
 
1. endorse the principles of the City of Armadale Enterprise 

Agreement 2010, as outlined in this report and recommended 
by the CEO, noting that it is for a three-year term and to be 
lodged for certification with Fair Work Australia. 

 
2. note that the Agreement will be effective from the date of 

lodgement and that annual salary increases will be paid 
effective from the first pay period in October 2010 in 
accordance with the Agreement. 

 
3. refer the matter of allocation of additional funds (estimated 

$95,500) in 2010/11 to the forthcoming mid-year Budget 
Review and for subsequent years to future Budget 
deliberations and the next review of the Plan for the Future 
2010-2025. 

 
Moved Cr _______ 
Motion Carried/Lost (…..)) 

 
MEETING DECLARED CLOSED AT _________ 
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