Appendix 6.3-A

TOCUMWAL CAR PARK EXTENSION

In the latter half of 2020 the General Manager became aware that the Tocumwal Motel
and the old hardware shop were going to come on the market and it was put to the
Council that we might buy it and add it into the car park behind IGA supermarket.
This was an excellent idea and was embraced by the Councillors and the purchase was
authorised and completed.

Since that time many thoughts and discussion have been had between the Tocumwal
Councillors and some Tocumwal townspeople and new thoughts have emerged.

Tocumwal is the largest town in the Berrigan Shire and is continuing to expand.

There is a residential subdivision (stage 2 of Crawford’s) of 30 or so lots and a 20 lot
residential subdivision at 160 Deniliquin Street soon to begin works. This is needed as
there are almost no available blocks to build on at present in Tocumwal. Crawford’s first
stage of 42 blocks was sold out in 18 months with about 15 blocks aiready built on.

With this level of growth at sometime in the near future Tocumwal will require some more
commercial space and at present it has no availability of land to accommodate this need.

There is a retail area in Deniliquin Road opposite the “Fish” and a new “Hub” building that
will tie this area to the “Main” Deniliquin Street where the IGA Supermarket fronts the
shopping area at present.

There is also Murray Street that presently has the “Op Shops” and the Tocumwal
Veterinary Clinic. Shortly there will open a Retro and Restoration Furniture shop and
across the road a Micro Brewery is planning to open late in 2021. The Rotary Op Shop is
presently in the Hardware shop.

It was noted that in the recent “Heritage report” for this area that there was at present a
“disconnect” between the Deniliquin Road and Deniliquin Street retail areas and the
potential Murray Street retail area. The following plan will assist with the connection of
these retail areas.

The opportunity for Berrigan Shire to drive the future economic development and direction
of the retail area of Tocumwal is now!

1. The Motel in its entirety should be demciished and a DA has been submitted for this.

2. The rear shed of the Hardware shop should be demolished at the same time but this is
not in the DA.

3. The “"Hardware” shop should have a “laneway” for access of 6m at the rear of the shop
as it is now with over gutter access.

A 3m laneway from the car park to Murray Street can be created along the side of the
“Hardware” shop and this would give access to the “Hardware” shop for maintenance to
the wall area when necessary. This Shop can then be subdivided off to its own titie
without any excess land.
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4. This property of 1, 2 or 3 shops could then be sold to an investor with a value of
around $400,000- to $450,000.

5. The area with frontage to Murray Street from the laneway beside the bottle shop to the
created laneway to the south side of the Hardware shop and 12m deep could be the future
site of 4 boutique shops of about 90m2 with only roller door access to the rear of the
shop. Being 90m2 shops constant resupply of stock is not applicable so rear titie access
would not be necessary. This format can be seen in other cities and towns.

6. The proposal is that this 12m deep by 32m (approx) area be titled with DA approved
plans for the 4 shops. The facade of the shops could be designed to fit into the heritage
area of this location. The plans and DA submission would cost in the vicinity of $5-6000-
This subdivided title with plans can then sold to a developer, with a construction time
frame in the contract, for a price of around $350,000.

7. Parking spaces for these shops can be allocated within the car park as necessary to
fulfil any regulations.

The above plan would solve the future commercial retail needs and access to all areas
with 5 properties added. The Hardware shop could be 1, 2 or 3 shops.

With the sale of the above two properties for around $800,000 the Berrigan Shire can
then compuisorily acquire the two properties 9 and 11 Barooga Street. Maybe also 13.

As March’s IGA owns 9 Barooga Street we can negotiate with them to create an unloading
and storage area parallel with their shop so they do not need to park a transport on the
laneway for unloading as they do at present. This unloading scenario that happens at
present is not an O H & S acceptable risk to the townspeopie or March’s employees.

The balance of the two properties can then be added to the car park.

To complete the plan Barooga Street should have new kerb and gutter, be sealed and
angle parking be marked out for extra parking area.

In this plan we have addressed 4 necessary developments for the future of Tocumwal.

Access from the car park to the retail areas and tie the retail area together
More retail space

More car parking

Remove most of the safety unloading issues with March’s IGA Supermarket.

A development such as this shouid provide parking and retail space for the next 20-30
years of Tocumwal’s required development.
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Impact of COVID-19 to Council’s Portfolio

COVID-19 has adversely impacted financial markets, which in turn, has also affected Council’s
investment portfolio. We provide a quick summary in this section.

With regards to financial markets, shares (equities) experienced a significant correction in March 2020
but have since, recovered substantially due to the unprecedented fiscal and monetary policy support
from global central banks and governments. The RBA cut rates to record lows on 3@ November 2020
to 0.10%. Despite the Delta variant causing renewed restrictions across several countries (including
Australia), equities markets have continued their rally over the course of 2021 driven by the multiple
vaccines available and ongoing fiscal and monetary policy easing measures. Longer-term bond yields
have risen since the start of the calendar year on the prospects of higher inflation over coming years.

