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TAMALA PARK REGIONAL COUNCIL
Councillors of the Tamala Park Regional Council are respectfully advised that the
ordinary meeting of Council will be held in the Council Chambers of the City of
Wanneroo, 23 Dundebar Road, Wanneroo, at 5pm on Thursday 6 April 2006.
The business papers pertaining to the meeting follow.

Your attendance is requested.

Yours faithfully

R A CONSTANTINE
A/Chief Executive Officer

MEMBERSHIP
OWNER COUNCIL MEMBER DEPUTY MEMBER
Town of Cambridge Mayor Anderton Cr Barlow
City of Joondalup Cmr Paterson Cmr Anderson *
Cmr Clough
City of Perth Cr Evangel Cr Sutherland *
City of Stirling Mayor Tyzack Cr Ham
Cr Boothman Cr Rose
Cr Clarey
Cr Stewart
Town of Victoria Park Cr Nairn Cr Skinner
Town of Vincent Mayor Catania Deputy Mayor Farrell *
City of Wanneroo Mayor Kelly Cr Treby
Deputy Mayor Salpietro Cr Roberts

* Alternate member declaration of office to be completed

Meeting Notice Page 3 of 111
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PRELIMINARIES

1. OFFICIAL OPENING

DISCLOSURE OF INTERESTS

2. PUBLIC QUESTION TIME

3. APOLOGIES AND LEAVE OF ABSENCE

o0 Deputy Mayor (Town of Vincent) Cr Steed Farrell

4, PETITIONS

5. CONFIRMATION OF MINUTES
Ordinary Meeting of Council - 9 March 2006
Moved Cr Seconded Cr
That the Minutes of the Ordinary Meeting of Council of 9 March 2006 be
confirmed, and signed by the Chairman as a true and correct record of
proceedings, subject to recording that in respect of the resolution for:
Iltem 9.7 - Appointment of Audit Committee
That the resolution recorded in the minutes was carried by an Absolute
Majority Vote.
The Acting Chief Executive reports that the resolution appointing members to
the Audit Committee of the Tamala Park Regional Council is required to be
carried by an absolute majority vote. The Motions were carried by the
required absolute majority vote (the vote was in fact a unanimous vote,

however the voting detail was not recorded in the draft minutes).
The recommendation corrects the omission.

6. ANNOUNCEMENTS BY CHAIRMAN (WITHOUT DISCUSSION)

7. MATTERS FOR WHICH MEETING MAY BE CLOSED

8. REPORTS OF COMMITTEES

9. ADMINISTRATION REPORTS

Preliminaries Page 4 of 111
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9.1 Business Report — Period Ending 30 March 2006

Report Information

Location: Not Applicable

Applicant: Not Applicable

Reporting Officer: A/Chief Executive Officer

Recommendation

That the Business Report to 30 March 2006 be RECEIVED.

Report Purpose

To advise Council of matters of interest not requiring formal resolutions.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: Nil

Background

The business of the Council requires adherence to many legislative provisions,
policies and procedures that aim at best practice. There are also many activities that
do not need to be reported formally to the Council but will be of general interest to
Council members and will also be of interest to the public who may, from time to
time, refer to Council minutes.

In context of the above, a Business Report provides the opportunity to advise on
activities that have taken place between meetings. The report will sometimes
anticipate questions that may arise out of good governance concerns by Council
members.

Comment

Since the inaugural meeting of Council the following several matters have been
transacted:

1. Statutory advertising has occurred for the proposed Standing Orders Local
Laws and Council meeting dates.

2. Formal advice of the first meeting of the Council has been provided to
statutory agencies.

3. Research is in progress with respect to changes to the Local Government Act

to facilitate a general code of conduct to be prescribed for use by Council
members making declarations of office for use with members’ declarations for
new Councils.

4, Research is in progress to ascertain if alternate/deputy members for Regional
Councils can receive an attendance allowance in circumstances where an
annual members allowance is paid to the principle Council members.

5. Service provider arrangements are being negotiated for the following:

e Investment advice
e Accounting services

9.1 — Business Report — Period Ending 30 March 2006 Page 5 of 111
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10.

11.

e Insurance indemnities
e Legal services
e Banking services

Whelans, surveyors and town planners, are already engaged to assist with
survey and structure planning work that was commenced by the participant
Councils’ CEO representatives.

Administrative issues including the acquisition of a common seal, stationery,
training for web site development and a Council newsletter (‘Talking Tamala’)
have been progressed.

A firebreak has been provided on the northern boundary of land West of

Marmion Avenue adjoining the Mindarie Keys subdivision.

Work is continuing on the draft Structure Plan for residential land West of

Marmion Avenue. It is expected the draft plan will be available from Whelans

and SKM in the near future.

Negotiations are proceeding with Western Power about location of a

substation site to service Tamala Park.

The landowner issues, as distinct from those, which are the responsibility of

the TPRC, which are of interest to TPRC, are being progressed as follows:

e The Negotiated Planning Solution documentation with the WAPC is being
prepared by the WAPC together with transfer of land documents.

e A valuation of land subject of WAPC compensation is being obtained for
establishing GST at the margin scheme that will be payable by the
landowners immediately following receipt of compensation.

o Endorsement of the lease of 151 hectares to Mindarie Regional Council
by the WAPC is being sought to fulfil requirement of Section 20 of the
Town Planning & Development Act.

The address for the TPRC has been established as TPRC c/- City of Stirling,

25 Cedric Street, Stirling. It has been necessary to identify an address for

formal correspondence. Correspondence includes registration and formal

advertising.

9.1 — Business Report — Period Ending 30 March 2006 Page 6 of 111



Agenda TPRC Meeting of Council — 6 April 2006

9.2 Appointment of Chief Executive Officer

Report Information

Location: Not Applicable
Applicant: Not Applicable
Reporting Officer: A/Chief Executive Officer

Recommendation

1. That a Committee comprising the Chairman and 4 Council members be
APPOINTED to work with a recruitment consultant to report to the full Council
on the following matters relative to the appointment of Chief Executive Officer:

A process plan and timeline for the appointment

The preparation of a job description and performance measures

A draft contract for employment conditions and remuneration

A package of data for consideration by the Salaries & Allowances Tribunal
to assess a remuneration package for the position

e A draft advertisement and advertising schedule

2. That the Committee appointed in (1) REPORT on the listed matters to a
special meeting of the full Council to be held prior to the Mindarie Regional
Council meeting on 27 April 2006.

NB: The special meeting may also consider the draft structure plan for land
West of Marmion Avenue.

Report Purpose

To advise action necessary to progress the appointment of Chief Executive Officer
for the Tamala Park Regional Council.

Relevant Documents

Attachments: Copy of letter to Recruitment Agencies dated 31 March 2006, which
includes the following attachments:

Appointing a CEO Local Government Operational Guidelines (refer page 13)

Gender Diversity and the Selection of CEOs (refer page 16)

Model Contract of Employment (refer page 28)

TPRC Profile (refer page 39)

Local Government Act Extract (refer page 42)

Local Government Regulations Extract (refer page 45)

TPRC Chief Executive Officer Appointment Timeline (refer page 47)

Available for viewing at the meeting: Nil

Background
The Council at the meeting on 9 March 2006 resolved as follows:
That the Council CONSIDER and resolve the process for appointment of a

Chief Executive Officer to the Tamala Park Regional Council by the next
meeting of the Council.

Item 9.2 — Appointment of Chief Executive Officer Page 7 of 111
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The steps necessary to move through the process of making an appointment of a
CEO will include the following:

Set a process plan and timeline for making the appointment;

Appoint a consultant to assist the recruitment process;

Draft a job description and performance measures;

Prepare a draft contract containing employment requirements, remuneration
details and obligations of the parties on termination of the contract;

Apply to the Salaries & Allowances Tribunal for evaluation of the position based
upon the job description and performance measures;

6. Set the criteria for applicant responses and selection committee evaluation;

7. Advertise the position;

8. Appoint a selection panel and define an evaluation process;

9

1

POdPE

o

. Final contract negotiations; and
0. Set a commencement date.

Comment

Since the last meeting, the Chairman has authorised contact with the following
recruitment services to obtain proposals to provide consultancy for recruitment of a
CEO:

Beilby

Gerard Daniels

Hays Group

Anne Lake Consulting

All of the above recruitment services have had a significant involvement in
engagement of personnel for local governments.

The intent is to have a range of recruitment proposals available for the Council to
consider.

The consultant responses will be made direct to the Chairman of the Council.

A copy of correspondence inviting responses is attached for information of the
Council.

Contact has been made with the Salaries & Allowances Tribunal. The Tribunal is
completing a survey of all 153 local and regional governments in Western Australia
and has required some information to be provided by the TPRC to complete its
survey. The Tribunal will undertake an assessment of the CEO position and provide
the required advice that is to be taken into account by the Council in setting the
remuneration package for the position.

It has been suggested that a special meeting of the Council could be convened to
receive personal submissions from the recruitment agencies listed and any others
decided by the Council. The meeting could also resolve matters listed as items 1, 3
and provide an outline of requirements relative to the remaining items for further
development with the consultant appointed to assist with the recruitment process.

The Department of Local Government & Regional Development and WALGA have
set out guidelines and model contracts for appointment of CEO’s in consequence of
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controversies that have occurred over time. These guidelines have been well tested
and do provide a solid foundation upon which the Council might proceed with the
current proposed recruitment.

The Council has appointed an Acting Chief Executive Officer until 5 September 2006
and the program for recruitment of a permanent CEO should be factored to that
timeline. Attached is a schedule showing tasks and possible completion times. The
project schedule will enable an appointment to be made prior to September 2006.

In order to progress matters, it would be possible for the Chairman and a nominated
committee of members to advance items 1, 2, 3, 4 and 5 on the project schedule, in
conjunction with an appointed consultant, with the view of reporting proposals to the
full Council at a special meeting which might be held on or about 26 April 2006.

The full Council would then be involved in the endorsement of all of the activities,
documentation and timelines and the position could be advertised no later than 17
May 2006.

It is strongly recommended that the Council be fully acquainted with and endorse
each step to ensure completeness, accuracy and transparency of the process.

Item 9.2 — Appointment of Chief Executive Officer Page 9 of 111
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ATTACHMENT — COPY OF LETTER TO RECRUITMENT AGENCIES

TAMALA PARK
REGIONAL COUNCIL

Your ref: N/A
Our ref: RC 1/2006

31 March 2006

insert Name
Insert Title
Insert Company
Insert Address

Dear Insert Name

RECRUITMENT OF CHIEF EXECUTIVE OFFICER - TAMALA PARK REGIONAL
COUNCIL

The Tamala Park Regional Council was established by proclamation in the Government
Gazette on 3 February 2008. Itis the 153" local government in Western Australia.

The new Council decision making body has met and has resolved to proceed forthwith
with the appointment of a Chief Executive Officer. The Chief Executive Officer is a
mandatory appointment made under the Local Govemment Act.

The Department of Local Govemment & Regional Development, in response to probity
concerns has issued guidelines to assist Councils in making appointments of Chief
Executive Officers. The Department and the West Australian Local Govemment
Association have also collaborated in the preparation of other support documentation
including a document addressing gender diversity in local governments and a draft model
contract for local authority Chief Executive Officers.

A copy of these documents is enclosed along with extracts of the Local Government Act
and the Local Government Regulations, which are required to be adhered to in the
process of local authority Chief Executive Officer and senior officer recruitments. Also
enclosed is a copy of a timeline suggesting the completion of the recruitment process in
August 2006. A summary profile of the Tamala Park Regional Council is also enclosed.

You are invited to submit a proposal to act as recruitment consultants assist the Tamala
Park Regional Coundil in appointing its Chief Executive Officer.

The process for appeointment would need to closely follow the guidelines contained in the
documents enclosed. It is anticipated that the full Council of 12 members will wish to be
involved at all stages of the Chief Executive Officer recruitment process. Specifically, you
should assume that the Council would wish to have the recruitment consultant involved in
the following:

TAMALA PARK REGIONAL COUNCIL (TFRC) COMFRISES 7 LOCAL AUTHORITY OWNERS

Please address all correspondence to:
ol City ol Shriling
25 Codric Street
STIRLING Wi 6021

Phone: 9345 2595 Fax: 9345 8309

Item 9.2 — Appointment of Chief Executive Officer Page 10 of 111
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o

+ Development of a selection process — this is a mandatory requirement of
regulations

Development of position description

Development of a selection criteria

Drafting of the advertisement

Preliminary assessment of the applications

Final short listing

Drafting of the questions for interview

Coordinating interviews

. & & & & &

As part of the initial response, the Council would request information from your
consultancy covering the following:

e That you understand the process set out in the Local Government legislation and
guidelines for the appointment of a local government Chief Executive Officer;

+ A statement of fees for your appointment. You may be assisted in calculating fees in
knowing that the Council has appointed an Acting Chief Executive Officer with a salary
package of approximately $164,000 per annum.

+ An indication of whether the timelines proposed are achievable.

+ An understanding that the recruitment consultant would need to meet periodically with
the full Council and provide written reports on all of the matters listed at the top of this
page.

+ Other matters that you consider relevant and necessary in recruiting a Chief Executive
Officer for the Tamala Park Regional Council.

It will be appreciated if an initial response could be available by Wednesday evening (5
April 2008). Your consultancy is one of 4 invited to respond. The Tamala Park Regional
Council will meet on 6 April 2006 and will consider appointing a recruitment consultant at
that time.

Responses should be made direct and only to the Chairman of the Tamala Park Regional
Council, Cr Sam Salpietro, c/- City of Wanneroo, Locked Bag 1, Wanneroco WA 69486. It
will be sufficient if the response is emailed in the first instance to
sam.salpietro@wanneroo.wa.gov.au with a hard copy following in the post.

Please contact the undersigned (on 9345 8585) or the Chairman of the Council (Cr Sam
Salpietro, 9247 1601) as necessary for further information relating to this request.

Yours sincerely

R A Constantine
AJCHIEF EXECUTIVE OFFICER

Encl:  Local Government Operational Guidelines
Gender Diversity & the Selection of CEOs
Local Government Regulations (extract)
Local Government Act (extract)
Maodel Contract of Employment
Timeline
Tamala Park Regional Council Profile
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ATTACHMENT — APPOINTING A CEO OPERATIONAL GUIDELINES

Appointing a CEO

Introduction

Selecting and appomtng a CEO is one of the most important tasks
elected members may undertake dunng their term of office.
Choosing the right person is eritical 1o the success of the council and

the local government,

It s essential that cormect processes are lollowed so thal every
opporunity 15 given 10 the candidates 1o put the appropriale

information forward so the council can choose the person most

suiled to the position. It s mponant that elected  members
understand that when they appoint a CEO they are entering nto a
contrachual relationship with the CEQ. A commitment 10t and
qood faith by both parties will lead o an ellective relationship
bewween the council and the CED. This guideline has been
developed to assst councils 1o conduct an elfective process when
selecting their new CEO.

Legislation

There are three sections of the Local Government Act 1995 (ihe Act)
appointment of a CEQ. Section

5.36 of the Act requires a local government 1o employ a “suitably

thal have direct application 1o W

qualified” parsan to Gl the position of CEO. Section 5.39 contains
provisions for the contracts of CEOs. Section 5.40 requires that all
employees are 1o be selected in accordance with the pnnciples of

ment and equity.

The principles of merit and equity refer 10 the process of filling
vacancies whereby a thorough assessment 15 made of the

candidates’ skills, knowledge and abiliy

s agamst the work related
requirements of the vacancy, The process must be open, competilive

and free from bias, unlawlul discrimmalion, nepoism of palronags.

‘Suftatiy quakfied” is not delined in the legisation but the intemion

s not himited 10 academic qualifications, Through the  position

description and selection crtena the council needs 10 ensure thal

processes are in place 1o appomt the person thal best meets the
qualities required in terms of academic qualilications, expenence,

skills and knowledge.

Outsourcing the Recruitment Process

Depending on the size of the local g and the fabil
and skills of staff, outsowrcing the recruitment process may be the
best oplion.

Generally recruitment consultants provide a professional service and
possess a wide range of knowladge and skills in staff recruitment. It
is recommended that rigorous checks be conducted on any
recruilment consultants before they are appointed 1o ensure they
have the necessary skills and experience (local government
recruitment experience would be beneficial) to effectively assist the

council in its selection of a CEO.

An early decision needs 1o be made by council on whether it will
handle the recruitment inhouse or appoint a consuliant to coordinate
the appoinimen process. If a recruitment consuliant 15 chosen,
council should provide the consultant with a copy of these guidelines
as part of the appoimment process.

11,

4.1
12

13,

A recruitment consultant may be imvolved m the Tollowing aspects of

the seleclion process;

* development or review ol the posiion description;
* development of selection eritenia;

= drafting of the advertisement;

«  preliminary assessment of the applications;

L final shorilisting;

= drafting of the questions for interview;

* coordinating inerviews; and

- finalising the contract.

If a decision is made 1o cutsowrce lhe recruitment process il is
imperative that the council maintains a high level of involvement in
the process and enters into a formal agreement (contract) with the
consultant. In order 1o manage the contract efficiently and ensure an
effective oulcome, regular contact with the consuliant s required
during the process.

Reviewing Necessary Documentation

al need 1o be reviewed

There are wo very important documernts |

and approved by council prior 1o adw

sing the posiion. These are

the Position Description Form and the Contract of Employmen,

Position Description Form

The Position Description Form, particuarly the selection criteria and
performance criteria (where it is included in the Position Description
Form) should be reviewed prior to advertising. The council, a
commiltee of council or the consullant (f one is used) should
undertake this task.

Council needs 1o determine what they want thew CEO 1o do and
whether the selection entena will faciltate the appointmen of a
person with the appropriate set of skills. For example, it may be very

mmportant that a CEO work with diverse elements of the community

such as developers, mine of Indig or
other specific inerest groups, Therefore, a selection criterion might
be "Proven ability (o work and negotiste with diverse groups in the
commumity”, If such a criteria 15 not included an assessment of the
apphicans’ abilies in this area may be overlooked, This 15 why
councils musl decide when commencmg the task of appomting a
new CEO that the skills and qualities required are well understood

and documented.

Selection criteria are generally classified as “essential™ and
“desirable”. Applicants who are able 10 satisfy all the essential
eniteria should be considered for interview. I an application does
not fully address the essential selection erteria the applicant should
not be considered for interview. However, on occasions an
apphcation may be receved where the applicant has the skills and
experience which indicale a capacily 1o salisfy the essential
selection criteria even though it is not clearly elaborated in the
application. In these circumstances the application may warmant
further consideration. Desirable criteria are not an  essential
requirement of the position, They are nomally identified to attract
applicans who may have a wider range of skills and experience
which an employer would consider desirable.

Council may decide that @ would be more approprnate (o altract
applicants with a wider range of knowledge, expenence and
management skills than us local government, IF this is the case the

selection crileria should accommodate this,

Item 9.2 — Appointment of Chief Executive Officer
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4.2
16.

4.3,

20.

21,

22.

23,

24,

25,

26,

Performance Criteria

Performance criteria are o and/or itati of
performance. There are two broad categories of performance
criteria. Those that have general application and apply at all times
and specilic criteria that apply for a limited penod of ume. An
example of the firg type would be. "Advice 1o counctl 15 refevant,
accurate and timely,” An example of the second type of performance
criteria would be, “Caling of tenders for the new recreation centre is
undertaken on fime and in compliance with the law. " It is obvious that
the first is always going to be required, whereas al other limes the
local government will not be building a new recreation centre,

Council may sel ongong permanent performance criteria that will
be included in the contract. The successhl applicant needs 10 be

inf d that perc criterna

10 a specific project/s
will also be subject 1o annual negotiation. These will be assessed at
least once during each year.

In setting performance criteria, council will need to determing what
it is they want thew CEO w do over and above legislative
requirements. Councils need to be realistic in terms of their
expeciations and provide appropriste resources to facilitate
achievement of perdformance critenia, The pedormance critena must
be I with the p ion and the sel criteria.

It is not essential that performance critenia relating to a specific
project/s are identified prior o the appomtment but, if not, they must
be identified very soon after so that the new CEO is aware of what
15 required of bim or her i the coming year or years.

Contract of Employment

The council should review and amend, where necessary. the existing
terms and conditions of the CEO contract before proceeding 1o
advertise the position. In accordance with section 5.39(7) of the Act,

a local government is 1o lake into account the lation:

27.

28,

29,

30

31

32.

33

Allow sufficient time within the advenisement for potential applicanis
o prepare and forward appli Itisr led that the
position be open for a minimum of wo weeks with a definite date
and time altler which apphications will not be considered.

Confidentiality

From the beginning 1o the conclusion of the process, absclute
e, ty must be d by every person mvolved in the
selection process. This cannot be emphasised enough, as any
mformation which finds s way into the public domain before a
recommendation is made 1 comnecid may well compromise the

selechion process.

