
CoGG EBA – Detailed Changes 
 
The proposal for a new enterprise agreement you should have received and will soon cast a vote to 
‘accept’ or ‘reject’ has been developed in consultation between CoGG management and the Unions 
representing members covered by the agreement (ASU, ANMF & PA). 
 
As this document is a roll-over, the general view has been to limit the scope of changes as much as 
possible. The Agreement will only run for 1 year, which means we will be back at the bargaining 
table in early 2021 (in only a matter of months) to resume where we left off earlier this year, tabling 
claims on behalf of ASU members for a more traditional negotiation around the entire Agreement. 
 
The two areas with significant changes in the current proposal are: 

1. Pay increase 
2. Excessive annual leave management 

 
Each of these is discussed in detail below, including the governing principles put forth by ASU 
members which we used to guide our position around negotiations: 
 
1. Pay increase 
 
ASU principles: 

- Secure the highest increase possible for ASU members 
- Focus support on members in lower paid roles 
- Secure greater long-term benefits for members 

 
The pay increase on offer is $25pw for all staff covered by the EBA (regardless of salary level), to be 
applied from the start of December 2020. 
 
By using a $ amount instead of the more traditional % amount, it means that lower paid staff will 
receive a proportionately higher increase when this is implemented. This means those doing it 
toughest financially due to this crisis will receive the best outcome, which we think is a good thing! 
 
Staff on lower salary levels also tend to be front-line workers who have lost shifts or needed to be 
redeployed to maintain an income during this pandemic due to forced closures of sites. This makes it 
even more important to secure a larger increase for those workers. 
 
While the increase applies from December 2020 (brought forward at the insistence of the ASU) by 
securing the highest $ amount possible this will improve wage outcomes into the future for all ASU 
members. 
 
For comparison: 
The last year of your current EBA had a $27pw increase, so maintaining over 90% of your increase 
despite the financially devastating impacts of Covid-19 this year has been a big achievement. Many 
ASU members in other local government negotiations are facing significantly lower increases, or 
even proposals of wage freezes. 
 
2. Excessive annual leave management 
 
ASU Principles: 

- Staff must be able to take their leave when they want to 
- Leave management plans must only be a guide, and must be flexible 



- Any leave management clause resulting from Covid-19 must by temporary 
The clause within the proposed Agreement leaves many questions, which is why the ASU insisted 
that a guide was produced and distributed with the proposal so that members could see and better 
understand how this would be implemented before casting your vote. 
 
After seeking your input on the proposed clause, the Union collated over 50 pieces of feedback from 
members about what they did and didn’t like about the clause to inform our position in negotiations 
with management reps. 
 
The concerns ASU members raised were primarily around how the plan would be implemented by 
their local managers. We took a position based on these concerns that the guide needed to be very 
clear around this and had to outline what it was not to be used for as well as what it was. 
 
As a result, amongst other changes throughout the guide to reflect this, the following is included (we 
even made sure it was moved to the front of the document because it’s so important!): 
 

 
 
This is a new process and we will only know how well it works once it’s implemented, which is why 
we maintained the other key principle that the clause needed to be completely reviewed, and 
treated as a temporary clause until we had the opportunity for proper negotiations next year. 
 
We don’t expect every member will love this new provision regardless of improvements we have 
secured in how it would be implemented, and those members should vote against the proposal if 
they feel strongly enough. 
 
It is important to understand, however, that the good faith shown by ASU officials, delegates and 
many members across Council in engaging with CoGG productively around leave management has 
directly contributed to us securing redeployment for hundreds of staff whose workplace had been 
forced to close, who would otherwise have been stood down without pay. This has meant millions of 
dollars going to staff who would have gone without. 
 
Regardless of what happens, if this clause comes into effect, we will be asking all ASU members in a 
few months about what their experiences have been with the process, and your feedback will 
directly feed into any claims we have to make changes or abolish these provisions then. 
 
For comparison: 
While the clause being proposed is ‘tighter’ than the existing provisions, it remains more flexible and 
‘softer’ than the vast majority of excessive leave clauses in Victorian local government EBAs. 