With regards to the medium-longer term outlook for financial markets, of importance is the RBA’s
outlook and expectations for the Australian economy. They would like to see the following three
economic indicators improve before they even consider increasing interest rates:

1. The unemployment rate to drop to around 4.5% (currently it sits at 5.1% and has not been
below 4.5% since 2008);

2. “Until actual inflation is sustainably within the 2-3% target range” (it has not been within their
target band for the past 5 years); and

3. Wage growth to surpass +3% (it has not been above this level for the past 8 years).

Their current forward guidance suggests conditions for a rate rise are “unlikely to be until 2024 at the
earliest”.

The largest impact to Council’s investment portfolio is with regards to its largest exposure being assets
held in bank term deposits, which accounts for around ~66% of Council’s total investment. The biggest
risk that Council faces over the medium-longer term in this environment is not the potential loss of
capital (given all the banks are well capitalised and regulated by APRA), but the rapid loss of interest
income as interest rates have plummeted.

Council’s term deposit portfolio was yielding 0.64% p.a. at month-end, with a weighted average
duration of around 186 days or 6 months. This short average duration will only provide some income
protection against the low interest rate environment over the immediate future. As existing deposits
mature however, they will inevitably be reinvested at much lower prevailing rates.

Given official rates have fallen to record lows, Council is likely to see a rapid decline in interest
income over future financial years. Its budgeted income over the medium-longer term needs to be

revised to reflect the low interest rate environment. Returns between 0.40%-0.80% p.a. may
potentially be the “norm” over the next few financial years, especially if rolling the majority of
surplus funds for terms less than 2-3 years. Yields may in fact be lower if electing to invest for terms
under 12 months.
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Council’s Portfolio & Compliance

Fund Allocation

As at the end of June 2021, the portfolio was mainly directed to General Funds:

Invested Invested (%) Number of trades

Asset Allocation

As at the end of June 2021, the portfolio is mainly directed to fixed term deposits (65.84%). The
remainder of the portfolio is held in low yielding cash accounts with NAB (AA-) and Bendigo-Adelaide
(BBB+), which remains at relatively high levels and will cause a drag to performance. We recommend
opening the ‘accelerator’ cash account with Macquarie Bank (A+), which is currently paying an
overnight rate of 0.40% p.a. for balances up to $10m (and 0.20% p.a. for balances greater than $10m).

With the RBA cutting interest rates in November 2020 to 0.10%, the priority should be to lock in any
remaining attractive medium-longer dated fixed deposits or fixed bonds that may still be available

to address reinvestment risk as margins continue to compress.

Council’s Investment Policy does not specify any limits for Maturity, Counterparty and Credit Quality
compliance measures. In the following sections, we have tentatively placed what other NSW councils
have adopted as part of their compliance limits. We provided Berrigan Shire Council an Investment
Policy review during the month of April 2021.

Monthly Investment Report: June 2021
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Term to Maturity

The portfolio is highly liquid with a large proportion of the investment portfolio maturing within 3
months (65%). We recommend a more diversified maturity profile to address reinvestment risk, which
has been and continues to be a major detriment towards Council’s interest income going forward.

Where ongoing liquidity requirements permit Council to invest in attractive 1-5 year investments, we
recommend this be allocated fixed term deposits or fixed bonds (refer to respective sections below).

Compliant  Horizon Invested ($) Invested (%) Min. Limit Max. Limit  Available (S)
(%) (%)
v 0-90 days $27,539,166 64.70% 10% 100% $15,025,955
v 91 - 365 days $13,025,955 30.60% 20% 100% $29,539,166
v 1-2years $2,000,000 4.70% 0% 70% $27,795,585
4 2 - 5years S0 0.00% 0% 50% $21,282,561
$42,565,121 100.00%

Counterparty

As at the end of June 2021, Council had an overweight position to Bendigo-Adelaide, largely driven by
the large cash balance. Overall, the portfolio is lightly diversified, with some exposure to the unrated
ADlIs.

Compliant  Issuer Rating Invested ($) Invested (%) Max. Limit (%)  Available (S)

v NAB A-1+ $6,440,064 15.13% 40.00% $10,585,985

v AMP Bank A-2 $7,000,000 16.45% 25.00% $3,641,280

X Bendigo-Adel. A-2 $19,099,103 44.87% 25.00% -$8,457,823

v Defence Bank A-2 $6,000,000 14.10% 25.00% $4,641,280

4 Central Murray Unrated  $2,000,000 4.70% 10.00% $2,256,512

v Goulburn Murray ~ Unrated  $2,025,955 4.76% 10.00% $2,230,557
$42,565,121 100.00%

In September 2020, ratings agency S&P downgraded AMP Bank by one notch to “BBB” stating its
view that “the overall creditworthiness of the AMP group is weaker” and that “the group is exposed to
challenges that may disrupt its overall strategic direction and its ability to effectively execute its
strategy.”