Council should consider the use of a confidentiality agreement,
which requires all persons involved in the selection process 1o agree
o appropriate levels of confidentiality,

Selection and Appointment Process

The selection and appoimment process 1o be applied 10 a CEO
position must be approved by council prior to advenising as
prescribed under Local Go {Admi ) Reguiation 18C.

Extensive consideration shoudd be given 1o the overall process,

1 ly the 9. whether |
conducted and whether final nterviews wall be with full council.
Council must be very clear about the methods, techniques and
questions wsed during the selection process.

y mterviews will be

It 15 essential that the council manages the process professionally
the process have a thorough
understanding of their roles and responsibilities.

and members involved in

Council may decide 10 establish a commiltee 10 coordinate the
I of the selection process, This committee should liaise

contamed in the report of the Salaries and Allowances Tribunal as
10 the remuneration 1o be paid 1o a CEO.

It 15 also recommended that council obtains advice on the contract
where alterations o amendments are proposed and there is
the slightest doubt as to the meaning of those allerations
or amendmens,

The Department has worked with the Western Australian Local
Go A on and Local G M A I

34,

35.

with the employment consuliant if one 15 appointed.

The respective roles of a consultant, council committes, full councit
and an indvidual elected member must be clear,

Applicants should be shonlised according 1o their capacity 1o
address the relevant selection criteria, Where there is a large pool
of applicants, the most P should  be 1 for
inerview. It is the responsibility of the interview panel./selection

10 prepare a model contract, 1L is recommended that this model be
used as the basis for the contract of employment with the new CEO,
The model contract can be downloaded from the Department’s
website at www.digrd.wa.gov.au,

Advertising the Vacancy

Ideally, the positon shoud be advertised as widely as possible 10

atiract the best possible held. The mimmum requirement for

advertising under local Government (Administration) Reguiation

T184(1) s for the p 1o be ad d in a
lat it the State.

g 9 ly througt
Reguiation 18A(2) prescribes the minimum requirements to be
included in an advertisement for the position of CEO.

The content and comesa of advertisements should be carefuly
considered. An atractive and well constructed advertisement is more
likely 1o attract the interest of potential candidates.

A comprehensive application kit comprising documentation relevant
1o the vacant position should be developed and provided 1o
potential apphicants on reques. B 1o, and s on
how 1o access the kit should be mcluded in the advertisement.

36.

37.

aa.

o o how many applicants it will interview. Their
assessment must involve detailed aton o the aj

and may imvolve a prelimmary inlerview.

Elected members may acl as referees for applicants. This most often
ocours when a person already employed by the local government
applies for the CEO position, When this occurs it is recommended
that the member provide a wrillen referee repon priof 1o interview
{ ing the

ppli 15 g d an interview).

Elected members should declare any previous association with a
potential applicant at the time of shortlisting if they are part of the
interview panel/solection committes established for the purpose,
Swnilarly, # the mierviews wwolve the Tull council, the elected
member should make an appropriate declaration belore  the
ber's ip with an applicant
15 significant and may result in claims of nepotism or patronage, the
member should exclude themselves from the selection process.

interviews co Ifa

Where rating scales and other scoring tools are used to assess the
relative performance of applicants, it is importam that all elected
members and other members involved in the inerview understand
how these are applied so they produce meaningful results. The
mterview  panel/selection  commitles may  alse consider  using
psychologueal or ather testing as part of the selection process.

Item 9.2 — Appointment of Chief Executive Officer
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38,

40

41.

42,

43,

44,

45,

46,

47,

48,

49,

51.

Conducting the Interview

The interview process can be challenging for both panel members

and applicants,

It 15 & practice in local govermment thal the full council be mvolved

with the final interview and selection. This s

understandable, as all members of council have 1o work closely with

perfectly

this person and trust them, Often, all elected members feel they need
1o be invalved in the asessment and linal selection. I this does not
occur il is desirable that at the very least, all members of council
have the opportunity 1o meet the recommended applicant prior 1o the

appoimment being considered by council,

Applicants should be provided with at least five working days nolice

ol the impending mlerview wherever possible 10 allow them 10
adequately prepare for the interview. Obviously, if you are a council
in regional Weslemn Australia and are expecting an applicant 1o
travel, then suflicient time needs 1o be allowed. Interviewing over a

weekend may be an oplion.

It 15 important to provide an environment that puts the interviewee at
ease and allows them o perform at the highest possible level. In this
regard, consideration should be gven 1o environmental factors such
as location and lighting ete. A well organised process will ensure

that everyithing runs smoothly,

The mporance of the charperson in managmg the nlerview
process cannol be overstated. The chairperson is responsible for

ensuring that the mnterview is managed efficiently and effectively.

Ideally, all elected members who are 1o be in allendance at the final
inerview shoud be involved in planning the interview process, Each
applicamt must be subject to the same assessment method, e
inlerview questions, lests ete. I s quite acceplable for the panel 1o
ask additional questions 10 clanly a poml of lease oul urther

infformation during the interview.

It is not necessary for all slected membaers 10 have the opportunity 1o
ask a question. Often, 1 is best 1o allocate the questions 1o a small
group of elected members (maximum 3) which ensures consistency
ol approach,

Al
apphicant with an opportunity 1o clarify any issues with the panel/

conclusion of the nterview il 15 appropriale o provide the

selection commities.

Making a Decision

The council should not make a decision 1o appoint an applicant until
all available information has been considered. This includes, but is
not lmited 1o, assessmen of mlerview performance, dquality of
application, referee repons, copies of reports wrilten by the
apphican and the resuts of any psychological or other tests (i used),

The council must be sanshied regarding the claims by the apphicant

ans. local G,

aboul their relalive expenence and qi
(Administration) Regulation 18E makes it an offence for a person 10

provicle false information relating 1o ther academic qualifications,

Given the imponance of the position of CEQ, a police clearance
should be sought.

Referes reports are an imponant part of the process and should be

i wnting and address the relevant selection criena for the position,

The council may source a referee who is nol one nominated by
an applicant, providing they advise the applicant of their intemion

o do so.

In the event that a referee who was not nominated by the applicam
provides a report that contains negative comments, the applicant

should be given the opporunity 1o respond 1o any such comments,

10.Finalising the Appointment

53,

5S4,

55.

56.

Bk

58

Evenually, after considering all the information available 1o it, the
mlerview panel/selection commiltes then has 1o make a decision on

which applicant is the most suilable for appoiniment,

A selection repon shoudd be prepared for consideration by council

which documents th

assessment of each apphicant imerviewed. The
report should identify the most suitable applicant and include a

recommendation for appointment,

Following approval of the appoimmen by council, the successful

applicant shoud be offered the position. The unsuceessful applicants
{including those naot interviewed) should be notified of the decision
and offered the opponunity 10 seek feedback on their application or
interview performance if they were granted an interview,

Should an unsuccessful applicant request feedback, it is
recommended that the chairperson of the interview paned,/selecton
committee provide this. If a recrutment consultant 1s used they can

undenake this lask.

Local Go it (A n) Regulation 18F does not allow a
Iocal government 1o increase the value of a CEO's remuneration and
benehits in excess ol those advertised when hinalising the

appoimment. If the remuneration and benefis are to be ncreased

prior 1o [

readvertised,

ing the appointment, the position must be

It s intended that this Guideline be read n conjunction with the
companion document, “Gender Diversity and the Selection of CEOs
and Senior S1aff in Local Governments”, developed by the Advisory
Committes on Women in Local Govemment,

ABOUT THE GUIDELINE SERIES

This document and others in the senes are inlended as a guide
1o good prachiee and should nol be laken as a comphancs
requirement. The content is based on Departmental officers”
knowledge, understanding, cbservation of, and appropriate
consullation on conlemporary good practice in local
government, Guidelines may also mwolve the Depanment’s views

on the mtent and interpretation of relevant legislation.

All guidelines are subject 1o review, amendment and
re-publishing as required. Therefore, comments on any

aspact of the guideline are welcome. Advice of methods of
improvemant in the area of the guideline topic that can be
reporied lo other local governments will be especially beneficial.

Item 9.2 — Appointment of Chief Executive Officer
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ATTACHMENT — GENDER DIVERSITY & THE SELECTION OF CEOs

Gander Divarsity and the SELECTION OF CEOs AND SEMIOR STAFF
in local governments

FOREVAORD

The sskection of a Chief Executive Officer and senicr staff are important
pmocesses, impacting on the quality of managerment and decision making
in a local govemment. It & therefore essantial that the most suitable
people ae mcnited forthese positions.

An essantial part of the prooess isthat a local gowemment moognises the
need to prwide services and facilities for communities which ame
increasinghy diverse, The salection process must also eflect this, such that
mkvant mquirrments are included in position staterments and sskction
criteria and people with appmopriate knowledge and skilk are attmcted in
the pod of applicants for positions.

This recruitment guide has been prepamed 0 assist local govemments with
this key task. It was initigted by the Advisory Committee on Viomen in
Local Gavernment which prowides advice to me as the Minister for Local
Government and Regional Developrment on ways of encouraging and
aesisting women to seek employment and progmess their camers in the
Wiestern Australian ocal government sector, The Advison Committee has
been undertaking a number of activites which are pmomoting and
supporting the deweloprent of the sactor as a whae. This guide, tao, has
general application for the successful recrutrment of the best possible
peopke, rmenand women, needed tocar out the increasingl diverse and
compley work of a local government.

Az 5 highlighted in the Intmoduction, it is intended that the quide be used
as a companion docurmert tothe Lo Govamment COperediona Guidelnes
for Appointing 2 &0 bssued in conjunction with the guide by the
Department of Local Gowernrment and Regional Development.

| ume all lkcal gavernments 1o use these publications to ensure that their
selection processes achieve the best possible cutcome for the organisation
and the comrmunity.

-

JOHN BOVULER P L,
MIMETER FOR LOCAL GOWERMMENT AMD REGIDMAL DEYELD FIMENT,
LAND INFORMATION, GOLDFELDS — ESFERAMCE, GREAT SOUTHERM
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FOREWORD

It is with great pleasure that | invite you to read and use this guide for
the recruitment of Chief Executive Officers and senior staff in local
governments.

The guide recognises the considerable diversity in communities across the
State and the key role which local governments play in providing facilities,
programs and services to meet the equally diverse needs of people in those
communities. To do this successfully, local governments must conduct
recruitment processes which encourage the widest possible range of
applications with the best possible knowledge and skills to bring to these
senior positions.

The Advisory Committee on Women in Local Government, which | chair,
acknowledges the important contribution which women are making in
senior roles in the administrations of local governments. However, the
knowledge and skills which women hold are not always acknowledged in
selection processes, including the transferability of this knowledge and
these skills to various senior management and professional positions
within the sector. This situation applies for both male and female
applicants for local government positions and the Advisory Committee has
therefore given a high priority to contributing to the improvement of
selection processes in the sector per se.

With this in mind, the Advisory Committee has prepared the guide as a
companion document to the Local Government Operational Guidelines for
Appointing a CEQ. These are being made available to local governments as
a package. Both are easy to use and apply. | trust that they assist you in
developing the capacity of your local government to meet the challenges
facing the sector today.

Mayor Paddi Creevey

Chair
Advisory Committee on Women in Local Government

WOMEN IN LOCAL GOVERNMENT
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Gender Diversity and the SELECTION OF CEOs AND SENIOR STAFF
in local governments
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INTRODUCTION

Purpose of This Guide

This guide is a companion document to the
Local Government Operational Guidelines for
Appointing a CEO, issued by the Department of
Local Government and Regicnal Development.
It has been designed to assist those recruiting
suitably qualified people for CEQ and other
senior positions for a local government to
integrate gender diversity strategies within a
standard recruitment process. Whether
managing the selection or working with a
recruitment consultant (or HR department), you
can use this kit to ensure that the most
important strategies have been taken into
account. Useful diversity tips and easy-to-use
checklists are presented in sequence for each
key stage of the recruitment process. The
Guide provides a fully integrated strategic
diversity reference for achieving successful,
inclusive selections.

Background

The Advisory Committee on Women in Local
Government was established to advise the
Minister for Local Government and Regional
Development on ways of encouraging and
assisting women to seek employment and
progress their careers in the Western Australian

local government sector. In addressing this role,

the Advisory Committee has considered a
number of issues relating to decision making in
the recruitment and selection of Chief Executive
Officers and staff for other senior positions in
local government. In planning and undertaking
its activities, the Advisory Committee promotes
the principles of merit and equity for all
employees and applicants in recruitment and

selection processes. The Advisory Committee
also recognises the importance of an
appropriately skilled workforce in the local
government sector in effectively delivering
services to members of the community.

The Changing Business Environment—
Diversity of Local Communities

Many local government leaders are recognising
the need to provide services and facilities for
communities which are increasingly diverse.
Women are an important part of that diversity,
making up a growing percentage of the work-
force and the community. In recent years, a
number of studies have shown that diversity has
a positive impact on the bottom line, so it is not
surprising that businesses and governments are
developing workforces which are more reflective
of the community population. Here are some
interesting statistics about the gender diversity
in local government communities:

THE FACTS AND FIGURES

* 2004 census estimates show that women
make up 49.93% of local Western
Australian communities

* As at June 2005, only 3% of CEOs were
women

* Following the May 2005 elections, 22.9%
of Mayors and Presidents were women
and 29% of Councillors were women

* In 2005, 51.3% of all local government
electors were women

* According to the Australian Bureau of
Statistics, Characteristics of Small Business
2003, 32% of new small businesses are
owned and run by women

WOMEN IN LOCAL GOVERNMENT

—
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Gender Diversity and the SELECTION OF CEOs AND SENIOR STAFF

in local governments

The Changing Workforce—Delivering Quality
Services

Diversity is a business issue and presents a prime
capacity building oppertunity for local
governments. In today's competitive world,
Western Australian local governments must
operate with tighter resources and are
increasingly reliant on highly effective
workforces to meet the changing needs of an
increasingly diverse community. Capacity
building objectives and high productivity must
be achieved through creative problem solving,
creation of new products and innovation in the
provision of services and facilities.

Servicing a diverse community involves
understanding different values, norms,
languages and points of view. In such an
environment, a traditional workforce with
traditional skills and customer service practices is
not enough. To be truly competitive and
relevant, the local government focus and
workforce today needs to be indusive of
different generations, ethnicities and genders,
catering to differences, including gender
differences, within the workplace and engaging
with the community and diverse stakeholder
groups. By focusing attention on the diversity
capabilities of the workforce as a strategic
resource, it becomes clear that gender diversity
in leadership teams is critical for building
capacity and meeting community needs. To
summarise, gender diversity on management
teams can help local governments build
community capacity by:

* ensuring that local government products and
services are relevant to an increasingly
diverse community;

+ providing opportunities to understand the
need for new products and services that

result from changing demographics and
community needs and values, and

» establishing a capacity building environment
which promotes innovation and flexibility for
dealing with clients and the community.

Strategically Recruiting for Gender Diversity

In terms of diversity capability, today's local
government CEQs and senior staff must
manage a complex, diverse internal and external
environment. Recruiters therefore play a vital
role in incorporating diversity as a key criterion
for hiring CEQs and senior staff who can bring
relevant expertise and capability to their local
government.

Here are three key planning strategies for
ensuring that diversity is strategically integrated
with the overall executive recruitment plan:

* use merit based recruitment and selection to
assess how candidates could make use of
their capabilities, including diversity
capabilities, to add value to the business of
local government;

» use diversity criteria in the job advertisement
and selection criteria with the aim of
enhancing the capability of the organisation
to deliver quality services and products; and

* advertise CEO and senior positions widely
and ensure that women get the opportunity
to be in the candidate pool for the position
being offered.

Legislative Considerations

Those conducting recruitment and selection
processes must take care not to breach
applicable legislation such as the Equal
Opportunity Act 1984 and the Local
Government Act 1995,

Item 9.2 — Appointment of Chief Executive Officer
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INTEGRATING DIVERSITY WITH THE RECRUITMENT PROCESS — 3 EASY STEPS

Step 1

Develop a Recruitment Plan
to meet the organisational and service delivery needs of a

"l

g diverse ¢ ity

v

Step 2

Advertise and Attract Talented People
who are representative of a gender diverse client base and community

v

Step 3

Assess, Select and Recruit the Most Suitable Person
to support organisational performance in the delivery of services

Checklists for Each Step are presented on the following pages.

N IN LOCAL GOVE

NMENT
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Gender Diversity and the SELECTION OF CEOs AND SENIOR STAFF

in local governments

STEP 1 DEVELOP A RECRUITMENT PLAN
TO MEET THE ORGANISATIONAL
AND SERVICE DELIVERY NEEDS OF
A GENDER DIVERSE COMMUNITY

A good plan for the recruitment of a CEQ and
senior staff is vital for ensuring that the business
needs of local government are achieved by
obtaining the most suitable people with the
best skills mix.

A typical planning exerdse must include
consideration of the requirements of the Local
Government Act 1995 and other relevant
legislation along with the “Local Government
Operational Guidelines for Appointing a CEQ”,
the companion document to this guide

The simplicity or complexity of planning will of
course vary with the size and purpose of each
local government. However, taking an
integrated approach to diversity and recruitment
planning will help local governments to attract
gender diversity in applicant pools. An
integrated approach should have a direct
bearing on the content of job descriptions and
the type of recruitment strategies and selection
techniques used.

Gender Diversity and
Recruitment Planning Checklist

The good practice recruitment plan. ...

* __.is based on a fair process for assessing each
applicant’s ability to meet the work related
requirements of the position being advertised
{ie based on the principles of merit and equity).

* __shows clear links with the local government
plan for workforce diversity with a focus on
matching the employee profile to the community
demographics.

= factors in an understanding of the legislative
requirements, including those for Equal
Employment Opportunity.

* __if needed, includes a review and update of the
job description and selection criteria, based on the
job requirements for meeting local government
business and community service needs.

+ __provides panel members with a choice of the
most effective assessment methods for identifying
the best candidate.

= __emsures that the selection panel has the right
mix of skills and executive selection experience to
assess diverse candidate pools for a senior
position and that it comprises at least three
people.

e __if needed, identifies any parts of the
recruitment to be handled by a recruitment
agency. Ensures that the agency understands the
local government need for gender diversity in the
search for suitable applicants and any screening
process o be conducted.

= __identifies the most appealing advertising design
and the most appropriate advertising medium{s)
to attract the widest possible applicant peol. This
will increase the likelihood of gender diversity in
the applicant pool.

Item 9.2 — Appointment of Chief Executive Officer

Page 21 of 111



Agenda TPRC Meeting of Council — 6 April 2006

STEP 2 ADVERTISE AND ATTRACT ¢ professional journals;
TALENTED PEOPLE WHO ARE e the internet; and
REPRESENTATIVE OF A GENDER
DIVERSE WESTERN AUSTRALIAN
COMMUNITY

* executive search consultants.

Checklist

Gender Diversity and Attracting the Best
Field of Candidates

There are many options available with respect

to attracting gender diverse candidate pools for

CEQ and senior positions. The state of the * Advertising medium(s) decided:

labour market will have some effect on who, a variety of ways of advertising the position and

and how many applicants, you can attract. attracting a wu_de and diverse field of applicants
: : has been considered.

Sometimes, there are relatively few people for

the type of position available. However, as a

general guide, gender diversity strategies should

be targeted to reach the greatest field of applicants

and to find the most suitable person for the job.

Local governments are encouraged to promote

* An attractive job advertisernent has been written
to sell the benefits of the position and to catch
the eye of highly qualified applicants:
= the advertisement is written in non-

discriminatory language;

gender diversity and family friendly policies. = ﬁ’ specific temns such as "he’ or 'she’ are not
Some of the most common and effective means ~ there are no references to age, race or
of advertising and attracting executive nationality; and

applicants include: — qualities and attributes that are not necessary

* national and metropolitan newspapers; for the job are not included.

Chief Executive Officer
Looking for a change and a better life .. join a winning team

Our City cound| Is successfully moving towards a vision of a vibrant, picturesque
and popular centre of work, leisure and Iving. We are a diverse and progressive
arganisation with a reputation for inclusiveness and excellence.

Are you a leader with entrepreneurial flalr, who thrives on a collaborative approach, who has the resilience to join
a creative, busy executive team? | you answer ‘yes', and you have a track record for achieving results, a
working knowledge of local government, strong finandal management with strategic thinking skills and the

City of ability to communicate with diverse groups of peaple, then this & your dream job.

Good We offer excellent remuneration, superannuation and work flexibility supporting family friendly work polides.
Practice Centred in the heart of the beautiful Lake Mountains region, our City has easy access to many national parks,
lakes and tourist attractions.  An information pack is available and candidates will be required to submit a
written application addressing the selection criteria, This is to be forwarded to:
Rex Cruitment
Clever Recruiting
PO Box 1
Good Practice WA 007
Information Packs: Obtained by contacting Lesley on (08) 9007 007*,
Closing Date: 5.00pm, Friday 22 January 200X
* Callers who are deaf, or who have a hearing impairment or a speech/communication impairment, may call
through the National Relay Service by dialling 133 677 and then quote 08 0000 000,

AN EQUAL OPPORTUNITY AND DIVERSITY FRIENDLY EMPLOYER

8 WOMEN IN LOCAL GOVERNMENT
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Gender Diversity and the SELECTION OF CEOs AND SENIOR STAFF

in local governments

STEP 3 ASSESS AND SELECT THE MOST
SUITABLE PERSON TO SUPPORT
ORGANISATIONAL PERFORMANCE
IN THE DELIVERY OF SERVICES

Fundamental to assessing and selecting the best
candidate is to plan and prepare well for the
assessment and interview. This involves ensuring
that the assessment method used is fair and
suited to each of the selection criteria and will
give reliable information about the abilities of
every candidate. A fair assessment method will
ensure that all applicants have an opportunity to
demonstrate their ability to meet the requirements
of the position they have applied for.

It is important that the panel is constituted so as
to ensure that fair consideration will be given to
all applicants and that there is an appropriate
gender balance. It is also important for panel
members to be aware that the validity of any
assessment method they use can be affected by
their own personal bias. They need to be aware
of the impact that their bias can have on a fair
assessment, Personal qualities unrelated to
effective job performance should not be taken
into account. By emphasising fairness and
merit, selectors can reduce the risk of gender
bias and increase the gender diversity of the
final candidate pool

Applications, reference checks, rating scales and
the final decision should all be relevant to the
selection criteria. All information from written
applications, resumes, referees, presentations
and any tests undertaken must be evaluated
fairly and objectively in order for a final decision
to be reached and so show that the person to
be hired best meets the stated job and
candidate requirements.

Choosing the best person for the job is a
difficult and challenging task. However,
preparing well for the assessment and interview
and applying the principles of fairness, merit
and diversity will help those undertaking the
recruitment and selection process to feel
confident in their final decision making and in
demonstrating that the person selected best
meets the stated job and candidate
requirements.

Item 9.2 — Appointment of Chief Executive Officer
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Checklist

Fair Assessment and Selection Which is
Based on Merit

*  Applicant Shorthist: A shortlist of the most suitably
qualified applicants, men and women, has been
prepared and the applicants advised. The short
list includes only those who clearly meet the
selection criteria.

* The Interview Plan: Assessment methods, specific
questions and assessment points have been
prepared as part of an overall interview plan.

* The Panel: Comprises at least three people and is
constituted to ensure gender balance and fair
consideration for all applicants.

* Style of Interview and Interviewing Techniques:
The style of interview has been decided and is
conducive to interviewing people from different
backgrounds and with various communication
styles. Questions should be phrased in ways that
do not invade privacy or breach discrirination
legislation. For example, avoid asking an
applicant about their marital status or their
ability/preference to relocate.

* Referee Checks: To help selectors make up their
minds about candidates, referees have been
contacted to confirm the work history, skills and
capabilities of applicants, Questions for referee
interviews were based on the selection criteria
and the responses were documented.

* Selection Report: A full selection report has been
prepared. It records the Panel’s deliberations and
selection decision and includes all relevant
information for their decision. For example, the
report is based on the selection criteria and
includes the CEO Evaluation form with comments
for each individual, a comparative assessment
sheet and referee comments.

*  Advising Unsuccessful Applicants: A courtesy
letter has been sent to each unsuccessful
applicant to advise them about the outcome of
their application.

10 WOMEN IN LOCAL GOVERNMENT
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Gender Diversity and the SELECTION OF CEOs AND SENIOR STAFF
in local governments

OTHER RESOURCES AND INFORMATION

Further Reading

Compton, R., Morrissey, W., and Nankervis, A.
(2002) Effective Recruitment and Selection
Fractices. Sydney: CCH Australia Ltd

Wackerle, F. (2001} The Right CEQ Straight,
Talk about Making Tough CEQ Selection
Decisions. San Francisco: Jossey-Bass

Sessa, V, and Taylor, ). (2000) Executive
Selection, Strategies For Success. San Francisco:
Jossey-Bass

Carey, D. and Ogden, D. (2000) CEQ
Succession, A Window on How Boards Can Get
it Right When Choosing a New Executive. New
York: Oxford University Press

1
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"Gender Diversity and the Selection of CEOs
and Senior Staff in Local Government” was
prepared by a working group of the Advisory
Committee on Women in Local Government,
the group convened by the Director of the
Office of Equal Employment Opportunity, a
member of the Advisory Committee.

Mo person or organisation should act on the
basis of any matter contained in this document
without considering and, if necessary, taking
appropriate advice. Neither the Department of
Local Government and Regional Development
or the Office of Equal Employment Opportunity,
nor any of their employees, undertake
responsibility to any person with respect to this
document,

Published August 2005

ISBN 0 7307 6340 4

4 ’}/';? Department of Local Government
‘!‘g and Regional Development

Government of Western Australia
T

Published by the Department of Local
Government and Regional Development

Street Address:

Dumas House

1st Floor, 2 Havelock Street
WEST PERTH WA 6005

Phone: (08} 9217 1500

Freecall (country callers): 1800 620 511
Fax: (08) 9217 1555

Internet; www.dlgrd wa.gov.au

Mailing address:
GPO Box R1250
PERTH WA 6844

This document is also available on the
Department of Local Government and Regional
Development website at www.dlgrd wa.gov.au
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ATTACHMENT — MODEL CONTRACT OF EMPLOYMENT

[THIS CONTRACT OF EMPLOYMEN]

is made on (he day of
BETWEEN:
1. _ (the Local Government)
(addrcss for service of notices),
and
2, (the Chief Executive Otficer)

(address for service of notices)

1. POSITION

‘The position is that of Chief Executive Officer of the Local Government.

This contract relative to that position is made under and subject to the Loca/

Government Act 1993.

2.8 DEFINITIONS

In this Contract:

2.1 *Act” means the Local Government Act 1995;

22 “CEO” means the Chiefl lixecutive Officer of the Local Government;

2.3 “Confidential Information™ means any and all confidential information, data,
reports, operations, dealings, records, materials, plans, statistics, tinances or
other agrcements and things (other than an agreement or thing which is
already in the public domain), whether written or oral and ol whalever type or
nature relating lo property, assets, liabilitics, finances, dealings or functions of
the Council or any undertaking from time o time carried out by the Council.

2.4 “Council” means the Council of the Local Government;

2.5 “Long Service Leave Rcgulations” means the Local Government (T.ong
Service Leave) Regulations.

2.6 “Mediation Service” as referred to in clause 17 means an individual or
company confracted to mediate a dispute between the parties.

2.7 “Policics™ means the policies adopted by Council.

3 C1Q coniract August 2005
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2.8

210

“Position” means the officc or position defined in Clavge 1.

“Remuneration Package™ means the (otal of the remuncration package
specificd in Clause 12,

“l'erm” means, Lhe term specified in Clause 4.

3. CONSTRUCTION

Unless expressed to the contrary, words importing:

3.1

The singular include the plural and vice versa.

A reference to:

32

3.4

3.5

3.6

3.10

A person includes a [irm, an unincorporated association, an incorporated
association, a corporation and a government or statutory body or authority.

A person includes their legal personal represcntatives, successors and assigns.

A statute, ordinance, code, regulation, award or other law includes regulations
and other statutory instruments under it and consolidations, amendments, re-
enactments or replacements ol uny of them.

A right includes a benefit, remedy, discretion, authority or power.

An obligation includes a warranty or representation and a reflerence Lo a
lailure (o observe or perform an obligation includes a breach of warranty or
representation.

Provisions or terms of this Contract, or another document, contract,
understanding or arrangement include a reference to both cxpress and implied
provisions and terms.

This Contract or any other document includes this Contract or other document
as varied or replaced and notwithstanding any change in the identity of the
partics.

Wriling includes any mode of representing or reproducing words in tangible
and permanently visible form, and includes [acsimile (ransmissions or other
electronic mail or transmissions.

Any thing (including, without limitation, any amount) is a refercnce to the
whole or any part of it and a reference to a group of things or persons is a

reference (o any one or more of them.

Headings arc for convenience only and do not etfect the interpretation ol this
Contract.

4 CEOQ contract August 2005
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4., TERM OF FMPLOYMENT

Subject to the terms and conditions contained in this contract, the Local Government

will employ the CEOQ for a term of , commencing on
the day of and expiring on the day
ot

5. FURTIIER CONTRACTS

There is no compulsion on either the Council or the CEQ to agree to a new Conlract.
The Council and/or the CEO shall initiate discussions not later than 12 months prior
to the expiry of the Term for the parties to enter into a new Contract for a further term
with the Council making a decision (o finalise those discussions not later (han 9
months prior to the expiry of the term of this Contract. Tn the event that the Couneil
and the CLEO agree (o a new contract, a new contract will be executed.

6. CHIER EXECUTIVE OFFICER’S DUTIES AND FUNCTIONS
The CEO must carry out the duties and functions as are:

6.1  Sel out in the Position Description and as varied from time to time by
agreement between (he parties.

6.2 Set outin the policics of the Local Governmenl as adopted by the T.ocal
Government from time Lo time during the term of employment.

6.3 Imposed by the Act or in any other statute und associated regulations
relevant o the position.

The CEO shall:

64  Work such reasonable hours as are necessary to carry out the duties and
[unctions of the position.

6.5  Obscrve and carry oul all lawful directions given by the Council, in relation
to the performance of the CEQ's duties and lunctions under this Contract.

6.6  Disclose any financial or other interest relating to the business ol the Local
Government in accordance with the Act or which conflicts or may conflict
with the discharge of the dutics and functions of the office and comply with
any reasonable direction given by the Council in respeet of that interest.

6.7  Devote the whole of their professional effort to their employment and will
not hold any position or take on any activities which may in any way be scen
to conflict with the CFEO’s obligations under this contract unless approved by
the Council.

5 CHECY eontract August 2003
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4 PERTORMANCE, CRITERTA
The following performance criteria applies to this contract:

e Provide accurate and timely advice to council;

e« Work in collaboration with council;

e Trovide innovative and visionary leadership;

e FEstablishes cffcctive networks;

e Maintains a work cnvironment that facilitates the development of people and
encourages them to perform at a high level;

e [insure the effective and accountable application of financial and physical
TESOUICES;

e Develops and implements change management stralegies (o enhance service
delivery;

e Initiates the development, implementation and review of effective policies.

I'hese performance criteria may be varied and any other criteria may be included by
agreciment between the parties at any time during the term of this contract.

8. PERFORMANCE REVIEWS

Council will ensurc that a review of the CEO’s performance is conducted annually or
more frequently il the Council or the CEO perceives there is a need to do so.

The Council shall give the CEQ a minimum of ten working days notice in writing that
a performance review is o be conducted to cnable the CEO sufficient time to prepare.

Where an external facilitator is to be used, both parties must agree (o the nominated
facilitator.

The CEO will prepare and submit to the council and/or facilitator an assessment of
his/her own performance prior to the assessment by council.

The final report on the performance of the CEO is to be forwarded to council for
consideration to cither accept or reject the report.

9. CONFIDENTIAL INFORMATION

The CEO shall not divulge any confidential information about the Local Government
both during and after their term of employment with the Local Government.
Confidential information includes all information and intellectual property relating to
the lunctions and operations of the Local Government which is not made available to
the public.

Tn lhe evenl of lermination, the CEQ must deliver to the Local Government all

confidential information relating to the local government in the CEQ’s possession and
must not keep or make copies of such information.

6 CEQ conlracl August 2005
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10. CONDUCT

The CEOQ shall at all times carry out his/her dutics and functions in the besl interests
of the T.ocal Government, and ensure that the CIEO’s actions do not bring the Local
Government into disrepute or cause the Local Government damage.

The CEOQ will comply with the code of conduct adopted by the Local Government
pursuant to section 5.103 of the Act or as prescribed in Regulations under the Act.

11. SUSPENSION

The Council may, during a period which the CEO is under charge with any criminal
aflfence, suspend the CEO from duty on [ull pay.

12. REMUNERATION
Note: The list of items in this clause is nol exhaustive.

The Tocal Government will provide the CEQ with the remuneration package detailed
below:

12.1 The CEOQ shall be entitled to a total remuncration package of $ per
annum, which takes into account:

° the requirement to attend Council meetings outside working hours;

° an acknowledgment that the position is measured on performance and not
on the number o hours worked; and

° all additional loadings and allowances.

The components representing the remuneration package shall be:

12.1.1 Salary (cash component) $ per annum
12.1.2  Motor Vehicle $ per annum
12.1.3  Superannuation $ per annum
other options include:
12.1.4  Professional Development Allowance 3 per annum
12.1.5 ITome Telephone Reimbursement $ per annum
12.1.6  Home Facsimile Reimburscment h3 per annum
2.0 e Personal Computer/Laptop b per annuin
12.1.8  Prolcssional Memberships/Subscriplions $ per annum
12.1.9 Income Protection Tnsurance $ per annum
12.1.10  Location Allowance 5 per annum
7 CEQO contiact August 2003
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12.2 Salary (Cash Component)

12.2.1  The remuneration package referred to in subclause 12,1 shall be reviewed
annually by Council. A review shall not result in a dcercase in the
remuneration package.

12.2.2 The CEQ’s salary shall be payable fortnightly, in arrcars to an account
nominated by the CLO,

12.3 Motor Vchicle

12.3. The Local Government shall provide unlimited privale use of a motor
vehicle in accordance with policy as at the date of signing this contract,
equivalent in value (o a , for the use of the CEO.

1232  The Local Government shall be responsible for all running costs of the motor
vehicle including, but not limited to all rcgistration, insurance, tuel and
maintcnance costs of the molor vehicle.

12.3.3 The CLO is responsible for organising for the motor vehicle to be maintained,
serviced and cleaned in an appropriale manner.

12.3.4  Unlimiled private use entitles the CEQ and a driver designated by the CLO to
use the motor vehicle for both business and private purposes in Western
Australia.

12.4 Superannuation

12.4.1  The Tocal Government will make superannuation contributions during the
term of the contract of % subject to the CEQ making contributions
cquivalent to % of their salary. ‘T'he Local Government’s contribution
includes the Superannuation Guarantee levy.

12.42  The CEO may elect to pay additional superannuation contributions as part of a
salary sacrifice arrangement with the Local Government. Such an agreement
will result in a lower cash component being paid to the CEO.

12.5 Fringe Benefits Tax

The Local Governmenl shall pay any liability with respect to Fringe Benefits Tax

incurred as a result of the benetits provided in this Conlract, or the ordinary carrying

out ol T.ocal Government business by way of tunctions or travelling.

12.6 Valuation

‘The value (o be allocated to each component of the CEQ’s total remuneration shall be
determined by the Local Government in accordance with such valuation principles as it
may adopt from time to time to value benefits extended to its employees.

8 CEQ contract August 2005
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12.7 Relacation Expenses

12.7.1 Travel costs for the CEO, spousc and dependent children shall be reimburscd
to a maximum value of $ when taking up the position of CEO.

12.7.2  The costs of relocating houschold goods, personal effects, furniture and

transport of personal vehicles shall be reimbursed to a maximum value of

5
13, LEAVE
This may include, bul is not limited to:

13.1  Annual Leave

The CEO is entitled to five weeks’ paid annual leave each year, lo be taken during
agreed periods.

13.2 Long Service Leave

Long service leave shall be in accordance with the Local Government (Long Service
Tcave) Regulations.

13.3 Pcrsonal Leave

13.3.1 The CEO is entitled to two weeks (cumulative) per annum paid personal leave
when he/she is abscnt:

e due to personal illness or injury (sick leave); or

o for the purposes of caring for an immediate family or household member
who is sick and requires the CEQ's care and support (caret's leave);

13.3.2 The CEO is entitled to two days bereavement leave as non cumulative leave
on any occasion on which a member of the CEOQ’s inunediate tamily or
household dies.

13.4 Parental Leave

Parental Leave encompasses Maternity Leave, Paternity Leave and Adoption Leave,
and is available if the CEO has been employed for a 12 month period or more
immediately preceding the commencement of the leave.

13.4.1 The lcave is unpaid (including Public Holidays), and is available for a period

of up Lo 52 weeks in one unbroken period. Personal leave is not available and
no leave entitlements accrue during the period of Parental [.eave.

"y CEO contract August 2003
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13.4.2 'T'he CEO may take any ather forms of paid leave to which he/she are entitled,
such as annual or long service leave, in substitution for some or all of this 52
week period. The maximum entitlement to Paternity Leave is reduced by any
malernily leave taken by the CEQ’s spousc. Patcrnity Leave cannot normally
be taken while the CEQ’s spouse 1s on maternity leave,

13.5  Public Holidays
The CEOQ shall be entitled to Western Auslralian Gazetted public holidays and
2 days in licu for the day after New Years Day and the Tuesday after Easter.
14. TERMINATION OF EMPLOYMENT
14.1 Effluxion of Time

The employment of the CEO shall, unless a new contract is negotiated,
terminate on the expiry date specified in Clause 4 of this Contract.

14.2  Termination by Either Party

Either party may terminate this contract by giving three months written notice
to the other party. Council may approve a payment to the CLO of up to the
value of one years remuneration if the contract has one year or morc to run, or,
if the contract has less than one year to run, a paymenl nol exceeding the valuc
of remuneration the CEQ would have received if the contract had been
completed.

The CEO retains the right to recourse for untair dismissal remedies il
termination is harsh, unjust or unreasonable.

14.3  Summary Dismissal

The Council may terminate the employment of the CEO in writing for a period of
less than 3 months if:

14.3.1 The CEO commits any wilful or serious misconduet or wilful neglect in the
discharge of the CEQ’s responsibililies or obligations under this Contract.

14.3.2 The CEO wilfully disobeys any reasonablc and lawtul order or direction by
the Council.

14.3.3 The CEQ is convicted and under sentence for a crime ot has been convicted
of a serious Local Government offence within the meaning of Scction 2.22
of the Aet.

A payment under sub-clause 14.2 does not apply where the termination is a result of
an cvent identified under sub-clausel4.3.1, 14.3.2 or 14.3.3.

10 CLO contract August 2005
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15. INCONSISTENCY AND SEVERANCE

This Contract shall be governed by and construcd in accordance with the laws of the
State of Weslern Auslralia.

If there is any inconsistency between this Contract and any Industrial Relations Law,
the Industrial Relations Law prevails, but only to the extent of the inconsistency.

If there is any inconsistency between this Contract and the Local Government Act
1995, the Act prevails but only to the extent of the inconsistency.

Each provision of this document shall be read and construed independently ol the
other pravisions of this document so that if one or more are held to be invalid for any
reason whatsoever, then the remaining provisions shall be valid (o the extent that they
are not held to be so invalid.

If a provision of this document is found to be void or unenlorceable but would be
valid if some part hercot were deleted or the period of application reduced, such
provision shall apply with such modification as may be necessary to make it valid and
effective.

16. ALTERATIONS TO THIS CONTRACT

This contract may only be varied or replaced by agreement in writing signed by the
parties.

17. DISPUTE RESOLUTION

In relation to any matter that may be in dispute between the CEQ and the Council, the
partics will:

17.1  Atlempl lo resolve the matter at workplace level by the CEO and the
Council, or a person or a committee delegaled by the Council for that
purpose, mecting and conferring on the matter.

17.2  Agree to allow either party to refer the matter (o mediation il the matter
cannot be resolved at the workplace level.

17.3  Agree that if either parly refers the matler (0 an independent  mediator,
both partics will participate in the mediation processin ~ good faith.

174  Acknowledge the right of either parly lo appoini, in writing, another
person to act on behalf of the party in relation to the mediation process.
Such mediation shall operate in a manner as agreed by the partics

The cost of the mediation scrvice will be met by the Local Government. Where an

advisor is used by either partly, that party will be responsible for meeting the cost of
the advisor.

11 CHO contract August 2005
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18, NOTICES
Any notice or other communication between the parties:
18.1  Must be in legible writing to the last recorded (or known) address;
18.2  Tsregarded as being given to the sender and received by the addressee:
- if' by person, when delivered;
« ilby post, 3 business days from and including the datc of postage; and
« if by facsimile transmission, whether or not legibly received, when
transmitied 1o the addressee, but if the delivery or receipt is on a day
which is nol a business day or is after 4.00pm (addresscec’s time) it is
regarded as received at 9.00am on the following business day.
« ilby email, the date of receipt shown on the email.
18.3  If the sender is advised that a facsimile transmission is not legible within
2 hours aller ransmission, the facsimile transmission is not regarded as
legible.
19. OTHER TERMS AND CONDITIONS
Subject to any cxpress provision in this Contract to the contrary, each party shall bear

its own legal and other costs and expenses relating dircetly or indirectly to the
preparation of, and performance ol'its obligations arvising out of this Contract

12 CHO eonfract August 2005
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20. EXECUTION BY THE PARTIES

THE COMMON SEAL of the Local Government E
was hereunto affixed by authority of a resolution u MM 0 N ' S .

of the Council in the presence ol h

S/ ] Rkl

President/Mayor

Name of President/Mayor

signed by:

Chief Executive Officer

Name of Chief Executive
Officer

in the presence of:

Witness

Name of Witness

13 CEO contragt August 2005
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ATTACHMENT — TPRC PROFILE

The Tamala Park Regional Council (TPRC) has been established under the Local
Government Act.