We have no issues with Council’s investments with AMP Bank, given they are super-senior ranked
assets, extremely low risk and high up the bank capital structure.

We remain supportive of the regional and unrated ADI sector (and have been even throughout the
GFC period). They continue to remain solid, incorporate strong balance sheets, while exhibiting high
levels of capital — typically, much higher compared to the higher rated ADIs. Some unrated ADIs have
up to 25-40% more capital than the domestic major banks, and well above the Basel Ill requirements.

Monthly Investment Report: June 2021
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RBA Governor Lowe has commented that they have not seen any signs of stress in the financial
system and that unlike during the GFC, the banks (all ADIs) now have cash, are well capitalised and
are acting as “shock absorbers” in the current crisis.

Overall, the lower rated ADIs (BBB and unrated) are generally now in a better financial position then
they have been historically (see the Capital Ratio figure below). We believe that deposit investments
with the lower rated ADIs should be continued going forward, particularly when they offer ‘above
market’ specials. Not only would it diversify the investment portfolio and reduce credit risk, it would
also improve the portfolio’s overall returns.

In the current environment of high regulation and scrutiny, all domestic (and international) ADIs
continue to carry high levels of capital. There is minimal (if any) probability of any ADI defaulting on
their deposits going forward — this was stress tested during the GFC. APRA’s mandate is to “protect
depositors” and provide “financial stability”.

The biggest single risk that depositors face in the current low interest rate environment is not capital
or credit risk, but reinvestment risk. Interest rates are now at their effective lower bound of 0.10%.

Capital Ratios™
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Credit Quality

Council did not have an overweight position to any category as at the end of June. The portfolio
remains well diversified from a ratings perspective, with some exposure down to the local credit
unions.

From a ratings perspective, the “BBB” / “A-2” rated banks now generally dominate the number of ADIs
issuing deposits within the investment grade space. However, given most banks are fully liquid during
the current pandemic, most of the “BBB” / A-2” rated and Unrated ADlIs are currently not seeking
wholesale funding. As such, in the interim, we could see a shift towards a larger proportion of assets
being directed towards the higher rated ADIs given the lack of appetite amongst the lower rated ADIs.

Compliant Credit Rating Invested (S) Invested (%) Max. Limit (%) Available ($)

v A-1+ Category $6,440,064 15% 100% $36,125,058

v A-1 Category $0 0% 100% $42,565,121

v A-2 Category $32,099,103 75% 80% $1,952,994

v A-3 Category $0 0% 20% $8,513,024

v Unrated ADI Category $4,025,955 9% 15% $2,358,813
$42,565,121 100.00%
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Performance
Council’s performance for the month ending 30 June 2021 is summarised as follows:

Performance (Actual) 1 month 3 months 6 months
Official Cash Rate

AusBond Bank Bill Index

Council’s T/D Portfolio”

Outperformance

ATotal portfolio performance excludes Council's cash account holdings. Overall returns would be lower if cash was included.

Performance (Annualised) 1 month 3 months 6 months
Official Cash Rate
AusBond Bank Bill Index

Council’s T/D Portfolio”

Outperformance

ATotal portfolio performance excludes Council's cash account holdings. Overall returns would be lower if cash was included.

For the month of June 2021, the deposit portfolio provided a solid return of +0.06% (actual) or +0.71%
p.a. (annualised), outperforming the benchmark AusBond Bank Bill Index return of +0.00% (actual) or
+0.03% p.a. (annualised). The outperformance continues to be driven by a combination of those
deposits originally invested beyond 6 months.

Going forward, with the low interest rate environment (depleted cash rate), maturing deposits will
inevitably be reinvested at lower prevailing rates. The reduction in interest income over coming years
can be mitigated by undertaking a longer duration position.

Investors using the Imperium Markets platform have reduced the invisible costs associated with
brokerage, and thereby lift client portfolio returns as investors are able to deal in deposits directly
with the ADIs and execute at the best price possible.
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Council’s Term Deposit Portfolio & Recommendation

As at the end of June 2021, Council’s deposit portfolio was yielding 0.64% p.a. (down 5bp from the
previous month), with an average duration of around 186 days (~6 months).

We strongly recommend Council extends this average duration. In the low interest rate environment,
the biggest collective risk that the local government sector has faced over the post-GFC era has been
the dramatic fall in interest rates - from 7%% to the historical low levels of 0.10%.

As the past decade has highlighted (post-GFC era), we have seen too many portfolios’ roll a high
proportion of their deposits between 3-6 months, resulting in their deposits being reinvested at lower
prevailing rates. That is, depositors have overpaid for liquidity and generally not insured themselves
against the low interest rate environment by diversify their funding across various tenors (out to 5
years) but rather placed all their ‘eggs in one basket’ and kept all their deposits short. Reinvestment
risk has collectively been and continues to be the biggest detriment to depositors’ interest income
over the post-GFC period.