The Council is a body corporate with a common seal.

The Council's office is located at the City of Stirling administration centre in Cedric Street,
Stirling.

The Council has 7 local government participants. The participants are all joint owners in a
432 hectare land parcel known as Lot 118 Mindarie. The land is situated in the local
authority district of the City of Wanneroo.

151 hectares of Lot 118 Mindarie is leased to the Mindarie Regional Council, which is
comprised of the same participants as the new TPRC.

The participant local governments and their respective ownership shares of Lot 118 Mindarie
are as follows:

Council Project Shareholding

Joint Development Shares
Town of Cambridge 112
City of Perth 12
Town of Victoria Park 11712
Town of Vincent 112
City of Joondalup 212
City of Wanneroo 212
City of Stirling 412

The 7 local authorities that are participants in the Council represent an overall population of
approximately 500,000 persons.

The Council has a specific regional purpose which is:

a) To undertake, in accordance with the objectives, the rezoning, subdivision,
development, marketing and sale of the land comprising the developable portion of
Lot 118 Mindarie; and

b) To carry out and do all other acts and things which are reasonably necessary for the
bringing into effect of the matters referred to in paragraph (a).

The objectives of the TPRC are:

To develop and improve the value of the land;

To maximise, within pruduent risk parameters, the financial return to the Participants;
To balance economic, social and environmental issues; and

To produce a quality development demonstrating the best urban design and
development practice.

BN~
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The name Tamala Park Regional Council is derived from the name applied to the area by
the State Geographic Names Committee.

The location of the land is shown on the following plan.

NEERABUP.
NATIONAL PARK

AR B HE BARK

The land is situated in the developing northern comidor of Perth. The City of Wanneroo
anticipates that growth in the northern corridor will expand the population from 120,000 to
300,000 over the next 14 years.

The TPRC development has the potential to provide approximately 2,600 urban
development sites.

In keeping with the objectives of the Council the development managed by the TPRC will
have regard for the liveable neighbourhoods philosophy and a balanced economic and
social outcome for the local and regional communities.

The TPRC will commence land development in 2007. Structure planning to integrate the
Tamala Park site with the surrounding established subdivisions at Mindarie Keys, Somerly
and Kinross is how in progress.

In 2006 structure planning for a 30-hectare residential land parcel on the West side of
Marmion Avenue will be complete. The land will produce 380 residential lots, many of which
will have ocean and bushland views. The land in its developed form will be worth in excess
of $100M.
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The Council comprises 12 representatives from participant Councils. Representation is in
proportion to ownership shares.

The Chairman of the Council is elected by Council members and holds office for a period of
2 years.

The inaugural Chairman is the Deputy Mayor of City of Wanneroo; Cr Sam Salpietro. The
Deputy Chairman is Cr Vin Nairn from Town of Victoria Park.

The TPRC is required to produce a future plan outlining activities for a period of at least 5
years. It is expected that the plan will be developed during 2006 and will be available for
public comment.

The Regional Council is subject to all of the compliance issues stipulated by the Local
Government Act.

The Council will be supported by technical officers from constituent local authorities on an as
required basis.
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ATTACHMENT — LOCAL GOVERNMENT ACT EXTRACT

Division 4 — Local government employees

5.36. Local government employees

(1) A local government is to employ —
(a) aperson to be the CEO of the local government; and
(b) such other persons as the council believes are necessary

to enable the functions of the local government and the
functions of the council to be performed.

(2) A person is not to be employed in the position of CEO unless
the council —

(a) believes that the person is suitably qualified for the
position; and

(b) s satisfied* with the provisions of the proposed
employment contract.

* Absolute majority required.

(3) A person is not to be employed by a local government in any
other position unless the CEO —

(a) belicves that the person is suitably qualified for the
position; and

(b) s satisfied with the proposed arrangements relating to
the person’s employment.

(4) If the position of CEO of a local government becomes vacant, it
is to be advertised by the local government in the manner
prescribed, and the advertisement is to contain such information
with respect to the position as is prescribed.

(5) For the avoidance of doubt, subsection (4) does not impose a
requirement to advertise a position before the renewal ofa
contract referred to in section 5.39.

[Section 5.36 amended by No. 49 of 2004 5. 44.]
537.  Senior employees

(1) A local government may designate employees or persons
belonging to a class of employee to be senior employees.

(2) The CEO is to inform the council of each proposal to employ or
dismiss a senior employee, other than a senior employee
referred to in section 5.39(1a), and the council may accept or
reject the CEO’s recommendation but if the council rejects a
recommendation, it is to inform the CEO of the reasons for its
doing so.

(3) Ifthe position of a senior employee of a local government
becomes vacant, it is to be advertised by the local government in
the manner prescribed, and the advertisement is to contain such
information with respect fo the position as is prescribed.

(4) For the avoidance of doubt, subsection (3) does not impose a
requirement to advertise a position where a contract referred to
in section 5.39 is renewed.

[Section 5.37 amended by No. 49 of 2004 5. 45 and 46(4).]

538.  Annual review of certain employees® performances

The performance of each employee who is employed for a term
of more than one year, including the CEO and each senior
employee, is to be reviewed at least once in relation to every
year of the employment.

5.39.  Contracts for CEQ’s and senior employces

(1) Subject to subsection (1a), the employment of a person who is a
CEO or a senior employee is to be governed by a written
contract in accordance with this section.

(la) Despite subsection (1) —

(a) an employce may act in the position of a CEO or a
senior employee for a term not exceeding one year
without a written contract for the position in which he or
she is acting; and
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(b) a person may be employed by a local government as a
senior employee for a term not exceeding 3 months,
during any 2 year period, without a written contract.

(2) A contract under this section —

(a) in the case of an acting or temporary position, cannot be
for a term exceeding one year,

(b) in every other case, cannot be for a term exceeding
5 years,
(3) A contract under this section is of no effect unless —
(a) the expiry date is specified in the contract;
(b) there are specified in the contract performance criteria

for the purpose of reviewing the person’s performance;
and

(c) any other matter that has been prescribed as a matter to
be included in the contract has been included.

(4) A contract under this section is to be renewable and subject to
subsection (5), may be varied.

(5) A provision in, or condition of, an agreement or arrangement
has no effect if it purports to affect the application of any
provision of this section.

(6) Nothing in subsection (2) or (3)(a) prevents a contract fora
period that is within the limits st out in subsection 2(a) or (b)
from being terminated within that period on the happening of an
cvent specified in the contract.

(7) A report made by the Salaries and Allowances Tribunal, under
section 7A of the Salaries and Allowances Act 1975, containing
recommendations as to the remuneration to be paid or provided
to a CEO is to be taken into account by the local government
before entering into, or renewing, a contract of employment
with a CEO.

[Section 5.39 amended by No. 49 of 2004 s. 46(1)-(3).]
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5.40.  Principles affecting employment by local governments

The following principles apply to a local government in respect
of its employees —

(@)
(b

()
(d)

(e)

®

employees are to be selected and promoted in
accordance with the principles of merit and equity;

no power with regard to matters affecting employees is
to be exercised on the basis of nepotism or patronage;

employees are to be treated fairly and consistently;

there is to be no unlawful discrimination against
employees or persons secking employment by a local
government on a ground referred to in the Equal
Opportunity Act 1984 or on any other ground;
employees are to be provided with safe and healthy
working conditions in accordance with the Occupational
Safety and Health Act 1984; and

such other principles, not inconsistent with this Division,
as may be prescribed.

541, Functions of CEO
The CEQ’s functions are to —

(a)
(b)

(c)
(d)
(e)

®

(2)

(h)

(@

advise the council in relation to the functions of a local
government under this Act and other written laws;

ensure that advice and information is available to the
council so that informed decisions can be made;

cause council decisions to be implemented;

manage the day to day operations of the local
government;

liaise with the mayor or president on the local
government’s affairs and the performance of the local
government’s functions;

speak on behalf of the local government if the mayor or
president agrees;

be responsible for the employment, management
supervision, direction and dismissal of other employees
(subject to section 5.37(2) in relation to senior
employees);

ensure that records and documents of the local
government are properly kept for the purposes of this
Act and any other written law; and

perform any other function specified or delegated by the
local government or imposed under this Act or any other
written law as a function to be performed bv the CEQ.
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ATTACHMENT — LOCAL GOVERNMENT REGULATIONS EXTRACT

18A.  Advertisement for position of CEQ or senior employee —
s, 5,36(4) and 5.37(3)

(1) Ifa position of CEO, or of senior employee, of a local
government becomes vacant, the local government is to
advertise the position —

(a) ona notice board exhibited to the public at the local
government’s offices, if the position is —
(i) to be filled on a part time basis by a person who
is also employed by another local government; or
(i)  an acting position for a term not exceeding one
year; or
(b) otherwise, in a newspaper circulating generally
throughout the State.

(2) Anadvertisement referred to in subregulation (1) is to
contain —

(a) the details of the remuneration and benefits offered;

(b) details of the place where applications for the position
are to be submitted;

(¢) the date and time for the closing of applications for the
position;

(d) the duration of the proposed contract;

(¢) contact details for a person who can provide further
information about the position; and

(f) any other information that the local government
considers is relevant.

[Regulation 184 inserted in Gazette 31 Mar 2005 p. 1037-8;
amended in Gazette 19 Aug 2005 p. 3872.]

18B.  Matters to be included in contracts for CEO’s and senior
employees — s. 5.39(3)(c)

For the purposes of section 5.39(3)(c), a contract governing the
employment of a person who is a CEO, or a senior employee, of
a local government is to provide for a maximum amount of
money (or a method of calculating such an amount) to which the
person is to be entitled if the contract is terminated before the
expiry date, which amount is not to exceed whichever is the
lesser of —

page 11
[This printout Is not an official version of the legistation]
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18C.

18D.

18E.

[

18F.

(a) the value of one year’s remuneration under the contract;
or

(b) the value of the remuneration that the person would have
been entitled to had the contract not been terminated.

[Regulation 18B inserted in Gazette 13 May 2005 p. 2086.]

Selection and appointment process for CEQ’s

The local government is to approve a process to be used for the
selection and appointment of a CEO for the local government
before the position of CEO of the local government is
advertised.

[Regulation 18C inserted in Gazette 31 Mar 2005 p. 1038.]

Local government to consider performance review on CEOQ

A local government is to consider each review on the
performance of the CEO carried out under section 5.38 and is to
accept the review, with or without modification, or to reject the
review.

[Regulation 18D inserted in Gazette 31 Mar 2005 p. 1038.]

Offence to give false information in application for
employment with local government

A person must not, in connection with an application for the
position of CEO of a local government —

(a) make a statement, or give any information, as to
academic, or other tertiary level, qualifications held by
the applicant that the person knows is false ina material
particular; or

(b) make a statement, or give any information, as to
academic, or other tertiary level, qualifications held by
the applicant which is false or misleading in a material
particular, with reckless disregard as to whether or not

the statement or information is false or misleading ina
material particular.
Penalty: $5 000.
repealed]
[Regulation 18E inserted in Gazette 31 Mar 2005 p. 1038-9;
amended in Gazette 19 Aug 2005 p. 3872.]
Remuneration and benefits of CEO to be as advertised

“The remuneration and other benefits paid to a CEO on the )
appointment of the CEO are not to differ from lhc‘rcmuncrauon
and benefits advertised for the position under section 5.36(4).

[Regulation 18F inserted in Gazette 31 Mar 2005 p. 1039.]

Item 9.2 — Appointment of Chief Executive Officer

Page 45 of 111



Agenda TPRC Meeting of Council — 6 April 2006

ATTACHMENT - TPRC CHIEF EXECUTIVE OFFICER APPOINTMENT TIMELINE

] Task Name Duration | Start Finish | Otr 2, 2006 | tr 3, 2006
a | Mar | Apr [ May | Jun | Jul | Aug Sep

1 @ Agree Process for Appointment 7 days Thu 9/03/06 Fri 17/03/06 [T"- |
2 Appoint Consultant 14 days  Mon 20/03/06 Thu 6/04/06 *
3 Decide Job Description Contract, Adv 14 days Fri 7/04/06  Wed 26/04/06
4 =,  Salaries & Allce Trib Salary Review 28 days Fri 7/04/06 Tue 16/05/06
5 Resolve Selection Criteria 14 days Fri 7/04/06  Wed 26/04/06
6 Advertise Position 28 days Wed 17/05/06 Fri 23/06/06
7 Initial Screening of Applicants 28 days Fri 26/05/06 Tue 4/07/06
8 Interview/Select Applicant/s 14 days Wed 5/07/06  Mon 24/07/06
] Referee Feedback Sdays Tue 2507/06 Mon 31/07/06
10 Medical and Police Clearance Tdays  Tue 25/07/06 Wed 2/08/06
11 =2 | Contract Completion 14 days Tue 1/08/06 Fri 18/08/06
12 Appointee Commencement 28 days Mon 21/08/06  Wed 27/08/06

Task |_ _________________ _J Milestane ’- External Tasks |

Era?:c;:r;r;?g.‘ggﬁEO Appointment_1 Split S (SUTTEL ~ External Milestone ’
Progress I Project Summary — Deadline ' L
Page 1
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9.3

Elected Member Allowances

Report Information

Location: Not Applicable
Applicant: Not Applicable
Reporting Officer: A/Chief Executive Officer

Recommendation

1.

That the resolution of the Council dated 9 March 2006 (Item 9.6), which reads
in part as follows:

[Local Government Allowance Chairman and Deputy Chairman of the Tamala
Park Regional Council]

1. That the local government allowance for Chairman of the TPRC be an
amount equivalent to that prescribed for the Chairman of the Mindarie
Regional Council.

2. That the local government allowance for the Deputy Chairman be 25% of
the amount payable to the Chairman.

be RESCINDED.

NB1: Written notice to rescind by one third of Council members.
NB2: Absolute majority vote required.

That the Local Government allowance for Chairman of the Tamala Park
Regional Council BE AN AMOUNT of 25% of the maximum prescribed
allowance i.e. $3,000 per annum pro rata from 9 March 2006 to the end of the
Council year on 6 May 2006.

That the Local Government allowance for the Deputy Chairman BE 25% of
the amount payable to the Chairman of the Tamala Park Regional Council.
NB: Absolute majority vote required.

That the Local Government allowances for the Chairman and Deputy
Chairman of the Tamala Park Regional Council for the year from 6 May 2006
to 8 May 2007 be CONSIDERED at the June 2006 meeting with Council in
conjunction with the preliminary budget for 2006/07.

Report Purpose

To remedy an inadequacy with respect to the Council's intent to pay Local
Government allowances as permitted under Section 5.98 of the Local Government

Act.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: Nil
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Background

At the Council meeting held on 9 March 2006 allowances for the Chairman and
Deputy Chairman were related to payments made to Chairman and Deputy
Chairman positions with the Mindarie Regional Councils.

It has subsequently been established that there is no Local Government allowance
paid to the Chairman of the Mindarie Regional Council.

Comment

The intention to make a quantitative payment to the Chairman and Deputy Chairman
of the Tamala Park Regional Council is not possible with the resolution passed at the
last meeting.

The last part of the Council discussion on 9 March 2006 centred around a payment of
25% of the maximum $12,000 allowance set out in the Local Government Act and
Regulations.

It will be appropriate that the Council’s resolution on this matter takes a specific form
and therefore a revised resolution is proposed.

The proposed resolution suggested pro rata payments to the end of current Council
year which will then allow reconsideration of the Local Government allowances
together with the attendance allowances for councillors in June 2006.
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9.4

Budget 2005/06 and Draft Budget 2006/07

Report Information

Location: Not Applicable
Applicant: Not Applicable
Reporting Officer: A/Chief Executive Officer

Recommendation

1.

That the budget for the residual part of the 2005/06 financial year showing nil
operating revenue and an operating expenditure of $116,918 be adopted by the
Council.

Absolute majority vote required.

That the Council request constituent local authorities to contribute an amount
sufficient to meet budget requirements for the remaining part of the 2005/06
financial year at a rate of $10,000 per ownership share i.e.

Town of Cambridge - $10,000
City of Joondalup - $20,000
City of Perth - $10,000

City of Stirling - $40,000

Town of Victoria Park - $10,000
Town of Vincent - $10,000

City of Wanneroo - $20,000

That the Council note the preliminary estimates for 2006/07 and the projected
surplus of revenue over expenditure of $208,330 and further note that the budget
for the 2006/07 financial year will be subject of further submissions during June
2006 aiming at adoption of a budget no later than the scheduled Council meeting
on 3 August 2006.

Report Purpose

To seek authority for budget funds to meet Council liabilities until 30 June 2006.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: Nil

Background

The Council was formally established on 3 February 2006.

Until this time, expenditures incurred in advancing the work of the Council have been
met by constituent Councils. Some accounts for development of the Structure Plan for
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the area West of Marmion Avenue have continued to be met by City of Stirling on behalf
of the Council and will be recovered from other constituent members in due course.

A budget is required to facilitate administrative and other costs involved in establishing
the Council.

The Local Government Act requires expenditures of the Council to be budgeted in
advance and provisions of the Act and regulations require expenditures to be incurred
on issue of appropriate purchase orders and otherwise according to defined procedures.

Comment

It is expected that prior to 30 June 2006 there will be continuing expenditures relating to
town planning work and survey work aimed at developing the structure plan for the
residential land west of Marmion Avenue. There will also be expenditures incurred for
routine administration costs and for reimbursement of staff costs to the City of Stirling.

A schedule of expenditures anticipated for the balance of 2005/06 financial year and
projected into 2006/07 is as follows.

Tamala Park Regional Council

Projected Budgets by Nature Class
Budget Budget
2005105 200607

OPERATING REVENUE
General Rates
Underground Power Rates
Security Serice Charge
Grants & Subsidies
Contributions, Donations, Reimbursements
Profit on Sale of Assets
Rubbish Service Charges
Fees & Charges - -
Interest Earnings - BE0,000
Registrations, Licences and Permits - -
Other Revenue

Total Operating Revenue $ - EE0,000

OPERATING EXPENDITURE
Employee Costs 55 935 263,540
Materials & Contracts Direct MTC of NCA 1,700 5,300
Materials & Contracts Other Works 39128 140,510
Ltilities a0 200
Depreciation G625 2,500
Interest - -
Ingurance 2 BE3 11,650
Fire Serwice Levy
Other B B18 26470
Less Allocated to Works and Services - -
Total Operating Expenditure % 116 B&S 4581 70

CHANGE IN NET ASSETS RESULTING FROM

OPERATIONS $ - 116,668 208,330

Budget Summary
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1333
1339
1349
1365
1379

171
1716
1731
1749

1518
1529

1556
1565
1584
1599

1631
1632
1673
1633
1699

3011
302
3013
3014
3014
3016
Iy
301a
3021
3022
3081
3066
3067
3069
3071
3072
3074
3075

Rates

Grants & Subsides

Contributions, Reimbursements & Donations
Donations

Employee Contrib to Vehicle Exp Pre Tax
Other Operating Contributions

Legal Fees Recovered

Reimbursements from Other Councils
Interest

Interest on Municipal Fund

Interest on Resene Funds

Interest on Trust Funds

Other Interest

Profit / Loss on Asset Disposal
Registration, Licences & Permits
Sign License Applications

Other Miscellaneous License Fees

Service Charges

Hire of Facilities

Reserve Hire Fees

Freedom of Information Applications
Cther Miscellaneous Fees & Charges

Other

ale of Reports

ale of Surplus Materials
Advertising & Sponsarship
Discounts Received

Other Miscellaneous Revenue

Salaries - Basic Costs

Salaries - Overtime

Salaries - Allowances

alaries - Sick/Leave Pay

Salaries - Cccupational Superannuation
Salaries - WALGS Superannuation
Salaries - Other Superannuation
alaries - Warkers Compensation Payments
alaries - Inc/{Dec) in AL Provision
Salaries - Inc/{Dec) in LSL Provision
Advertising - Staff Yacancies

Fringe Benefits Tax

Insurance - Warkers Compensation
hedical Examination Costs

otaff Amenities (Tea/Coffee/Milk/Sugar)
Staff Training and Development
Telephaone - Staff Allowance

Telephone - Staff Reimbursement

B0 ,000

- 660,000
55,000 220,000
2310 8240
4 550 19,500
1,500 &,000
74 3,000
1,100 4 400
25 100

150 GO0
100 400
65,885 263,540

Item 9.4 —Budget 2005/06 and Draft Budget 2006/07

Page 51 of 111



Agenda TPRC Meeting of Council — 6 April 2006

323
3125
333
3134
3136
337
3143
347
3181

Iy
3218
3218
3221
3222
3223
3229
3231
3232
3235
3238
3240
3241
3242
3243
3244
3248
3261
3263
3264
3271
3272
3273
3274
3281
3292
3283
3297
3298
3298
3300
3303
3308
3311
3312
3315
3321
3322
3323
3324
3332
3333
3334
3335
3336
3338
3343
3344
3345
3348
3348
3350
33683
33584
3385
3386
33591
3393
3432
3433
3458
34588
3462
3478