At the time of writing, we see value in:

ADI LT Credit Rating Term T/D Rate
ICBC, Sydney A 5 years 1.50% p.a.
WBC AA- 5 years ~1.30% p.a.
NAB AA- 5 years 1.25% p.a.
ICBC, Sydney A 4 years 1.25% p.a.
WBC AA- 4 years ~1.05% p.a.
NAB AA- 4 years 1.00% p.a.
ICBC, Sydney A 3 years 0.96% p.a.
WBC AA- 3 years ~0.82% p.a.
NAB AA- 3 years 0.75% p.a.
ICBC, Sydney A 2 years 0.70% p.a.
NAB AA- 2 years 0.60% p.a.

The above deposits are suitable for investors looking to provide some income protection and mitigate
reinvestment/rollover risk in the low interest rate environment.
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For terms under 12 months, we believe the strongest value is currently being offered by the following
ADIs (dependent on daily funding requirements):

ADI LT Credit Rating Term T/D Rate
ME Bank BBB 12 months 0.50% p.a.
BoQ BBB+ 7-8 months 0.45% p.a.
CBA AA- 12 months ~0.44% p.a.
BoQ BBB+ 9-12 months 0.40% p.a.
Westpac AA- 12 months ~0.36% p.a.
NAB AA- 12 months 0.35% p.a.
AMP Bank BBB 9-12 months 0.35% p.a."
Bendigo BBB+ 9-12 months 0.35% p.a.

A AMP T/Ds — contact us to receive an additional 0.20% p.a. rebated commission on top of the rate shown

Amongst the investment grade sector, short-dated term deposits (maturing less than 12 months) are
yielding under 0.50% p.a. (most are under 0.40% p.a.). We believe there is not much value being offered
in short-dated deposits.

In contrast, there is an upward pick-up in yield for investors that can take advantage of 2-5 year fixed
T/Ds whilst official rates are stuck at depressed levels at least for the next two to three years. For those
investors that do not require high levels of liquidity and can stagger their investments longer-term,
they will be rewarded over coming years if they roll for a minimum term of 2 years (we note some
investors tend to roll for 3-5 years), potentially yielding, on average, more than double the return
compared to those investors that purely invest in short-dated deposits.
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Senior FRNs Review

Over June, amongst the senior major bank FRNs, physical credit securities marginally widened at the
long-end of the curve. Secondary market securities remain relatively expensive on the back of the RBA
announcing its $200bn quantitative easing (QE) package (doubled in Feb 2021).

A new 5 year senior major bank FRN would now be issued around the +52bp, which remains tight
on a historical basis. We may finally see some primary issuances in Q3-Q4 this year from the major
banks as the RBA’s term funding facility (TFF) draws to an end as of June 2021. The lack of supply from
new (primary) issuances has played a major role with the rally in credit markets over the past year.

Amongst the “A” and “BBB” rated sector, the securities were marked around 3bp tighter at the
long-end of the curve, driven by some new issuances over the month, including:

Rating  Volume Term Maturity Priced Initial Guidance
Date
Teachers Mutual BBB $100m 5yrs 16/06/2026 +68bp +[70-73]bp
Bendigo BBB+ $225m Syrs 18/06/2026 +65bp +[65-67]bp
ICBC A $500m 5yrs 18/06/2026 +66bp +[72]bp

While turnover in the secondary market is still predominately dominated by commonwealth,
semi-government and major bank senior paper, given the lack of supply, we have started to observe
that even a handful of regional bank senior paper has sometimes been trading inside “mid” levels over
recent months.

Credit securities remain tight on a historical level but are looking slightly more attractive following the
widening experienced since the start of the calendar year. FRNs will continue to play a role in investor’s
portfolios mainly on the basis of their liquidity and the ability to roll down the curve and gross up
returns over ensuing years (in a relatively stable credit environment).

Senior FRNs (ADlIs) 30/06/2021 31/05/2021
“AA” rated — 5yrs +52bp +50bp
“AA” rated — 3yrs +25bp +27bp
“A” rated — 5yrs +64bp +67bp
“A” rated — 3yrs +42bp +45bp
“BBB” rated — 3yrs +52bp +55bp

Source: IBS Capital
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We now generally recommend switches (‘benchmark’ issues only) into new attractive primary issues
(or longer-dated alternatives), out of the following senior FRNs that are maturing:

» On or before mid-2024 for the “AA” rated ADIs (domestic major banks);
> On or before mid-2022 for the “A” rated ADIs; and
»  Within 12 months for the “BBB” rated ADIs (consider case by case).