Flant & Eguipment-Maintenance & Repair
Furniture & Office Equip-Maint & Repair
Fuel, Qils & Grease

Tyres & Tubes

Registration

Replacement Parts

Wehicle Cleaning

FencesAValls (Sumps & in Road Res) Maint
Recreation Reserves Maintenance

Rates Paid

Relocation Costs

Rental/Hire of Accommodation Costs
Refuse Remaoval Costs

Property Management Costs

Security Costs

Other Accomodation and Property Costs
Advertising - General

Advertising - Public/Statutory

Graphics Consumables

Photocopying

Phatagraphy

Postage, Courier & Freight Services
Printing

Signage/Decals

Stationery

Other Administration Expenses

Office Telephones & Faxes

Mobile Phones, Pagers, Radios

After Hours Emergency Telephone Service
Bank Charges

Credit Card Charges

EFTPOS Charges

Dighonoured Chegue Fee

Audit Fees

Membership Fees

Legal Expenses

Conwveyancing Expenses

Lodgment Fees

Surveyors Fees

Title Searches

Yaluation Fees

Other Professional Fees and Charges
Fublic Relations

Praomaotions

Business Hospitality Expenses
Consultancy

Professional Retainer

Research

External Contract Services

Computer Software Maintenance
Computer Software Purchase
Computer Sundries

Data Communication Links

Internet Pravider Costs

Other Computing Costs

Flant & Eguipment Purchase - Mon Cap Ass
hob Weh and Plant Purchase - Mon Cap Ass
Furn & Off Equip Purchase - Non Cap Ass
Recreational Equip Purch - Mon Cap Ass
Hire of Equipment

“ehicle Operating Expense
Consurnable Stores

MNewspapers & Periodicals,
Publications & Brochures
Subscriptions

Parking Expenses

Travel Allowances

Sale Expenses on Land

Carnmission on Land Sales

Flans

Pest Control

Emergency Services

Cther Miscelaneous Serice Expenses

50 200
100 400
750 3,000
50 200
250 1,000
500 2,000
1,700 6,800
250 1,000
250 1,000
1,350 5400
750 3,000
1,500 &,000
750 3,000
1200 4500
50 200
540 2,160
500 2,000
375 1,500
250 1,000
750 3,000
500 2,000
75 300
25 100
35 140
15 B0
750 3,000
500 2,000
3,000 12,000
125 500
1,500 5,000
75 300
1,000 4000
3,000 12,000
250 1,000
1,000 4000
1,000 4000
7 500 30,000
500 2000
500 2000
180 BO0"
750 3,000
3,000 2000
1,000 2000
500 2,000
250 1,000
1,000
75 300
63 250
100 400
750 3,000
25 100
50 200
125 500
25 100
50 200
100 400
750 3,000
500 2000
39,128 140,510
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3511 Electricity 50 200
3512 Gas
3513 Water
a0 200

3612 Depreciation - Buildings - -
3613 Depreciation - Plant & Equipment 75 300
3614 Depreciation - Mobile “ehicles 500 2,000
3615 Depreciation - Furniture & Office Equip 25 100
3622 Depreciation - Drainage Infrastructure - -
3624 Depreciation - Other Eng Infrastructure 25 100

623 2,500
I713 Interest on Owverdrafts - -
3811 Professional Indemnity 500 2,000
3813 Insurance Premium-Fublic Liability 2000 a,00a
3815 Insurance Premium-Property (ISR) 25 100
3817 Insurance Premium-Moator Yehicle 100 400
3818 Insurance Premium-Other Insurances 1,000

3819 Insurance Excess - Fublic Liability -
3820 Insurance Excess - Property (ISR) -
3821 Insurance Excess - Motor Yehicle -
3822 Insurance Excess - Other -
3829 Other Insurances 38 150
2,663 11,650
3911 Contributions -
3913 Donations - Statutory -
3915 Donations - Mon Statutory -
3923 Sponsoarship -
3943 Mayoral Allowance 750 3,000

35945 Deputy Mayaor Allowance 183 7ad
3847 Elected Members Remuneration 4 130 16 520
3949 Elected Members Conference Expenses 1,000 4 000
3953 Elected Members Training a0 200
3959 Other Members Costs 500 2000
6,618 26,470

Total Operating Expenditure 116,668 451,670

Comment on some of the estimated items is as follows.
Budget 2005/06

There is no revenue anticipated for the balance of 2005/06 financial year.

o Employee costs have been pro rataed on the assumption of 50% time utilisation until
30 June 2006.

e 3231 advertising assumes direct payment of advertising costs for recruitment of a
Chief Executive Officer.
3232 will cover statutory advertising of the Marmion Avenue West Structure Plan.

o 3293 legal expenses will cover legal support costs relating to the Structure Plan and
associated reports including any requirement for ethnographic studies.

e 3321 is designed to provide for consultancy supporting structure planning.
3333 will provide accounting services software.

e 3813-3819 provides for essential insurances.
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Budget 2006/07

e 1711 interest — assumes that payment of compensation for land transfer to the
WAPC will be remitted to the TPRC by constituent Councils, as provided in the
Establishment Agreement. The budget provision assumes the payment will be
received by 1 October 2006 and will be invested for interest earnings from that time.

e From 8 July 2006 employee costs are assumed at full time rates for the 2006/07
financial year.

e 3293 legal expense will cover preparation of contracts for the first stage of
development work.

e 3321 consultancy costs in 2006/07 will include commencement of structure planning
for land East of Marmion Avenue.

It is expected that the Council will provide considerable guidance about its expectations
as it develops its future plan from June 2006 assesses possibilities for proceeding with
development of land West of Marmion Avenue following advertising of the Structure Plan
for that area. These matters will assist the further refinement of the budget for 2006/07.

It is understood that all of the constituent local authorities have already made provision
for expenditures approximating $40,000 per ownership share in 2005/06. The request for
a $10,000 contribution per ownership share to cover expenditure for the balance of the
2005/06 financial year should therefore be within the existing budget allowances for all
Councils.
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9.5 Future Plan (Local Government Act Requirement)

Report Information

Location: Not Applicable
Applicant: Not Applicable
Reporting Officer: A/Chief Executive Officer

Recommendation

1. That the TPRC participant Councils be requested to ADVISE any specific matters
that should be canvassed in the development of the Future Plan for the TPRC.

2. That the Acting Chief Executive Officer CONSULT with all Council members for input to
an agenda for discussion of the Future Plan for the TPRC at the Council meeting
scheduled for 8 June 2006.

3. That the subject matter Future Plan be LISTED for the Council meeting agenda on 8
June 2006 with appropriate background information to facilitate constructive discussion
and the preparation of draft parameters for the TPRC Future Plan.

Report Purpose

To draw attention to the Statutory Requirement Section 5.56 of the Local Government Act which
requires local governments to plan for the future.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: Nil

Background

Local Government Act was amended in 2004 by the insertion of a new requirement
for local governments to provide a ‘Future Plan’.

Previous provisions of the Local Government Act required Councils to prepare a
principal activity plan. This type of plan was imprecise in its requirements and most often
focused upon financial matters rather than the broad objectives of the local government.

The legislative changes in 2004 were followed by regulations in March 2005 which set
out some specific guidelines and requirements. An extract from the plain English
regulations follows:

“19C Planning for the Future s.5.56

1. In this regulation and regulation 19D-
‘plan for the future’ means a plan made under section 5.56.
2. A local government is to make a plan for the future of its district in respect of the

period specified in the plan (being at least 2 financial years).
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3. A plan for the future of a district is to set out the broad objectives of the local
government for the period specified in the plan.
4, A local government is to review its current plan for the future of its district every 2

years and may modify the plan, including extending the period the plan is made
in respect of.

5. A Council is to consider a plan, or modifications, submitted to it and is to
determine* whether or not to adopt the plan, or the modifications, as is relevant.
* Absolute majority required

6. If a plan, or modified plan, is adopted by the Council then the plan or modified
plan is to apply to the district for the period of time specified in the plan.
7. A local government is to ensure that the electors and ratepayers of its district are

consulted during the development of a plan for the future of the district, and when
preparing any modifications of a plan.

8. A plan for the future of a district is to contain a description of the involvement by
the electors and ratepayers in the development of the plan, and any
modifications of the plan.

9. A local government is to ensure that a plan for the future made in accordance
with this regulation applies in respect of each financial year after the financial
year ending 30 June 2006.’

When a future plan has been completed by a local government, it must be notified by
public advertisement for access by the general public.

Comment

Planning for the TPRC will necessarily include all of the objectives set out in the
Establishment Agreement. These objectives address not only the physical transition of
predominantly virgin land to an engineered urban development, but also the creation of a
local community adequately serviced with appropriate infrastructure, commercial and
other services that aim at liveability and the creation of community.

The Future Plan will provide great opportunity for the Council to address social and
economic issues at Tamala Park and to also integrate with the objectives of the 7
participant Councils relative to the utilisation of cash flow that is generated as Tamala
Park develops.

Timing for development of the Future Plan will conveniently occur contemporaneous with
the development of the Council’s budget projections for 2006/07, and for future years.

In context of all of the above, it will be appropriate for the Council to commence the
generation of its first future plan. If the plan is to inform the 2006/07 budget, there will
need to be significant progress achieved prior to the last date for adoption of the budget
which will be in August 2006.
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9.6 Marmion Avenue West — Structure Plan

Report Information

Location: Lot 118 Mindarie — West of Marmion Avenue

Applicant: Not Applicable

Reporting Officer: A/Chief Executive Officer

Recommendation

That the Council RECEIVE a presentation of the draft Structure Plan report and plans

from consultants (Whelans, planners and surveyors) at a special Council meeting on 27
April 2006 — at the City of Wanneroo - estimated presentation time 15 minutes.

Report Purpose

To advise progress with preparation of a Structure Plan for 30 hectares of Lot 118
Mindarie — west of Marmion Avenue.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: Nil

Background

In a background report provided as part of item 9.11 of the agenda for the inaugural
meeting of the Council on 9 March 2006 some information was provided about progress
with a Structure Plan for part of land within Lot 118 Mindarie which is already zoned
Residential.

Whelans have been appointed consultants to prepare the Structure Plan and
accompanying subdivision plan.

Whelans have been supported in their endeavours by a sub committee of town planning
professionals from a number of the TPRC participant Councils.

Comment

As the Structure Plan is nearing completion, it may be appropriate for the Council to set
a date to review the Plan as soon as possible.

Whelans have indicated that the plan should be available in the week ending 7 April
2006.

It will be possible for a meeting of planning officers to be convened in the fortnight
following 7 April 2006 to review the report and ensure adequacy of the documentation
for submission to the Council.
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It will therefore be possible for a presentation of the Structure Plan to the Council on or
about 27 April 2006.

Early consideration of the report by the Council will enable:

e Formal submission of the Structure Plan to the City of Wanneroo;
Advertising of the plan as required under the City of Wanneroo District Planning
Scheme; and

e Submission of the plan to the WAPC for necessary consideration and approval.

The timeframes involved in approving Structure Plans can be significant. In this case, it
is likely that a retention period of 90 days at the City of Wanneroo will be required. The
City of Wanneroo allows a further 60 days for consideration of the plan following
advertising and assessment.

It would be desirable for the Council to have the option of advertising for development
work based upon an approved Structure Plan prior to Christmas 2006 and formal
submission will need to be made in May 2006 in order to realise this option.

A visual presentation to Council accompanied by the hard copy report would be
appropriate as the plan includes a number of cross sections and two 3-dimensional
views to demonstrate the view corridors to the ocean from the Eastern portion of the
land adjacent to Marmion Avenue.

Whelans have indicated that they will be happy to give a presentation on the plan on or
about 27 April 2006 and that date is recommended for the presentation as it will then
coincide with the proposed deliberation of the appointment of Chief Executive Officer,
which is listed as item 9.2 on the agenda.
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9.7 Lot 118 Mindarie — Land Components

Report Information

Location: Lot 118 Mindarie
Applicant: Not Applicable
Reporting Officer: A/Chief Executive Officer

Recommendation

That the proposed presentation in reference to the different land components within Lot
118 Mindarie be RECEIVED.

Report Purpose

To present for information background material relevant to the several land parcels and
associated existing and prospective uses in Lot 118 Mindarie.

Relevant Documents

Attachments: Nil
Available for viewing at the meeting: PowerPoint Presentation

Background

Lot 118 Mindarie is subject to a Negotiated Planning Solution (NPS) with the WAPC
which involves a number of separate land parcels. The NPS also involves land external
to Lot 118 which could be acquired by the TPRC and incorporated in an overall Structure
Plan for the Tamala Park area.

Negotiations on outcomes that have been advised in brief to participant Councils, over
time, are continuing. Some of the negotiations are well advanced and will require
specific consideration and decisions by the Council in the near future.

Comment

In order to provide advance knowledge of transactions in progress and to identify
specific land parcels involved in those transactions it is proposed to have available a
visual presentation — of approximately 10 minutes duration — to familiarise Council
members with the different land components in Lot 118 Mindarie, their zoning area,
valuation and status in existing and proposed land
exchange/compensation/development negotiations.

The presentation will provide an opportunity for Councillors to identify specific items on
which they may wish further detailed reports.
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10. ELECTED MEMBERS MOTIONS OF WHICH NOTICE HAS BEEN GIVEN

11. QUESTIONS BY ELECTED MEMBERS OF WHICH DUE NOTICE HAS BEEN

GIVEN

12. URGENT BUSINESS APPROVED BY THE CHAIRMAN

13. MATTERS BEHIND CLOSED DOORS

14. FORMAL CLOSURE OF MEETING

Elected Member Motions
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TAMALA PARK REGIONAL COUNCIL

APPOINTMENT OF CHIEF EXECUTIVE OFFICER

HAYS BEILBY ANNE LAKE GERARD
EXECUTIVE CONSULTANCY DANIELS
CONSULTANT $24,000 + GST $15,300 + GST $7,000 (all inclusive) $22,500 + GST
FEES (payable in 3 instalments) (payable in 3 instalments) + Executive Search Option
= $27,500 + GST (total)
ADVERTISING West Australian West Australian West Australian and West Australian
Financial Review Weekend Australian other as agreed Australian
The Australian LG Job Directory by the Council Weekend Australian
Total - $15,455.71 Beilby Website LG Job Directory
+ GST Seek Executive Website Internet
Total - $9,500 Options up to $17,481
+ GST (approx)
OTHER Not listed Travel costs to bring Travel costs to bring Travel costs to bring
COSTS candidates to WA candidates to WA candidates to WA
Pre-approved out of pocket | Out of pocket expenses Out of pocket expenses
expenses (i.e. travel, couriers etc) (i.e. travel, couriers etc)
(i.e. travel, video,
conferencing etc)
TIME TO 19 weeks, 3 days 17 weeks, 5 days Agreed timeline stages 17 weeks, 5 days (from 6
COMPLETE (from 6 April 2006-12 (from 6 April 2006- 1-6 to be completed April 2006-27 September

October 2006)

27 September 2006)

prior to 25 April 2006

2006)

OTHER POINTS Not listed Replacement assignment Replacement assignment
OF INTEREST without fee — 24 months without fee — 12 months
RELEVANT Not listed Port Hedland Port Authority City of Perth
CEO City of Joondalup City of Mandurah

RECRUITMENTS

City of Fremantle
City of Cockburn
WA Museum
(others listed)

City of Subiaco
Town of Claremont
City of Nedlands
(others listed)




M ANNE LAKE

CONSULTANCY

Monday, 3 April 2006

Councillor Sam Salpietro
Chairman

Tamala Park Regional Council
Locked Bag 1

Wanneroo WA 6946

Dear Councillor Salpietro

Thank you for your invitation to submit a proposal for the recruitment and selection of
the Chief Executive Cfficer (CEO) of Tamala Park Regional Council. | will respond to
each of the requested response points individually so that the Council may get a
better understanding of my Local Government Experience.

SNOILNTOS I2UNOSAY NVYIWNH R SNOILYTIY TWI1SNANI

My understanding of the legislation and guidelines for the appointment of a
CEO.

| have been involved in the industry of Local Government for the last 10 years both
as an Officer at a senior level and as a consultant. My consultancy is broken up into
about 95% local government work and 5% private sector work.

Over the years | have been involved in a large number of CEQ recruitment exercises
for large to medium sized Councils. For two years | led the Workplace Relations
section of WALGA whilst they underwent a change process in the way they delivered
their services and was responsible for the start of their recruitment consultancy.

| sit on a number of the industry committees that had input into the formation of the
new CEO contract and also input into the new DLGRD/ Salaries and Allowances
Tribunal CEO Remuneration recommendation due out shortly.

My recent experience in CEQO recruitment has been more regionally based and
includes Merredin, Gnowangerup and Kojonup and more recently the CEO of LGMA
which is following the department’s guidelines and legislative obligations.

In essence | have a solid understanding of the legislation and requirements imposed
by the legislation.

An indication that the timelines
| believe the timelines are achievable however | will be in Canada from the 25 April

until the 26 May so if | was the preferred recruiter | would need to bring the
completion date for the resolution of the Selection Criteria forward by several days.
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An understanding of regular meetings with the Council supported by formal
reports.

This is usually the case in all of the Local Government CEQ Recruitment exercises
and | have no difficulty with either the requirement to attend or the requirement to
produce quality reports.

Other matters that may be considered relevant to this exercise.

| believe that my long history in this industry allows me to know information that may
not be readily accessible or may not be easily discoverable. | am told by Councils
that my knowledge has been invaluable in the CEO recruitment processes. | also
carry out very through reference checking so that there is little to no risk of surprises
for the Council at a later date. As a matter of fact | have done a number of
assignments with all of the Waste Management Councils in the metropolitan area
and | bhelieve that | have a sound understanding of the additional statutory and
environment legislation that will also impact on this position.

Fee Structure

As most of the Councillors will appreciate | am a sole practitioner who prefers to work
with the Council to assist them to bring a project to a successful fruition. The
Advertisements would go out in the name of Tamala Park with me as the contact
person and the person responsible for each activity in each timeframe.  As such |
would be working in the name of Tamala Regional Council as if | was part of the staff
for that period. My fee for this service would be $7500.00 with Tamala being
responsible for the advertising and disbursement costs (eg postage etc).

| have also included a work profile for your further information.

If | may be of any further assistance please do not hesitate to contact me on 9382 4825
or 0438 194724.

Yours sincerely

Anne Lake (Mrs)
Anne Lake Consultancy

U ddee

Anne Lake (Mrs)
Anne Lake Consultancy



PROFILE
ANNE LAKE

Anne Lake is an experienced Human Resources specialist professional with a strong
understanding and practical approach to industrial relations. She has been the
central figure in the design, negotiation and implementation of innovative and
effective workplace strategies and enterprise agreements. These agreements have

formed the basis of lasting workplace reform and equitable compensation packages.

Anne began her reform agendas in the early 1980°s when she worked in the building
and information services industries and then in the late 80's as the Human Resource
Manager for Perth’s largest law firm with staff in excess of 300. Her achievements at
that time included a complete overhaul of the extensive Superannuation Fund
(making it a recognised Australian leader in its field); rationalisation of work practices
from the design of new administrative procedures, work flow and customer service
programmes to the desigh of in-house training programmes and the development
and implementation of Performance Appraisals.

By the nineties Anne recognised the increasing influence of changing industrial
practices and moved from personnel administration and human resource
management to focus on contemporary issues such as Enterprise Bargaining, Award
Restructuring, Organisation Downsizing, Performance Management, CEQ Reviews,

Staff Grievances and Consultative Mechanisms

Anne established her ownh industrial relations consultancy business and after a
twelve month contract with the Staff Association of Edith Cowan University, began an
association with Local Government through her work with the then Shire of Swan.
This work covered all areas of reform from Award and Classification restructuring in
the blue collar workforce to the completion of Enterprise Agreements and a humber
of in-depth reviews of middle management structure with accompanying
recommendations for management and organisational development. She was also
responsible for Award interpretation, settlement of industrial grievances and the
negotiation of complex staff issues. Anne was involved in the Award Translation

process and worked around the state at that time.




In September 1994, Anne began the reform process with the Shire of Roebourne and
by June 1995 the Shire had negotiated an enterprise agreement that covered its
entire workforce. Of note was the 99% acceptance vote by the blue-collar workers
and the absence of any industrial disputation from clause interpretation. The Shire
became the first Shire to complete an Enterprise Agreement with its entire staff

without the Union as a party but with the Union’s input.

In March 1995 in addition to her Consultancy role with the Shire of Roebourne and
the City of Swan, Anne accepted the position of Human Resources Manager with the
City of Perth. Her appointment coincided with the downsizing and restructuring of the
blue-collar workforce and therefore a time of intensive industrial unrest. Anne
developed policies to minimise unrest and resolve industrial problems at the
workplace. The City of Perth did not experience one unauthorised stop work meeting
or strike during this time.

Anne has designed and or facilitated Enterprise Agreement Negotiations for a large
number of councils including the City of Perth, the City of Mandurah, City of Swan
and the Shire of Roebourne and the City of Joondalup and the City of Stirling. She
has also negotiated a range of Workplace Agreements for both large and small
councils. Anne has worked closely with the Chief Executive Offices, Elected
Members or Commissioners after Departmental Inquiries or Royal Commission
Hearings.

In 1998 Anne joined WAMA as the Manager Workplace Relations Services. Her role
was to restructure both the Business Unit and the delivery of Industrial and Human
Resource Services to the Local Government section. Amongst the services she
introduced, the CEO Performance Review, workplace negotiation and enterprise
bargaining were the services most frequently called upon by both Chief Executive
Officer and Elected members. She was extensively involved in the Award
Simplification process and represented WAMA members in both the State and
Commonwealth Industrial Relations Commissions.  Anne is best known for her no
nonsense approach to the settlement of industrial matters in an equitable and
dignified manner. Whilst at WAMA and prior to joining WAMA Anne spoke at a

significant number of conferences on a variety of topical issues. She concluded her



contract in October 2000 to return to her own consultancy practice. Her practice
particularly in CEO and Executive Staff Recruitment, CEQO Reviews, Mentoring and
Enterprise Bargaining Negotiations and facilitation continues to grow.

During her career in both the private and public sector, Anne has been responsible
for the Recruitment of Chief Executive Officers, Senior Staff and law firm partners
and senior associates. She is also proficient in CEQ review procedures and has
worked extensively with both small and medium country and large City Councils.
Amongst her ongoing clients are the City of Swan, the City of Stirling and the Shire of
Gnhowangerup, Boddington and Kojohup. Of more recent time she has extended her
cohsultancy to include mentoring of management staff in both the private and Local
Government sectors. Her private work clients include Dampier Salt and Pilbra Iron
where she is a workplace advocate for their fair treatment policies.

Anne was also the co-writer of a training course for legal assistants, which continues
to be delivered three times a year. These courses are held under the banner of the
Law Society and for the last 12 years Anne has been responsible for quality of the
service delivery of the Legal Assistants Course and she delivers the commencement
lecture on Ethics in the Workplace. This work complements her mediation and
facilitation work in both the public and private sector. Of interest is her work with the
medical profession and associated agencies and public support bodies. She has
completed assignments with the Cystic Fibrosis WA in the performance review and
salary bench marking and assisted the President with some matters of dealing with
some staffing issues surrounding relationships and impersonal skills. Anne has also
presented to the general and managerial staff of the practices associated with the
Rockingham Division of General Practice in dealing with difficult bosses and clients.
She has also worked with the staff of a number of medical practices in securing

equitable workplace agreements.

Anne has a Bachelor of Business in Human Resource Management and a Masters
Degree in Industrial Relations from the University of Western Australia where her
studies developed a framework for analysing how blue collar workers negotiate with

each other before coming to the table to negotiate with management.
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2 Brook Street East Perth WA 6004
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PRIVATE AND CONFIDENTIAL
5 April 2006

Cr Sam Salpietro

Chairman

Tamala Park Regional Council
C/- City of Wanneroo

Locked Bag 1

WANNEROC WA 6906

Dear Cr Salpietro,
RECRUITMENT OF CHIEF EXECUTIVE OFFICER - TAMALA PARK REGIONAL COUNCIL

Thank you for the opportunity to provide our proposal to assist in the above process. We are confident
that we have the necessary experience, competencies and enthusiasm to work in partnership with the
Council in effecting a suitable appointment to the position of Chief Executive Officer.

As stipulated in our proposal we fully understand the process set out in the Local Government
Regulations and Guidelines for the appointment of a Local Government Chief Executive Officer. You will
note that the nominated consultant for the assignment, Mr Peter Casey, has considerable experience in
the successful completion of assignments of a similar nature.

Should Beilby be appointed to this assignment, Mr Casey will work closely with the Council throughout
the advertising and selection process to ensure full transparency in all the procedures and also that
ownership remains with the Council. Regular meetings and written reports at various milestones in the
process will be initiated by the consultant.

We look forward to your positive response to our submission, and are available at short notice to meet
with Council and obtain an initial briefing. Should you require any additional information please contact
myself on 9323 8888.

Yours sincerely

Sivg

Peter Casey
Managing Consultant
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Tamala Park Regional Council

EXECUTIVE SUMMARY

The Tamala Park Regional Council is seeking fo effect the appoiniment of a Chief Executive Officer and
requires the services of a professional recruitment firm to assist in the assessment and selection of a
suitable candidate.

As the appointed consultant and in consultation with the Tamala Park Regional Council Beilby will;

Facilitate the development of a selection process

Prepare a draft Position Description

Assist in the development of Selection and Performance Criteria
Develop an Application Kit for potential candidates

Draft an appropriate advertisement

Advertise the position locally and nationally in newspapers, industry publication(s), and on the
internet

Take enquiries from interested parties

Conduct a targeted executive search for suitable candidates

Undertake the initial screening, assessment and shortlisting of applicants

Liaise with the Council to determine a shortlist of applicants to be interviewed

Draft questions for interview and co-ordinate arrangements

Participate on the Selection Panel

Conduct reference and qualifications checking

Prepare a full Selection Report for consideration by the Council

Assist in the negotiations with the preferred candidate concerning remuneration and confract

Notify unsuccessful candidates and offer feedback.

Beilby offers the experience and professionalism required to assist with the recruitment of this senior
and integral role. In addition, we believe the added value Beilby can offer in undertaking this
assignment on behalf of the Tamala Park Regional Council, has been very competitively priced.
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CAPABILITY STATEMENT
COMPANY PROFILE
Company Name : Beilby Corporation Pty Ltd
ACN ; 097 109012
ABN : 91097109012
Address : 2 Brook Street, East Perth WA 6004
Phone ; (08) 9323 8888
Fax : (08) 9323 8899
Email : peter.casey@beilby.com au
Contact Person 3 Peter Casey, Managing Consultant
COMPANY BACKGROUND

Beilby is a human resource consulting firm offering a range of services designed to add value to our
client's business.

Our core business is professional recruitment, but is supported by staff assessment (psychological
appraisallcounselling), development and career transition functions. We employ over forty consultants
and support staff in Perth, Brisbane, Sydney and Melbourne.

Beilby is a privately owned company, with a national presence and 30 years industry experience. We
are more than capable of meeting the requirements of the Tamala Park Regional Council in regard to
this recruitment assignment. Our recruitment experience includes positions at Chief Executive Officer
and Director level and encompasses Local Government, State Government and private organisations,
as well as significant education sector experience.

Beilby is committed to providing clients with the very highest standard of service available within our
industry.

Our corporate philosophy and objectives, shared by all members of staff within the firm, are directed
towards ensuring Beilby is:

= A company which genuinely seeks fo form an ongoing and mutually beneficial relationship with
its clients

= A company with a high ethical code relative to applicant confidentiality and business activity
= A company that freats all applicants with respect and consideration

= Committed to adding something of value to our clients’ business

= Providing a good value for money service

= Being effective in difficult-to-find searches
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PROPOSED METHODOLOGY

In conducting this assignment for the Tamala Park Regional Council, Beilby proposes that the following
methodology apply (NB: this may be modified following our briefing with the Council).

Full confidentiality will be maintained throughout the entire process.
POSITION DESCRIPTION / SELECTION CRITERIA / PERFORMANCE INDICATORS

Following a full briefing, Beilby will prepare a Position Description, draft Selection Criteria and the Key
Performance Indicators, pertaining to this role.

We will draw on experience gained through the conduct of similar assignments in the public sector and
commercial environment.

In addition to the functional requirements of the role, there are other skills and attributes which the
successful candidate should possess and demonstrate by experience. These skills and attributes will
also require assessment and determination of priority for inclusion.

EMPLOYMENT CONTRACT
Beilby will prepare and submit a draft employment contract for consideration.
Similar contracts have been previously prepared by Beilby, and have taken into account templates that

have been prepared by industry associations and the Department of Local Government and Regional
Development.

REMUNERATION

Beilby will advise the Council, based upon a review of current competitive salaries, in regard to salary
and employment conditions commensurate with the particular role.

APPLICATION KIT

Beilby will compile an Application Kit containing information relevant to the position and including a
Covering Letter, Job Description Form, Selection Criteria, Application Form (if deemed appropriate) and
Information for Applicants (fo assist in preparation of the application). Reference will also be made to
any relevant Council website. Candidates seeking to apply will be forwarded the Application Kit by
Beilby. This will be done by email or post, at the candidate’s discretion.

Candidates will be requested to return their applications directly to Beilby by a nominated closing date.
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ADVERTISING
We will draft an appropriate advertisement for approval by the Council and placement.

In order to gain the widest possible exposure but selectively target persons most likely to be considered
suitable candidates, we propose the position be advertised in the following media outlets:

Press

“The West Australian”

Beilby can guarantee front page exposure, at no additional cost, in the “Professional Appointments”
section of the Saturday edition of this newspaper.

Consideration can also be given to placement of the advertisement in the national press. Should this
be agreed we propose the position also be advertised in the following newspaper:

“The Weekend Australian”

On the basis of national circulation, this newspaper provides the best value for money for the target
candidate base.

Indu Publications

We would recommend placement in the weekly publication “Australian Local Government Job
Directory’.

Website

In addition, Beilby operates its own employment website (www.beilby.com.au) and proposes
placement of the relevant advertisement, on that website. Furthermore, we will place the advertisement
on Seek Executive.

Ulilisation of these websites will facilitate the level of response to the advertisement, as evidenced by
responses received from these sources in relation to a number of senior roles for which Beilby has
been appointed as the exclusive recruitment company.

POST BOX FOR APPLICATIONS

Beilby would take enquiries, provide Job Application Kits, receive and acknowledge all applications ‘in
confidence’, via post, 'in person’ or email. All candidates will be kept fully informed of the Selection
Process.

SEARCH

Qur assignment procedure is research based. Through the utilisation of our very large range of
contacts in business and industry nationally and internationally we will, if necessary, develop
information on a broad field of prospective candidates from within nominated target organisations in
order to compile a shortlist of those candidates who best maich the specifications of the position.
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Discreet inquiries into the performance and track records of the most appropriate prospective
candidates would be undertaken with a view to refining the field and ranking these individuals into a
provisional priority order.

Once we have refined the general field of prospective candidates, we would review the suitability of
these individuals fo gain agreement on those with whom we should enter detalled discussions.

Candidates subsequently selected and whose interest in the position is confirmed, would be
encouraged to submit written applications.

Those candidates deemed worthy of further consideration would then be psychologically tested and
included for interview by the Selection Panel.

SHORTLISTING

Having, in consultation with the Council, determined the relevant Position Description and Selection
Criteria pertaining to this role, applicants will initially be assessed by Beilby. This assessment will be
based upon review of the written applications (qualifications and experience) and candidates’ address
of Selection Criteria.

Beilby will provide a Summary Report detailing, amongst other things, response levels and a
recommended shortlist. This will include a matrix summarising the respective scores of applicants
against the essential and preferred criteria. This Summary Report will be submitted to the Council who
will then substantiate the final shortlist.

PSYCHOLOGICAL TESTING

At the discretion of the Selection Panel, those candidates nominated on the final shortlist will be
requested to attend psychological appraisal testing. This testing can be conducted in-house by our
Registered Psychologists or, alternatively, at any one of a number of accredited test administrators
located throughout Australia.

For each candidate tested, a comprehensive report detailing such traits as general reasoning (verbal,
numerical, abstract) ability, career interests, team roles and personality profile will be prepared. This
information is a valuable and infegral part of our quality recruitment process.

The cost of conducting these tests is included within our fee.

INTERVIEWS

Following final determination of a shortlist and the psychological appraisal testing, Beilby will undertake
all necessary arrangements for the Selection Panel to interview the candidates at an agreed location.

Beilby operates from modern, accessible premises located in the redeveloped East Perth area and has
faciliies to accommodate Panel interviews of this nature, if the Tamala Park Regional Council
considers that to be appropriate.
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Where applicants reside interstate, overseas or are otherwise unable to personally attend at the agreed
location, then use of video conferencing facilities is recommended.

Beilby will prepare draft interview questions for consideration by the Council. These questions will relate
to the Selection Criteria. In addition to the agreed interview questions, Beilby suggests it may facilitate
the selection process if those candidates interviewed provide a brief presentation as to their perceived
understanding of the challenges of the position. Peter Casey will participate in the interview as scribe
andfor as the human resources professional.

To assist in the assessment of candidates’ performance at interview, an Interview Assessment will be
prepared and used by all panel members. Post inferview discussions following each candidate’s
presentation will ensure continuity and fairness in the overall assessment process.

REFERENCE/QUALIFICATIONS CHECKS

Following interviews conducted by the Council, Beilby shall conduct reference checks on final
candidate(s) considered suitable for appoiniment.

Reference checks will be conducted by telephone and comments recorded against each question,
which will relate to the Selection Criteria and also any specific areas identified by the Council. If
necessary written referee reports will also be requested. Completed reports will be provided to
Members for their consideration and discussion.

All shortlisted candidates will be required fo provide certified copies of their tertiary qualificafions or
originals for sighting.

A National Police Check will also be arranged for shortlisted candidates.

FINAL REPORT

Beilby will prepare and submit a Final Report to the Tamala Park Regional Council detailing, amongst
other things, the recruitment process, applicant response levels, interview commentary, comparative
assessment and recommendation.

This report will adhere o all the necessary obligations and standards.

OFFER OF EMPLOYMENT

In conjunction with the Tamala Park Regional Council, Beilby will assist in the preparation and
negofiation of the Offer of Employment and Contract.
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UNSUCCESSFUL APPLICANTS

All unsuccessful applicants/candidates will receive written nofification from Beilby, advising them of the
status of their application. They will be offered the opportunity of feedback interviews, while maintaining
appropriate confidentiality.

CANDIDATE GUARANTEE

Beilby has the confidence in the quality of its recruitment process to provide a performance guarantee
of up to 24 months for the person successfully appointed to the nominated position.

Specifically, should the appointee cease employment for any reason during the first six months, then a
replacement assignment will be conducted without fee to replace the original candidate in the same

position.

In addition, a performance guarantee of 24 months will be provided on this position on the condition
that Beilby is formally advised by the Tamala Park Regional Council of any performance related issues
as and when they arise that could lead to the successful candidate being required fo leave the
organisation and the appointed position.

The cost of any advertising or other out of pocket expenses in connection with the replacement
assignment will be at the Council's expense.

The guarantee provisions are subject to all invoices raised in association with this assignment being
paid within the applicable frading terms.
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PROFILES OF KEY PERSONNEL

PETER CASEY - Managing Consultant

Competencies : Human Resource Management
Executive Search and Selection
Job Descriptions
Job Evaluation
Career Transition
Performance Reviews
Experience :

Peter has over 25 years experience in recruitment and human resource management consulting both in
the public and private sectors. As a director of his own recruitment practice, and then with KPMG, Peter
conducted and project managed a wide range of recruitment assignments across a broad spectrum of
industry sectors.

In 1998, when operating his own business, Peter was one of only three consultants appointed by the
Office of the Public Sector Standards Commissioner, to carry out executive search and selection for
Chief Executive Officers in State Government agencies and departments. Beilby was subsequently
awarded a similar contract with Peter as the Principal Consultant.

Peter has had direct experience in conducting a number of recruitment assignments for Chief Executive
Officers. The scope of work has encompassed the complete recruitment process from advertising to
final selection, including participation on selection panels. Peter has a comprehensive knowledge of
Public Service Practices and Public Sector Standards in Human Resource Management. He is also
very familiar with the requirements of the Local Government Act and Local Government Regulations
pertaining appropriate processes for Chief Executive Officers and Senior Executive appointments.

Prior to joining Beilby in 2001, Peter held the following positions.

1999 - 2001: KPMG
Senior Consultant

1996 - 1999:; Peter Casey Executive Recruitment
Director
1990 - 1996: Troft Casey & Associates

Founding Partner and Director

1988 - 1990: ACROD (WA)
Executive Director

1971 - 1988: Federal Department of Employment & Industrial Relations
e Employment Officer and Manager
e Assistant Director

Since joining Beilby, Peter has continued fo focus on advertised recruitment and executive search at
the Chief Executive Officer and Executive Management levels in all sectors.
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DENISE BEDFORD - Senior Consultant

Experience:

Denise Bedford's career in Human Resources began in 1390 and her international Human Resource
consulting career in 1998. She has successfully led projects with large international organisations where
she focused on achieving project objectives whilst adhering to the country’s legislative requirements.
Additionally, she has provided advice to these organisations on Employment Law and general
procedural compliance.

Denise brings to the Beilby team an expertise in interpreting Psychometric Tests as well as the ability to
design and deliver training workshops for clients. More importantly, Denise has exceptional Consulting
experience and is able fo assist clients in the recruitment, retention and development of staff. This
enables clients to reduce costs in the long-term.

Prior 1o joining Beilby, Denise was a successful consultant with Gilmore House Associates, a Human
Resource Consultancy that assisted clients in the recruitment, retention and development of staff. She
has also been involved in the Public Sector, Financial Services, Life Assurance and Hospitality
industries.

Since joining Beilby Denise's significant experience in working with the public sector has encompassed
executive search and selection assignments, bulk recruitment assignments, specific single position
assignments, partial recruitment services and graduate recruitment. Denise has a thorough
understanding of Public Sector Service Standards and is ideally suited to managing these assignments
for you,

Competencies:
o Recruitment and Selection
e Training and Development
»  Psychometric Testing
o Generalist HR practices

Qualifications:

e Qualifiedin the administration and delivery of psychometric festing
e Practitioner in Neuro Linguistic Programming (NLP)
o Diploma in Personnel Management

Professional Affiliations:

e Full Member of the Chartered Institute of Personnel and Development (CIPD)
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OTHER RESOURCES

Our team of consultants are supported by an experienced administrative and research team.
Administrative staff are trained in state of the art technology, which includes a sophisticated on-line
registration and tracking system for applications and assignments.

With over 30 years experience in executive recruitment and selection, Beilby operates from modern,
professional offices in East Perth. Boardroom faciliies and separate interview rooms ensure
appropriate comfort and confidentiality is provided for all candidates and clients.

DEMONSTRATED EXPERIENCE

Beilby has over 30 years experience specialising in executive and management recruitment. These
roles have encompassed a variety of industries and include recruitment for Local and State
Government entities, Government and Private educational institutions.

Public Sector recruitment experience has enabled Beilby o gain a comprehensive understanding of
Public Sector Practices and Public Sector Standards in Human Resource Management.

The specific team to be assembled for this assignment will be led and project managed by Peter Casey,
who is highly experienced in undertaking recruitment assignments for Public Sector entities, Local
Government and Not-for-Profit organisations. He will be ably assisted, as necessary, by Senior
Consultant Denise Bedford and Researcher, Kim Knight.

In addition, and as demonstrated evidence of the skills and experience of the Beilby team to undertake
the required duties of this assignment, the following provides an indicative list of similar assignments
undertaken by Beilby.
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RECRUITMENT

Responsibilities ranged from draft and placement of advertisement, taking enquiries, receiving
applications, shortlisting, preparation of interview questions and attendance at inferviews through to

reference checking and preparation of the final report, Organisations include:

Assignment: Chief Executive Officer

Client: Part Hedland Port Authority

Description: AdSearch

Scope: Establishment of Selection Criteria and Position Profile
Extensive Australia-wide search

Date Completed: December 2005

Qutcome: Successful placement

Assignment: Chief Executive Officer

Client: City of Joondalup

Description: AdSearch

Scope: Establishment of Selection Criteria and Position Profile,
Extensive Australia-wide search
High Profile
Politically sensitive

Date Completed: January 2005

Outcome: Successful placement

Assignment: Chief Execufive Officer

Client: City of Fremanile

Description: Advertised

Scope: Establishment of Selection Criteria and Position Profile.
Extensive Australia-wide search.
High Profile

Date Completed: December 2004

Assignment: Chief Executive Officer

Client: Bunbury Port Authority

Description: Adsearch

Scope: Establishment of Selection Criteria and Position Profile.
Australia wide search
High Profile

Date Completed: May 2005

Qutcome: Successful placement
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Assignment: Chief Executive Officer

Client: Wesley City Mission

Description: Advertised

Scope: Establishment of Selection Criteria and Position Profile.
High Profile

Date Completed: November 2004

Qutcome: Successful placement

Assignment: Director / CEO

Client: Western Australian Museum

Description: AdSearch

Scope: Establishment of Selection Criteria and Position Profile
Australia wide search
High Profile

Date Completed: October 2004

Qutcome: Successful placement

Assignment: Chief Executive Officer

Client: City of Cockburn

Description: AdSearch

Scope: Establishment of Selection Criteria and Position Profile.
Extensive Australia-wide search.