Investors holding onto the above senior FRNs (‘benchmark’ issues only) in their last 1-2 years are now
generally holding sub-optimal investments and are not maximising returns by foregoing realised
capital gains. In the current low interest rate environment, any boost in overall returns should be
locked in when it is advantageous to do so.
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Senior Bonds - Northern Territory Treasury Corporation (NTTC)

We are aware of the following senior retail bond offering from Northern Territory Treasury
Corporation (NTTC) effective 1°" July 2021:

Maturity Date Rate % p.a.® Interest Paid
15/12/2022 0.40% Annually
15/12/2023 0.60% Annually
15/12/2024 1.00% Annually
15/12/2025 1.20% Annually
15/12/2026 1.50% Annually

AAThe rates offered in the above table can be reviewed and changed at any time from Treasury. The rate for broker sponsored
applications will be dropped by 0.20% p.a. effective 1 October 2020.

Any investor interested in this product should avoid placing through the broker channel and contact
Imperium Markets to receive the full commission of 0.25% (plus GST) on the face value of the
investment, in the form of an additional rebate. If placed through the brokers, they are likely to keep
the 0.25% commission (on the face value of the investment).

Overview Description

Issuer Northern Territory Government

Credit Rating Aa3 (Moody's), which is AA- equivalent (S&P)

Type Fixed senior (retail) bonds

Program Territory Bonds Issue 111

Date for applications 01/07/2021 -30/11/2021

Liquidity Weekly redemptions available, subject to the prevailing
market rate and administration costs"*

AA Note given this is a retail bond offering (min. parcel size of $5,000), for wholesale investors, we would not consider this to
be a liquid investment (the largest redemptions to date have only been $200-5300k).

The product should be viewed as a hold-to-maturity product, noting there are significant penalty costs
including admin fees, the prevailing market interest rate, and factors in any associate commissions
that were previously paid. Given the longer-term outlook for official interest rates, any investor with
capacity should consider placing a small parcel (up to $5m) in the 15/12/2024, 15/12/2025 and
15/12/2026 maturities through Imperium Markets to receive an effectively higher rate, once

factoring in the rebated commission.
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Economic Commentary

International Market

Equity markets continued their positive momentum in June, despite ongoing concerns of rising
inflationary pressures leading to upward revisions of central bank rate hikes. Concerns have grown
globally around the Delta variant with many countries instituting travel restrictions or restricting
travel to those who are now fully vaccinated.

In the US, the S&P 500 Index gained +2.22%, while the tech-heavy NASDAQ Index surged +5.49%.
Equities finished positively across Europe’s main indices, led by France’s CAC (+0.94%), Germany’s DAX
(+0.71%) and UK’s FTSE (+0.21%).

The US Fed’s meeting in June revealed their latest ‘dot plot’ which showed that the median FOMC
member now forecasts two Fed rate hikes in 2023, versus none in the March iteration (13 of the 18
person FOMC see rates rising in 2023 versus only six previously). The Fed repeated its April line in that
“inflation has risen, largely reflecting transitory factors”, while making no changes to their key policy
rate or its US$120bn/month bond buying pace.

US inflation continued its sharp rise in May with the headline reading up +0.6% m/m taking the
annual reading to +5.0%. The core reading rose +0.7% m/m, lifting the annual reading to +3.8%. The
past 3 month rise in core US inflation was the highest recorded since August 1982.

The US unemployment rate fell by 0.3% to 5.8% in May but remained well above the pre-pandemic
level of 3.5%.

The UK’s GDP rose by a strong +2.3% m/m in April, putting the economy on track to rebound in Q2 as
restrictions eased. UK CPI came in higher than expected at +2.1% y/y, with core inflation at +2.0% so
hitting the BoE’s 2% target for the first time since 2018. Euro area annual CPl inflation hit +2% for the
first time since 2018 but the core increase was much lower at +0.9%.

Canada’s GDP in Q1 was weaker than expected but was still up a strong annualised +5.6%, fuelled by
a record contribution from residential investment. The Bank of Canada kept all its policy settings
unchanged and said it would maintain its bond buying at $3b/week, although the market expects a
further tapering to be announced at next month’s meeting.

On the back of vaccine optimism and US fiscal stimulus, the OECD upgraded its forecasts for global
growth to 5.8% this year and 4.4% next year from 5.6% and 4.0% respectively back in March.

The MSCI World ex-Aus Index rose +1.46% for the month of June:

Index im 3m 1yr 3yr Syr 10yr

S&P 500 Index +2.22% +8.17% +38.62% +16.49% +15.41% +12.52%
MSCI World ex-AUS +1.46% +7.33% +37.07%  +13.21% +12.93% +8.77%
S&P ASX 200 Accum. Index +2.26% +8.29% +27.80% +9.59% +11.16% +9.29%

Source: S&P, MISCI

Monthly Investment Report: June 2021 Page 13




1

IMPERIUM MARKETS

Domestic Market

The RBA’s meeting in June did not provide any new forward guidance given they had previously
flagged that it will review its unconventional policy settings in July. At the July meeting, the RBA will
decide on whether to extend their 3yr yield target from the April 2024 bond to the November 2024
bond, and whether to undertake a 3" round of QE.

The subsequent Minutes remained overwhelmingly dovish, which suggests the RBA is in no hurry to
follow the RBNZ or BOC in flagging higher rates in 2022. The RBA still notes inflation is unlikely to be
sustainably within the 2-3% band “until 2024 at the earliest”.

Q1 GDP rose by +1.8% (and +1.1% y/y) and is now 0.8% above pre-COVID levels. Overall, the data
showed that the rebound was uninterrupted by the tapering in some fiscal support in Q1 and that
brief periods of virus-related shutdowns have not stalled the recovery.

The unemployment rate fell 0.4% to 5.1% in May and is now back to pre-pandemic February 2020
levels. Headline employment rose 115.2k to a record high 13.1m. Employment gains were led by
full-time (+97.5k), with part-time also strong (+17.7k).

Credit growth slowed in April to 0.2% m/m from 0.4% m/m in March (consensus +0.4%). Growth was
again driven by housing credit (+0.5% m/m) with business credit declining (-0.3% m/m) after the
previous month’s increase.

Australian dwelling price rose +2.2% m/m in May, taking the annual change in dwelling prices to
+10.6% y/y. New housing loan approvals rose strongly in April, up +3.7% m/m with growth driven by
both owner-occupiers (+4.3% m/m) and investors (+2.1% m/m).

Australia’s AAA rating was retained by S&P, with the outlook moving from negative to stable, citing
the “strong” economic rebound, giving greater confidence in the deficit narrowing towards 3% of GDP
over the next 2-3 years.

June saw the re-emergence of low levels of local transmission of COVID-19 in Australia, first in
Melbourne, and most recently concentrated in Sydney, with both resulting in circuit-breaker
lockdowns (two weeks announced for Greater Sydney).

The Australian dollar fell -2.68%, finishing the month at US75.18 cents (from US77.25 cents the
previous month).

Credit Market

The main credit indices marginally tightened over June. The indices now trade back to their levels

experienced in late 2020:

Index June 2021 May 2021
CDX North American 5yr CDS 48bp 51bp
iTraxx Europe 5yr CDS 47bp 50bp
iTraxx Australia 5yr CDS 58bp 59bp

Source: Markit
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Benchmark Index Returns
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Index June 2021 May 2021
Bloomberg AusBond Bank Bill Index (0+YR) +0.00% +0.00%
Bloomberg AusBond Composite Bond Index (0+YR) +0.69% +0.26%
Bloomberg AusBond Credit FRN Index (0+YR) +0.08% +0.07%
Bloomberg AusBond Credit Index (0+YR) +0.33% +0.22%
Bloomberg AusBond Treasury Index (0+YR) +0.99% +0.30%
Bloomberg AusBond Inflation Gov’t Index (0+YR) +0.79% +0.90%

Source: Bloomberg

Other Key Rates
Index June 2021 May 2021
RBA Official Cash Rate 0.10% 0.10%
90 Day (3 month) BBSW Rate 0.03% 0.04%
3yr Australian Government Bonds 0.20% 0.10%
10yr Australian Government Bonds 1.49% 1.61%
US Fed Funds Rate 0.00%-0.25% 0.00%-0.25%
10yr US Treasury Bonds 1.45% 1.58%

Source: RBA, AFMA, US Department of Treasury

Monthly Investment Report: June 2021
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90 Day Bill Futures

Over June, bill futures rose across the board as rising inflationary pressures, as well as the end of the
RBA’s TFF and potential withdrawal or tapering of its QE programme later this. Overall, bill futures
continue to depict a low rate environment over the long-run, despite the steeping curve in recent
months:
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Fixed Interest Outlook

While bond yields have marched higher since the start of the calendar year, price actions have
suggested that inflation may not be as big a risk as many market participants are suggesting. Central
banks have continued to dismiss the current and expected rise of inflation as ‘transitory’, citing deep
scars from the pandemic that are at work to add to the pre-existing structural downward pressures
on inflation.

In Australia, sporadic outbreaks are likely to be controlled via short-lived restrictions until vaccination
lifts to around the 80% level. The RBA has factored in these snap lockdowns as part of their economic
projections. They have continued to reaffirm their view that official rates are unlikely to rise “until
2024 at the earliest’. They would like to see the following three economic indicators improve before

they even consider increasing interest rates:

1. The unemployment rate to drop to around 4.5% (currently it sits at 5.1% and has not been
below 4.5% since 2008);

2. “Until actual inflation is sustainably within the 2-3% target range” (it has not been within their
target band for the past 5 years); and

3. Wage growth to surpass +3% (it has not been above this level for the past 8 years).

Governor Lowe recently commented that “inflationary pressures remain subdued and are likely to
remain so”, whilst also not mentioning any scenarios that would see a hike earlier than 2024.

The domestic bond market continues to suggest a prolonged low period of interest rates. Over the
month, yields fell around 12bp at the long-end of the curve, while the 3-year part of the curve rose
around 10bp on expectations the RBA will taper QE over coming months:

Domestic Yield Curve
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RBA Deputy Governor Debelle reiterated that the RBA would be looking for actual, rather than
forecast wages growth and inflation when deliberating on monetary policy. Their current forward
guidance remains poised for a rate hike in 2024 at the earliest.