Date Completed: August 2004

Qutcome: Successful placement

Assignment: Chief Executive Officer

Client: Real Estate Institute of Western Australia

Description: AdSearch

Scope: Establishment of Selection Criteria and Position Profile.
Extensive Australia-wide search.
High Profile
Politically sensitive

Date Completed: July 2004

Qutcome: Successful placement

Other assignments successfully completed over the last twelve months include several Director level
positions for Local Government organisations including the City of Cockburn, City of Albany and the
Shire of Busselton.
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REFEREES

In support of our submission and as evidence of Beilby's ability to undertake assignments of this nature
in a successful and timely manner, we provide the following names and contact numbers for reference
checking purposes.

MR GARY HOLLAND
Chief Executive Officer
City of Rockingham
Ph: (08) 9528 0323

MR IAN WILLIAMS
Chairman

Port Hedland Port Authority
Ph: (08) 9173 0000

MR STEPHEN LEE
Mayor

City of Cockburn
Ph: (08) 9411 3444
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TIMETABLE

Beilby has no difficulty adhering to the suggested timelines for the assignment, as outlined in the
Appointment Timeline document appended to the RFT document.

We are also willing to discuss appropriate amendments to this proposed timetable at an initial briefing
with Council.

FEES

Qur normal fee for adverfised / search assignments at this level is 18% of the negotiated remuneration
package for the successful candidate. However, in recognition of establishing a long-term business
relationship with the Tamala Park Regional Council, we are prepared to conduct this assignment for the
flat fee of §15,300.

The above fee would be invoiced in these stages: One third on appointment to the assignment, the
second third on presentation of the shortlist, and the final invoice on acceptance of employment offer by
the successful candidate.

ADVERTISING COSTS (SEPARATE)
Estimated cost of advertising at cost, including:

Advertising in The West Australian

Advertising in The Weekend Australian

Advertising in The Australian Local Government Job Directory
Advertising on the Beilby website

Advertising on the Seek Executive website

LR

$9,500 (approximately)

OTHER COSTS

Any travel costs associated with bringing candidates to Western Australia for client interviews will be
charged fo the client and the only other costs would be pre-approved out-of-pocket expenses incurred
by Beilby (e.g. travel, video, conferencing etc.)
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PROPOSAL TO:

TAMALA PARKREGIONAL
COUNCIL

April 2006

Contact: Pan]l Duffy

Lewel 15, W1 Building

250 5t Geotges Terrace

Peith Western Australia G000
Telephane: +61 89322 0882
Mobile: +61 407 066 636

Email: pavld@ge rard-daniels.com

ST g8 tard-daniels.com
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05 Apnl 2006

Cr Sam Salpietro

Chairman

Tamala Patk Regional Couneil
C/- City of Wanneroo
Locked Bagl

Wanneron WA 6946

Dear Sam
BECRUIMENT OF 4 CHIEFEXECUTIIE QFFICHEER

Thank you forthe opportunity to submit our proposal cutlining the methodology and costs associated with the
recruitment of a Chief Fxecutive Officer

Recruitm ent Overvi ew

Tamala Pad: Regional Couneld has sought a proposal from emtema recruiing agencies to outline the
methodology and costs associated with the recruitment and selection of a Chief Fxecutive Officer. Showm belowr
15 an overview of our approach.

Selection Methodology Cverview

¢ DMeet wnth the Counci President and all Elected Members for mput to the selection process.

#  Rewiew and prepare a Posthon Description Specification and Selection Crtena for approsral.

¢  Conduct formal remuneration reviewr for the salary package.

¢ Liaise with the Commuttee on fmal package range andprepare advertismg copy.

¢  Candidate sourcing strategy tobe talored to the requirements of the posthon

¢  Continuous communication with all members of the Selection Panel and updates to Flected Members.

¢ Conduct prelimmary assessment of the applications m order to create a longist’ of candidates. Conduct a
peliminary Consultant interview with longlisted candidates. Through consultant assessment, create a

Shorthst’ of candidates.

s Comprehensive Due Diligence and testing on shortlist group (academic qualifications, police clearance,
wotk histogy, petformance; medical and psychometnie testing).

¢  Preparation of draft mterview questions for the Selection Panel.
¢ Formal Selection Panel interviews forshortlist with Consultant attending

¢ Selection report prepared and presented to the Committee. £ final interviewns) with all members of Couneil
may be recommended/ requized.

®  Present final candidates to full Council to make a formal presentation.
¢ Inwite final selected candidate and spouse /partner to meet full Couneil m a social situation,
¢ Dlepotiate outcome and finalise contract.

e Present a final report to the Council
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Level of Elected Member Involvement

Ahigh level of mclusion for all Flected Members of the Tamala Park Regional Council is caticd to the success of
this appomtment. In the mihal stages, we rcommend aworkshop meeting to be held wth all members of the
Selection Panel. This is to enable the Consultant to gain an appieciation of the prime tequitements of the rale a wwell
as the chalenges and priorities for an meoming Chief Fxecutive Officer. We wew this as a cnitical and productive
step toidentify the type of mdividual the Tamaa Padk Regional Council sees as bemng suitable. If the Elected
Membes prefer, they have the option to meet on a one to one basss wath the Consultant.

"ile understand that there 1 a needto meet penodically wath the full council and prowde watten reports.

In fomming a Selection Panel, swe would propose the group compnse the Council President and up to three Elected
Merabes as well & the Consultant.

Executive Search Option

Hxecutive Search at a national level is also a potential component m fAlling a posihon of this land, in order to
masimise the number of potential applicants. This approach identifies individuals who may naot atherwise consider
ot appeeciate the breadth and depth of this rale, orbe aware that the position is available.

This pracess, if chosen by the Couneil, would be interconnected wath the consideration and management of intemal
and extemnal applicants who apply to advertisernents.

Gerard Dantels has been actively wvalved in the reerustment of Chief Executive toles and a range of sentor
management positions actoss fustralia for over 20 yeas.

"We undestand that leadeship postions require not only a strong slall and cote values set, but the abality to lead
organisations and their employees to be the bestthey canbe. The ability to search the mardeet to identify thase
mchwduals requires a thomugh undesstanding of the role’s core competences and skl sequirements and a
cormprehensive methodolopy i cur search and selechion process. Cur appmach and expenence can assure you of
positive asignment outcomes.

A this 15 an optiona part of ourservice, this i reflected i the fee options.




RECRUITING A NEW CHIEF EXECUTIVE OFFICER

Key Issues

e look forward to the opportunity to partner with Tamala Padk Regiond Couned in this catical assignment. In
approaching the assignment we believe there are a number of key issues including

®  The entize process must be transparent with a focus on equity, faimess and confidentiality with respect to all
candidates.

*  The Consultants must conduct this assignment in a totally professional manner that will enhance the
teputation of Tamala Park Regional Counel

= The Counell must have absclute confidence in the pecple appointed to carry out this wods. Further there
st be an incividual who wall keep the Elected Members well informed on issues on a repular basis.

= Comprehenstve due diligence 15 cnfical to ensure the recommended person has a record of achievernent and

all employment and quaifications have been venfied.

* The organisation will enter a new phase with the appointment of a new Chief Executive Officer. It is
thetefore cntical for the successful appomtes to possess the leadership, business acumen and
cotmmunication skalls to deal effectively at all levels of the Council, community and constiuent
organis aons.

®  The wle will involve standard local govemment compliance and administrative management together with
the delivery of specific outcomes for urban development. It 15 important that the consultant chosen has an
undetstanding of the issues for local govemment together wath land and urban development issues.
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GERARD DANIELS

Thete are several key s ons why Gerard Daniels is well placed to assist Tamala Park Regional Couneil:

B sigmficant track record m the appomtment of Chief Fxecutive and senior management posthons for lacal
govemnment, state povemment, and piivate sector organisations. We adso have specific expedence in
recrutting key posiions for wanous propedy development orgamsations and for LandCorp, WASs lazgest

urban developer

£ thorough methodology, including extensrve documentation, due diligence and post placement follow-up,
wihich differentiates us from our competitors.

Ewent based fee structures not ted to monthly tmelnes.

Iarkcet assessment appach where candidates are pre-qualified by their peers before bemg presented to the

client.

Due diligence includes qualifications and membership orgamsation checling of all candidates as well as
police and financial checls if required

Senior expetenced e cmitment professionals.
Eaxtensive contact base m the West Australian, national and mtemational public and private sectors.

12 months unconditional replacement puarantee.
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SERVICE COMMITMENT

Ge tard Dianiels specialises in executive ecmitment and search. Cur commitment to client service is responsible
for our recognition as one of Australia’s leading recruitment firms. Curexpenence covers most major ndustoy

sectors throughout Australia vath mte mational exposure in the UK, FEurope, MNorth Amertca and Asia

"We believe that client care and consultant performance are a sound bass forsuccess ful executive search. These

walues have served the comparry well and have evolved to mclude:

¢  Client service and communication

We are compmtted to frequent contact wath you throughout all phases of a search. We accommodate any
specidl needs and requests that may anse dunng a seawch and wre alwraps ‘go the extra mile’

¢ Candidate respect

Candidates are treated wnth respect and the utmost confidentiality. We measure our success in candidate
cate through post-assionment questionnaires of all mterviewrees.

¢ Complete commitment to a successful appointment
Ve are committed to a successful completion on every assignment. Curgoal s to complete an assipnment

as successfully and quickly as possible. However, 1n the unlikely event the assipnment # extended, e
remain committed to 2 positive outcome and our fee structure reflects this commitment.




RECRUITMENT METHODOLOGY
The Team

GerardDlamels has one of the most expenenced teams available in Perth wnth extensive track records in
recnuitment and executive lewel search within locd gove mment. The contributing members proposed for these
assignments are:

Name Title Assionment Role
Paul Duffy General Manager Lead Consltant
Renee Macpherson Consultant Consultant
Pamela-Jane Kander Femuneration Consultant Femuneration Consultant
Bree Witchelson Research Assonate Search and Remunerabion
Fesearch Assistant

Role Definition and Position Description

A undesstanding of the requirements of the position and specific challenges that the successful candidate wnll
face is essential and the comestone of the assessment process.  Gerard Dianiels is able to prepare a Position
Descnption defining the roles and desenbing the key performance indicatos of success for mwew and
endomsement by you All subsequent research and due diipence on candidates wall be centred on how closely
canchdates match the cotenta described in the Positon Drescnption

Remuneration Review and Advice
Hawing the salary range correct s intrinsic to the recruitment process.

COne method of forming a wiew on the salary package, would be to make an ‘estimate’ naot based upon thorough
research. We would not recommend this approach, as it 15 a high nsk appmach. Gerard Dianiels has a
retuneration review division, which differentiates ue from many of our competitors. Cur Remuneraton
Consultant, whose profile is attached, specialises in WA based remuneration reviews, and has completed recent
assignments for vanous government chents.

Chur approach would be to research the cument salartes of CECFs for a mange of relevant councils and relevant
organis ations. Cur rermunerabon consultant wall then analyse the mformation and produce a eport wath a salary
range tecomumendation,

Advertising

We would propose that the position be advertised utilising both print and intemet media both wathin WA and
nationally — pofiling Tamala Pad Regional Council.

Print Media A doertising

We wnll draft the advertisement in consultation with the Tamala Padk Regional Council and arrange placement in

suitable newspapers and directores.

Our recommendation for advertising would ke the Saturday Professional Appointments section of the West
Australian newspaper (with a pointer to the adwve hisement in the Local Govemment employment section), The
TWeekend Australian, and The Australian Local Govemment Job Directory. These costs are additional to the
recmitment fee.




k)

A

|

COption 1

Size Location Ceost
Colout 9= 8 West, Professional $3060.52+G5T
Appontments
Mono 5= 2 pamnterad “West, Local Government $349.82 +G5T
Wacancies
Mono 1223 Wilest, Local Governiment $1241 80+G5T
Vacancies
Option 2
Size Location Ceost
Full Page Anstralian Local Govemnment | $1228+G5T
Job Diire ctosy
Option 3
Size Location Cost
Mono 9z 7 The Weekend Australian $5052 44 +G5T
Colour 9x 7 The Weekend Australian 655327+ GET
Tntormet Adverfsing—

In order to attract a broaderlevel of interest and capture candidates utilising Internet media, we propose placing
an advertisement on targeted job board sites. The cost to Tamala Park Regiond Councd is $300 + GST for
placement on the SEEK Executive website. There i no cost for placement on Gerard Dianiels’ website.

Candidate Identification
Tnernal

e mrd Diandels will manage any applications teceived from intemal candidates. This 1 an important element of
the recruitment process. Intemal applicants are treated wath the utmost respect and with recopnition of their
contrbution to the orgamsation. Gerard Dianiels 1s conscious of the sensttovity in adwising the result of an
mtemal candidate’s application,

Foctomnal

Tatget candidates identified from search/research (should this option be chosen) and from our Information
Management System wnll be approached to dete rmine their mibial level of nterest and our wew as to their
suitability for the role. The timeline and canduct of these dis cussions wall be undesttaten in accordance wath the
schedule outlined in the Appendices to this Proposal.




Candidate Screening

Priot to scteening applicants for this position, we wall wotk with you to develop 2 competency profile. This
competency profile will form the basis of the position deseription and will be used to develop appropriate

behaviourally based inte rewr ques tions.

Based on the position description and competency profile, resumes wall be screened and candidates selected for
consultant interiew.

The Consultant will conduct initial behawioutally based interviews to gain a comprehensive undesstanding of the
canchdate’s suitabality according to the selection entena Second intermews wll be conducted, if required, to
develop a final shosthst for recommendation to you Candidates who do not reach the final shortlist wall be
notified.

e appreciate the importance of assessing candidates for this rale from a nmult-dimensional pespective. Target
canchdates wll be intervewmd by the consultant to fully assess suitability forthe position, determined through a
combination of competency, shill and walue xsessment, together wath an assessment of fit wath culture of

Tamala Partk Fegional Councd. Intemal candidate interviews (if applicable) will be undertaken in the eady stages
ofthe Executive Search process.

Ge rard Drantels can add walue to the process wath the use of our confidential mtermewang facthties. Chur offices
are located in the V1 Buiding, Perth, and wre have § purpose build interview tooms of vatping sizes. Four of

these interviewr rooms are for small group mterviews with two large rooms suitable for panel mterews.
Teleconferencing facilities are avalable from all rooms, and videaconferencing can be arrangedif required

Consultant Recommendation

At the conclusion of the intemal Gerard Daniels screening process 1 commendation will be made to Tamala

Patk Regional Council on the final shorthst of candidates to be intervewed

Due Diligence Report

The due diligence pmeess is 2 powredul element in the decision to make an offer of employment. We wil
provide youwnth awatten Due Diligence Report which wall include:

¢ Reference checks — this will involve contact sath up to ten people who have supernsed reported to and
wotked wath the candidate as peets. Tt will also include people who have supplied services to the candidate, swho
are extemal to the candidate’s employers. The referse report will be presented to you in montage format to
protect the prvacy of those mvolved

¢ Verification of the preferred candidate’s relevant degree or post-graduate qualifications and professional
memberships/registrations 15 sought. We require wrtten confirmation directly from the mstitution.

¢  Statntory Declaration — the preferred candidate(s) is also required to complete a declarabon attesting that
the content of their TV accurately depicts their qualifications and expenence.

¢ Background checks — Criminal record and cther relevant background checks are conducted if required

Psychological Assessment

Psychological Assessment may be mcluded i the selection process as information which may ssst i decision
making.
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Predictions as to mtellectual capacity, personality and leadesship profile from test results may be benehcial in the

decision process.

Ge rard Drantels can orgamise this assessment at an addibonal cost of $850 pet candchdate assessment.

Reports
The following reports will be produced throughout the assignment:

s A summary shodlist report for discussion wath Tamala Pad Regional Couned, on each recommended
shortlist candidate stating education, professional membe ships, employment history, remuneration requirements
and Consultant's observatons on the candidate.

¢ Ifthe natonal search function is used a mesearch summary, outhning the details of each candidate contacted
and their comments or feedback about the mle and salary sequirements.

¢ Following identification of the final candidate, a report contaimng results of detaled reference checking
will be provided.

Client Panel Interviews
Gerard Daniels wnll coordinate all chent mternews and wall prowde assistance if required m the form of

¢ Prepamtion of draft inte smew questions.
¢ Atftending candidate shorthst interviews as an observer or pathicipant as required

e wwill assist as required with the nepotiation ofte ms and conditions of employment including feedback on the
Offer of Employment. We wll also prowde debrefing to unsuccessful candidates.

We will maintain contact wmth the appointed candidate and yousself in accordance with our Flacement
Programme to assist in a successful transiion to the position. £t each interval a direct contact <wll be made unth

the appaomntee and Tamala Park Regional Couned School wath a free exchange of feedback from all patties.

Post Placement

Gerard Darels wall mamtam contact wath you and the appointee dunng the first year of employment to ensure
that the transibon to your organsation 1 as suceessful as possible. Fomma contacts wall be made on Day 1of
cotmmen cement of employment and the reafter at Month 1 Month 3, Month 6 and 12 Months.
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"W agree that the project delivered wnthin the timeline that you suggest, resulting in the completion of the
recruitment process m August 2006, We do howewver suggest changes to the time talcen to complete certan tasks, in
particular for advertsing and screeming (these sections are highlishted i blue).

D Task Name Duration | Start Finish
1 Fuoree process for appomtment 7 days 09,0306 17/03,/06
2 Appoint Consultant 14 days 20/03,/06 06,/04,/06
3 Decide Job Diescription, Contract, fudy 14 days 07/04,/06 26,/04,/06
4 Salaties & Allce Tub Salary Rewiew 28 days 07/04,/06 16/05,/06
5 FResclve Selection Critetia 14 days 07/04,/06 26/04,/06
6 Advertise Position 33 days 17/05,/06 19/06,/06
7 Inital Screeming and Consultant 28 days 09/ 06,06 070706
Internewnng of candidates
Ba Aowe candidate shorthist 7 days 10/07,/06 16/07/06
gk Panel Internew, select shottlisted T days 17/07,/06 24 /07706
candidates
9 Referee feedback 7 days 25/07/06 31/07/06
10 Medical and Paolice Clearance 7 days 25/07,/06 3170706
11 Contract Completion 14 days 1/08,/08 18,/08,/06
12 HAppointee Commencement 28 days 21/08,/06 27/09,06
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RELEVANT PREVIOUS EXPERIENCE:
LOCAL GOVERNMENT

Our Locd Govemment expenence (Chief Executive and Executive Director level roles) of recruitrnent
includes the following.

Position Chrganisation

Chief Extecutive Officer City of Pesth

Chief Extecutive Officer City of Mandurah

Chief Esxrecutive Officer City of Subidaco

Chief Executive Officer Towm of Claremont

Chief Executive Officer Couneil of Manjimup

Chief Executive Officer City of Nedlands

Ezecutive Dhrector WA Loval Goverument Assostabion
Chief Executive Officer Eastern Metropolitan Regional Couned
Chief Executive Officer Couned of Ashburton

Chief Executive Officer WA Local Govemment Super Fund

Hote that i all cases listed above, liaising wath the Elected Member Selection Panels was part of the
rectuttrent process for local government. It has always been the Gerard Dantels approach to maintain a igh
level ofinwolvement with the councal throughout the recruttrment process, even prior to the “ Appointing a
CEC” gmdelines bang published in August 2005 Mr Lloyd Stth, Managing Director of Gerard Damels,
was an expert witness a the Joondalup Inquiry where he outlined this process.

(Ref: httpfwwwr o ondalupingquiry wa gov.aw’ pubbinthearing 011004 pdf page 64}

Gerard Daniels has gained an understanding of together with practical experience of the CEO Contractual
Provisons. We have been involved in working with councils to review and amend the terms and conditions
of the CED contract, postthe Department of Loca Government and Regional Developrment developing a
base contract for use (Movember 20057

In all cases of local govemment CED recruitment listed above, we have conducted a salary trend analysis, in
order to recommend a salary range to the council. 45 Remuneraton Review 15 a stand-alone specialty
service area for Gerard Daniels, we have also carried out many ad-hoc salary trend surveys for a vanety of
government clients including local govemment clients.