The market is currently fully pricing in a 15bp rate hike by the end of 2022:

ASX 30 Day Interbank Cash Rate Futures Implied Yield Curve
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Disclaimer

Imperium Markets provides fixed income investment advisory services and a financial market platform through which clients and fixed
income product providers may transact with each other.

The information in this document is intended solely for your use. The information and recommendations constitute judgements as of the
date of this report and do not consider your individual investment objectives and adopted policy mandate.

Imperium Markets monitors the entire fixed income investible universe and recommends the best rate available to us, regardless of whether
a product provider uses our market platform. You are responsible for deciding whether our recommendations are appropriate for your
particular investment needs, objectives and financial situation and for implementing your decisions. You may use our platform to transact
with your chosen product providers.

Imperium Markets charges a flat fee for our investment advice. Any commissions received are rebated to clients in full. If you choose a
product provider who uses our market platform, the product provider pays us 1bp p.a. funding fee of the value of the investments
transacted.
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Men's Shed

PO Box 168
Tocumwal NSW 2714

Berrigan Shire Council. Tocumwal Men's Shed

Chanter St PO Box 168

Berrigan2712 Tocumwal
28/06/2021

Dear CEO & Councillors,

The Tocumwal Men's Shed has plans and quotes to improve the shed it occupies in
conjunction with The Tocumwal Lions Club at 108 Deniliquin Street.

The shed is adjacent to the Skate Park on council land.

The shed member
members.

ip is growing and has reached a point where we don't have room for new

The improvement planned is a six meter extension to the southern end towards Deniliquin street.
The quoted cost the extension is $19,052.

We would be most thankful if council could be of financial assistance.

Yours faithfully,

Richard Varley Cﬁainnan.

Aty

30 JUN 201
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1. Introduction

Berrigan Shire Library Service is an independent rural library service supporting community
engagement through life-long learning, culture and recreation. Our Library Services are
delivered in accordance with the Library Act 1939 and as such no fee can be charged for core
library services.

Council’s Library Service operates four multi-purpose branches:

e Berrigan
e Barooga
e Finley; and
e Tocumwal

The staffing complement includes: Manager Library Services (1 EFT) and 4 part-time Library
Officers (2 EFT) and 2 Casual Officers. The branches reflect their community and with improved
communication networks, updated technology and financial support are providing all age
activities that promote life-long learning, support community engagement, and participation.

1.1.  Strategy Objectives
This strategy aims to optimise our community’s investment in library facilities:
1 By co-ordinating and delivering library services information and recreation provision
in a contemporary format to meet the needs of the current and future community.

2 Conducting a range of activities designed to meet community needs and interests.

3 Through the delivery of high quality library service underpinned by professionally
trained and supported staff.

1.2. Our Mission

A contemporary place making rural library service committed to excellence and digital
inclusion in life-long learning, culture and recreation.

1.3. Strategic Alignment

Our mission supports and contributes to the following plans and strategic frameworks

NSW State Library Strategic Plan 2019-2023; Inside Out:

e Collect, Preserve and support Access to materials that enrich people’s lives

e Partner with Public Libraries to support and improve their services for the people of
NSW

e Organisational support to strengthen the broader role of libraries within society

e Strategic Priorities are focussed on the needs of the public, where you don’t need to fit
in to belong

(NSW State Library, 2019)
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South West Zone (Riverina) 2021 — 2027 (Draft Strategic Plan)
The Vision: is to be a strong and united voice for South-West Zone Public Libraries

The Primary Focus: Identity - Advocacy - Connection

The Value: is mutual respect and trust, professionalism and integrity, transparency
and inclusiveness, creativity and imagination, participation and
considered actions.

Berrigan Shire 2027

Strategic Outcome 3: Supported and Engaged Communities

Berrigan Shire Council Delivery Program

Objective: 3.2.1 Provide opportunities for life-long learning, cultural expression

1.4. Review Methodology

The Strategy is informed by a review of the Berrigan Shire Library Services Strateqy 2014 —
2018, and updated literature review canvassing the social and economic impact of emerging
trends and issues, a workshop held with library staff, Library Service activity data and a survey

of library users.
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2. Contemporary Libraries: Policy and Practice

Council’s investment, and that of its communities, in its library service is in many respects
unique and challenges prevailing policy and practice which has seen contraction in rural areas
of library services to regional service centres. The challenges that face our Library Service are
significant and relate to funding, sector change in the delivery of library services, cost shifting
by State Government — in addition to ensuring that our Library staff have the technical support,
skills, and knowledge to access Library NSW technologies.