RELEVANT PREVIOUS EXPERIENCE:

GOVERNMENT

Ge tard Draniels, in conjunction wath the Public Sector Standards Comrmssion has successfully completed marmy
Ezecutive Search and Selection assignments at Fxecutive Diirector/ Chief Executive Officerlevel within the

"Western Australian State Public Sector Prewious appointrments have included:

Position

Chrganis ation

Inspector of Custodial Services

Mimstry of the Premier & Cabinet

Puditor General

Pathament

Cormmissioner

Public Sector Standards Commission

State Ombudsman

Western Australian Govermment

Chief Executive Officer

Diepartment of Traning

Chief Executive Officer

Ministry of Fair Trading

Dhirector General

Department of Minerals & Ene oy

Chief Executive Officer

State Supply Commission

Chief Executive Officer

Department of Productinty & Labour
Relations

Chief Executive Officer

Department of Conse reation and Land
Management

Chief Executive Officer

Fremantle Port Authoriby

Dhrector General

Department of Minerals & Eneroy

Chief Executive Cfficer

Wi Treasury Corporation

Chief Executive Officer

Department of Ensnronmental Prote chion

Executive Director

Electreity Reform Implementation Uit

Chief Executive Officer

Diampiet Port Authority

Chief Esxecutive Officer

Greraldton Pott Authonity

Chief Executive Officer

Department of Traning




Position Chrganis ation

Chief Executive Officer
South Metmopolitan Area Health Service

Chief Esecutive Officer
Horth Metmopolitan Area Health Service

Department of Health

Department of Health

FBirea Thrector of Medical Services North Department of Health

Area Disector of Population and
Community Health Noth

Area Director of Finance and Corporate
Services INosth

Department of Health

Department of Health

We have carried out all recruiting of senior positions for LandCorp in WA, so have an understanding of the
competencies required for executives land/urban development positions.

General Manager, Business Developraent
Project Managess

Semior Project Managers

Business Manager, Allamos

Business Manager, Special Regional

REFEREES

e would lndly mwite you to contact clients we have acted for in the past. Flease prowde us smth 24 houss
naotice, 5o that we can adwise out referees ofyour call

Contact Tide Organisation
Chief Executive WA Loca Govemment
Johadle Nally Cifficer Supemnnuation Flan
T Shanahan Chief Executive Chammber of Minerals and
Cifficer Energy
Tan King Chairrman Greraldton Pott Authonty
Wanessa Donaldson | HR Manager Landeorp
Chief Bsxecutive .
Mlard MNewnman Officer City of Mandurah

.
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SUMMARY OF TERMS OF ENGAGEMENT

A brief overview of our Terms of Engagement 15 set out below and in full detail under Terms of
Business.

Fees

Optionl: Advertised Recruitment Process

To give Tamala Park Regional Council certainty in determining recrtment fees in relaion to this
assignment we are pleased to offer a flat fee for our professional consulting fees of $22,500 plus GST.

Option 2: Advertised Search Recruitment Process

Should the council wash to obtain abroader range of candidates, the advertised search ophion {as outlined on
page 4) 15 recommended. Our fat fee for this option would be $27,500 plus GST.

Terms

Our fees are raised in three stages: the first stage 15 payable upon commencement of the assignment;, a
further third 15 invoiced on presentation ofthe Shortlist Report and the balance on receiving the signed Letter
of Offer from the preferred candidate.

Expenses

A1 out of pocket expenses, such as candidate or consultant travel, accormmodation, courters and [3D phone
calls are invoiced at cost. Significant expenses, such as travel accommodation and adverhising are
authorized by the client prior to expenditure.

Client Referral

Where a candidate has been referred by the client and 13 subsequently appointed to the role, all Terms of
Engagement as described herein will apply.

Quality Assurance

Gerard Daniels is an ISC 9001:2000 quality assured organization. This gowerns the systemns and processes that

e use to conduct our assipnments.
Guarantee

Ao replacement Guarantee s available to the client where a candidate 1s engaged and subsequently resigns or 1=
terminated. The guarante e under the Manage d Recmitment Service applies as follows:

0-3 Months 100%
3-0 Months 5%
6-9 Months 50%

9-12 Months 25%

The guarantee applies as a credit against the fee applicable to replacement candidate for the specific position to
which the credit relates.

Please tefer to the attached Terms of Business for full details.




Privacy

Gerard Dantels 1 committed to the INatonal Prvacy Prnciples. This means that we have mmplemented policies
and procedures that ensure both candidate and chent mformation 15 treated in a way that protects the prvacy of
the information we hold Cur commitment to the INational Privacy Principles enables us to represent your

business in a way that will complement your oum commitment to pavacy.

T tnst that the abowe meets with your approval and T look forsard to heaning from you to discuss these details
further.

Eind regards,

¥ ours sincerely

PAUL DUFFY
GENERAL MANAGER

Enc. Tesns of Business
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Paul Duffy
General Manager

Qualifications: Areas of Specialisation:
Bachelor of Commerce CErs
Univessity of Western Australia General Managers

Esxecutive Dhrectors

Professional Associations:

Iember
Austrahan Institute of Comparry Directors

Whith owver ten years of empenence recrubng semor execubve positons, Paul bongs a wealth of
knowdedee to any recruttment engagement.

Paul jomned Gerard Dlaniels after a successful career in meonitment wath a leading goba recrmtment
compatry in Melboume, Osiginally from Perth, Paul joined Gerard Dianiels as General Manager
Ezecutive Recruitment affer ninmng Fiance and IT executive tecruitment businesses in Melbourme.
Paul has a track record of success tecruting for leadimp blue-chip compantes in the banlang fnancial

services, cansulting, I'T, telecommmunications and resouzces sectors.

Paul wotsed for s years m Perth and Melboume for one of Australias leading nsurance, funds
management and superannuation companies be fore ente nng the waorld of recruitment in 1994, He nowr
manages a specialist team of executive tecrnutment consultants focussing on delivenng solutions to
chients w1 Western Australia, mterstate, and abroad.
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Renee Macpherson

Consultant
Executive Search
3 Recruitment

Areas of Specialisation:

Sector
Government
Chanties

Not for Profit
Education

Function

Public Sector Consultants
Ezecutive General Managess
Sales & Marketing Fxecutives

Renee Macpheson jomed Gerard Dantels i 2005 after pprosmmately four years experience as a
Reenutment Consultant and Human Fescurces Consultant wath London consultancies.

Thinng her previous expenence m Recmitment Consulting, Renee provided Interm and Executive
Permanent staff pamanly to the public sector. This involved using 2 wade wanety of recruitment
methodologies 1n order to source quality candidates, mcluding advertising and searchmg,

Dhinng her previous expenence in Human Resource Consulting, Renee researhed and repoted upon
keey HR ssues and wiote HR policy for a vanety of high profile public sector clients. This required a
well maintained knowledze of HER legislation and best practice in areas such as recriitment, talent
management, traming and development, perfonmance management, coaching, and succession plannmg,

Pror to that Renee wotted m-house for vanous omanisahons wabng policy and delivering trmng
programmes.

Renee studied a Bachelor of Business at the Queensland Univensity of Technology with 2 maor in

Communication. She is cumently studpng post-graduate Human Resource Management wth Cortin
Uniwe sty
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Pamela-Jayne Kinder B?ﬂﬁicm;gs _

achelor of Economics
Consultant : Graduate Diploma m Applied Finance and
Board Consulting Tnvestrent
Fellowr Australian Institute of Secunties,
Finance and Banling

Pamela-Jayne 15 an Economist who began her career woddngwnth the Bank of Weste m Australia Ttd
(Banliiest) in 1990. Rales in Strategic Flanning, Risk Management and Bank Treasury have seen her
gain specific expertise in the financial services industry.

She has worked a5 a consultant in Singapore and has adwsed a leading home builder on their submission
the Fedetal Govemnment’s inquiry into housing affordability.

Throughout her cateer, Pamela-Jayne has wotked clos ely wath senior exe cutives on a mumber of change
ptogrammes and during the prvatisaton and listing of Bank'West, was responsible for comporate
gOVemance issues.

Sheis currently a Board Member of Women's Health Services, a former Chairman of the Westem
Austrlian branch of the Australian Institute of Banking and Finance, Treasurer of West fiustralian
Ballet’s fundmmising assoviation, & well as a lecturerin a number of subjects for the Secunties Institute

of Australia {nowr FINSTA).

Pamela-Jayne joined Gerard Diantels in 2003 and leads the Remuneration Practice wathmn the Board
Consulting Division and is focused on delivering high level services and solutions to clients in Western
Australia, mtesstate and mtematonally.




Bree Mitchelson

Research Associate
Executive Search

Qualifications: Areas of Specialisation:

EBachelot of Commerce Sector

Uniwve sity of Westemn Australia Professional Services
Infonmaton & Conumnume ation
Technalogy

Banling & Finance

Function
Ezecutive & General Management
Commercial Sales and Management

BEree Mitchelson joined Gerard Diamels in 2005 after a period as Delivery Manager wath an
Ezecutive Search firm in Sydney.

Druring het previous expenence in Fxecutive Search, Bree was responsible for the Search and
Selection of senior Information and Communication Technology Sales and Management positicns.
The rale invelved identifying appropnate parties in this market sectoy, eliciing their interest in
positions available and qualifing their relewant experience. The positicn sequired extensive co-
ordination, lisson, research and qualification and a well mamtained market knoudedge. Bree has
previously completed Executive Search and Selection assignments for roles in Sydney, IMelboume
and Brishane.

Smce jounng Gerard Daniels, Bree has wotked on commercial mwles wathin the Executive Search and
Ezxecutive Recnutment teams, expanding her marlcet knowledge across a broader range of
commetcid sectors.

Eree holds a Bachelor of Commerce, with majors in Psychology and Human Resousce Management,
from The Univesity of Westem fustralia.



GERARD DANIELS

TERMS OF BUSINESS
FERMAMNENT EXECUTIVE RECRUITMENT

GENERAL

1

All recruitment undertaken by Gerard Daniels Australia is subject to the terms and
aonditions here set out.

These terms and conditions cannot be varied or waived, unless in writing and sdgned by a
director or manager of Gerard Daniels.

Gerard Daniels fees are payable in accordan ce with the following provisions.

Gerard Daniels fees quoted here are exclusive of GST. The Tax Invoics to be sent by
Gerard Dianiels will contain a GST charge in accordance with the relevant legislation.

EXCLUSIVE RETAINER

11

12

13

14

15

14

17

18

“Where Gerard Daniels is engaged on an exclusive retainer, it will offer the following
SEIViCes:

Reviewing fupdating a current position desaiption ot alternatively developing a position
description;

Identifying key competendes for the postion;

Undertaking behavioural-based interviesws,

Developing appropriate interview questions,

Having a Gerard Daniels consultant attend dient interviesrs,
Checking referen ces;

Managing the offer of employment process,

Undertaking post-placement review.

Gerard Daniels does not determine candidates’ residency status and this <would need to
bedetertnined on a case by case basis by the dient.

Gerard Daniels fees for exclusive retained assighments are calculated at 1%4 of the
remuneration of the recriited person.

Gerard Daniels fees are payable in three instalments as follows:

First instalment - Af the commencement of the assgnment.

This instalment is, in all circumstances,
non refundable,




Second mstalment - On presentation to the client of a shost list
of candidates consistent with the recruitrment

brief.

Third mstalment - After the candidate selected by the chent has
accepted the position for which he fshe was
interviewed.

9. Whete Gerard Dianiels has an exclusive retaner, the replacement guarantee offered is:
Duraticn of Employment Permentage Credit

0 - 3 months 100

3 - 6 months 75

6 - 9 months 50

9 - 12 months 23

10. For a better undesstanding of the replacement guarantee the following esample is given:

(a) If the sermce provided by Gerard Daniels was Retained Executive Recrutment
andthe employee’s remuneration was $80,000 then Gerard Daniels fee would be
$14,400 (being 18% of $80,000) plus out-ofpacket expenses.

(k) If the tecruited persor’s emplayment is teminated between 6-9 months from its
commerncement for substandard work perfomance, then Gerard Daniels wnould
credit the client $7,200 (being 5% of $14,400) (emcluding out-of-pocket
expenses) towarck the fee payable by the client forlocating a replacement.

CONTINGENCY ASSIGNMENTS

11. In the event that Gerard Dlaniels is engaged on a contingency (success only) basis, it wall

provide the followang executive recnutment service:
Undertdang reference checlang,
Managing the offer of employment process;
Undertakang post-placement resnesr

12 Gerard Daniels fees for contngency ssignments are calculated at 18% of the
tetnune mtion of the recmated person.

13 Gemrd Dantels fees on a contingency basis are nwvoiced on the recruted pemson

acceptng the postion offered by the chent.

14. Where Gerard Damels completes a contingency assignment, the replacement puarantee
offeredis:
Duration of employment Perentage credit
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0 - 3 maonths 100

REPLACEMENT GUARANTEE

15.

(a) Subject to clause 15(k) and (c), whete the employment of a person wha Gerard
Drarels has recruited for a specified position wath a client, temninates wathin the
penod specified for emclusive retainer and nomexclusive retaner respectively
{calculated from the date when that person fisst commenced in the posibon),
Gerard Daniels wall seels a replacement for the posihon.

(k) The eplacement guarantee is limited to the position for which Gerard Daniels
had recruited the person whose employment has now ceased  Specifically, the
replacement puarantee cannot be used by the chent to 8] another position orbe
offset against ary other momes owang by it to Gerard Dianiels.

The replacement puarantee is not validif

The client does not notify Gerard Daniels in writing of the termination
of employment wathin 7 days ofthe termmation takang effect;

The fees and expenses are nat paid in full within 14 days of the date of
the Tax Inveice,

Termination of the employment of the peron memited by Gemrd
Dianiels 1 for any reason other than substandard wrodk performan ce;

The pewon recruted by Gerard Daniels 15, after terminaton of
employment with the client who retained Gerard Daniels, then (even if
not immediately afterwards) employed by a related body corporate of
the client or a successor, assignee o transmittee of the chent’s business
ot petsans associated wath the client.

Subject to clause 13(c) the client wll pay Gerard Dansels’ fees for locating a
replacermnent which fees shall ke caleulated on the same scale as the nitial

retaner

This replacement guarantee operates as a credit (in the percentages epecified for
exclusive retaner and nomexclusive retainer respectively) aganst Gerard Dianiels
fees for locating a replacement.

This teplacement guarantee does not emtend to out-of-pocket costs and
expenses mcurred by Gerard Daniels in locating a replacement.

This teplacement guawantee 15 wvalid for only one replacement of a person

tecruited by Gerard Dianiels for each assignment.

CANCELLATION

16,
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In the event that a client cancels an assignment placed wath Gerard Daniels for any
reason (ncluding appoantment of an intemal candidate) and whete Gerard Dantels has
undettaken wotk and incured expenses in relabon thereto then, even though the
tecruitment process 5 not complete, the chent 15 liable to Gerard Daniels for the fees
and expenses here set out as though Gerard Damiels had completed the ssignment.




DEFINITION — “REMUNERATION"

17.

For the purposes of these termns of business “remuneration” means:

{a) The gross annual employment cost of an employee to the client for the
first year of employment, includng (but not lmited to) cash salary,
bonus, commissions, allowances, sigr-on payment, nor-cash bene fits,
statutory  superannuabon and motor wvehicle and  taw  exempt
compornent.

(k) Where a motor wehicle is patt of the remuneration package, the walue
attributed to the wehicle by Gerard Dantels for the purpose of
caleulating the total amount of remuneration, = $18 000,

{c) When the mermmerstion mcludes a tawexempt component, the value
attnibuted to it wall be “prossed up™ to the equivalent taxed amount for
the putpose of calculating the amount of remuneration.

INDIRECT EMPLOYMENT

18.

In the ewent that:

@

(B

)
(d

(&)

A person(s) presented by Gerard Dantels for a specified position wath the chent
does not accept an offer of employment in that position; and

The client does not offerthe posiion to the presented pesonis),

and that presented peson(s) within 12 months from the date that Gerard
Dranels

Sends his /her resumé to the client; or
Commences employment wath the client or any related body corporate of the
client or a successot, assignes ot transmittes of the client's business or persans

ass octated wath the client ether m the mita postion or a sunilar position; or

The client introduces the presented person(s) to a third party who then emplays
that petsonfs);

then the client 15 liable to pay to Gerard Daniels the fees and expenses as af it
had employed the presented person via Gerard Damels.

OUT-OF-POCKET EXPENSES

19.

@

Gerard Damiels 15 authonsed by the chent to incur costs of adverbsing the
position(s) to be filled Prior to advettisements being placed, Gerard Daniels
sl obtain the chient’s approval for the text of the advertisement.

EBefore incurnng any substantial advertsing costs, Gerard Dantels wall seek prioy
approval from the client in telation to those costs.




20.

If the client cancels advertising which Gerard Daniels has bocked, the client is
liable for the costs of and associated wath the cancellabon of the
advettisernent(s), or if cancellanon falls outside the parameters of the
advettisess’ terms of business, the client is lable for the costs of the
adhve thisemment(s).

Cut-ofpocket expenses incurred by Gerard Daniels (uch as facsimiles, couters,
telephones) wall be mvoiced when the person recruited accepts the position for which
he/she ha been tecnuted

PAYMENT

21

22.

Gerard Daniels fees (ncluding any out-of-pocket expenses) are payable uathin 14 days
of the date appearing on the Tax Tnwoice. MNcote that invoices am sent direct to the
chent’s accounts payable department/dmision discreetly descrbing Gerard Damiels
services provided to mammise confdentiality.

If the chent does not pay any sum due smthin the time specified for payment, the
amount outstanding wall bear mterest at 10% per annum accrung for each day from the

last date of payment until it is actually paid

NOLIABILITY

23

24.

Gee tard Dandels is not lable for any loss, damage, injury, costs (including legal), claims or
expenses sustained by the chient or its employees, agents or customers, ansing directly or
indirectly from or mnnected wath the employment (or nomremployment) of the Gerard
Daniels recnuted person, mcluding any loss or damage caused by the recnuted person’s
negligence, fraud, dishonesty or lack of skills and quak fications.

Gerard Damels uses its best endeavours to recrut person(s) forthe client in aceordance
wnth the chent’s mstmctons. In so domg, Gerard Daniels maintains best practice
mdustry standarck and ethucs. Howrewver, Gerard Daniels makes no warranty, express or
wnpled, as to the sutablity of a recruited pemson(s).  Accordngly, the clent
acknowde does that it is solely tesponsible for its decision(s) in respect of the persan(s)
recrutted by Gerard Daniels and that it does not rely on amy statements or
representations however made by Gerard Damels m relation to a persor's suttabdity for a
specified position.

CONFIDENTIAL INFORMATION

25.

Gerard Dantels provides confidential mformation to its chents about potential recruts
on the understanding that the confidentiahity of that information wll be mamtaned by
the client. The confidential information nust not be disclosed to persons cther than
those wnmediately involved in the tecmitment and selection process at the chent’s offices
and then only on the basis that those persons wll mantain the confidentality of the
confidential mformation.

GOVERNING LAW

20.

These terms of business ate to be rad and constmed according to the lavs in force in
Western Australia and Gerard Damels and the chent agree to submmt to the junsdichion
of the Courts of that State.




MULTIPLE PLACEMENTS

27. In the event that more than one

successful placement anises from a recruitment process

undettaken by Gerard Dianiels, the client is liable for a fee for each successful placement
made by Gerard Damels under our standard terms of business.

Issued To: Tamala Patk Regional Counci
Tssue Date: Apal 2006
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Initial Response for Tamala Park Regional Council.

1. Selection Process:
Hays Executive acknowledges and understands the local government legislation and
guidelines and will comply accordingly.

2.Consultant Fees:

Our compensation is typically based on a % of the first year’s total remuneration package.
plus GST invoiced in three equal staged payments. Based upon a salary package of around
$164,000 for this appointment this would translate into a total fee of $41000 + GST.

Rather than base our compensation around a variable commission, we propose to work for a
fixed fee. This ensures we remain truly objective, because our fee is not tied to the
compensation package you offer the successful candidate. The prospect of presenting
candidates with higher salaries to increase our commission is never a possibility so is never a
temptation. Our one and only mission is to present to vou the best possible candidates for the
position.

Given the nature of the organisation we are recruiting for, we are happy to negotiate a
preferential fixed fee as follows:

524,000 plus GST, invoiced in three staged payments, as follows:

On approval of this proposal and commencement of assignment $8,000
On presentation of shortlist $8,000
On commencement of successful candidate 38,000

Advertising Costs

The following are confirmed costs of advertising negotiated by Hays Executive on your

behalf:

15x4 The West Australian — Saturday Professional Appts $4180.98 + GST
15x3.5 The Financial Review - Friday $6941.41 + GST
14x3 The Awustralian — Saturday EGIN $4333.32+ GST

The most appropriate advertising strategy can be discussed on commencement of assignment.



HAYS

3. Timeline:

The recommendation would be as follows.

m: Task: Duration:

1 Agree Process for Appointment 7 days
2. Appoint Consultant 14 days
3. Decide job Description 7 days
4. Salaries and Allowance Review 14 days
5. Resolve Selection Critenia 7 days
6. Advertise position 14 days
7. Initial Screening of Applicants 14 days
8. Interview/Select Applicant 14 days
9. Referee Feedback 3 days
10. Medical and Police Clearance 7 days
11. Contract Completion 7 days
12. Appointee Commencement 28 days

4. Recruitment Process:
A detailed executive proposal will be prepared to outline the recruitment process.

5. Further Matters:
Not presently.

On behalf of Hays Executive:
Signed ton Duncan Dated: 04/04/06

Level B/172 St Georges Terrace, Perth WA 6000

phone: (08) 9322 5198 | fax: (08) 9322 5386
email: clayton.duncan@hays.com.au | webs: www. hays.com.au
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