These are challenges that confront the delivery of public library services irrespective of size
and the population serviced. When thinking about the future of public libraries the issue of
sustainability is one that is at the forefront of international, national, state and local debate
andis informed by the experience of urban and regional libraries — with sustainability enhanced
by policies that promote the convergence of libraries, art galleries and museums (ARUP
university, 2015; VanderBerg, 2012).

There is however, limited research and information about rural libraries. Moreover, the
sustainability of rural libraries or local libraries delivered by a rural Council, in the context of
New South Wales, is not enhanced by policies or planning aimed at contracting services,
centralising collections and promoting libraries as a virtual space.

Contemporary rural libraries, similar to regional and urban libraries are more than the
repositories of the technological and cultural artefacts — sustainable rural libraries strengthen
their communities, add to its liveability, and in our globalising world connect isolated residents
in real time to cultural events, recreation and social activities.

Digital inclusion is a concept that describes the importance of individuals having access to
digital technologies and developing competency with technologies that is digital literacy (Real,
Bertot, & Jaeger, 2014, p. 8). Australian research suggests that there is increasing evidence to
suggest that a lack of access to or competency with digital technologies ‘severely limits
education, employment and economic prospects’ (Broadbent & Papadopoulos, 2013, p. 4). In
rural NSW and for the foreseeable future, either through computer terminals or WIFI, libraries
will continue to be the only source of publicly available internet access.

There are however real challenges experienced by rural libraries and these include having up-
to- date technologies and specialist IT support, staff with the skills and time, (Real, Bertot, &
Jaeger, 2014) in addition to sufficient space within which to conduct training in the use of a
library’s technologies.
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Internationally, research has given consideration to how libraries are used and the space
needed to house collections and respond to different users with five types of user activity
identified:

1. Information seeking
2. Recreation

3. Teaching and learning
4. Connection

5.

Contemplation

Experience, internationally and locally tells us that some library patrons ‘make use of all five
types of space; others use only one or two. The environmental and social needs of each activity
demand the development of separate spaces with specific characteristics—for example,
spaces for silence and spaces for reading aloud; spaces for computers and spaces for books;
spaces for meeting and for collaboration” (Peterson, 2005).

In many respects and for many what may seem to be counter-intuitive digital technologies are
not reducing the need for space in our libraries or indeed reducing the need for public libraries.
The public value of libraries in its broadest sense and that prescribed in the Library Act 1939 is
in a ‘broad sense — equivalent to the public interest or the common good’ (Grant, Tan, Ryan, &
Nesbitt, 2014).

In the context of local government service delivery and decisions about the allocation of an
ever diminishing pool of resources public value is more than delivering a common good — it is
about recognising that decisions about what is publicly valuable are not determined by market
models the ‘exercise of buying and selling goods and services’ (Grant, Tan, Ryan, & Nesbitt,
2014).

A cost benefit assessment of the public value of Council’s library service is outside the scope
of this strategy. On the other hand, what is not outside the scope is establishing the concept
of public value and the application of this model to an independent rural library service. The
economic benefit of libraries is composed of both direct and indirect benefits realised within a
community. (The Evolving Role of Libraries in Communities) Direct benefits, particularly during
COVID19 pandemic and border closures, were that marginalised and technologically
disadvantaged community members used Council’s library services to access government
websites, advice and technical help.

Examples of indirect benefits (public value of libraries) include improved literacy, digital skills
as well as career development outcomes. Research shows that of local government service
areas, libraries have some of the highest community satisfaction ratings. (Bailey, 2021, p. 6).
Continued investment by local councils is, therefore, vital to ensure libraries can leverage
technology to provide services in innovative ways, and to uphold their existing role in society
both on the ever-growing online platforms, and continue to evolve to meet the changing
landscape.
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The State Library of New South Wales
recognised with its (2009) Bookends
Scenarios the multiple use of libraries by
patrons and broadened conceptions of the
public value of libraries. This publication
noted that libraries are adept at meeting
the challenge of change and that libraries’
do this by reinventing themselves and by
doing so remain relevant to their
communities (NSW State Library, 2009, p.
3). These NSW State Library developed
Bookends Scenarios discussed in detail in
Section 4 describe four possible futures for
library services and have been used in this
review of the Council’s Library Services
Strategy to inform service planning.

A key outcome of the service planning
(Bookends) scenarios conducted with staff
(2021) is the validation given by Library
staff to the growing importance of digital
technologies; self-service portals and user
defined service. While, this is not a new
trend it is evident that a growing number
of patrons now values our libraries as a
virtual or digital hub. Furthermore, as the
data needs of patrons, and the NSW State
Library have grown so, too have the data
needs our Library Services operations and
data analytic systems. New data
management systems which offer cost-
effective cloud-based hosting and which in
addition to providing traditional integrated
library management and discovery, digital
asset management and cultural collections
solutions, now include  additional
integrated modules that provide digital
content and event management solutions.

BERRIGAN
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Trends NSW Libraries

Since 2018, the overriding trend with

NSW public libraries is growth in usage.

2018-19 figures showa:

e 26 million visits to NSW public
libraries

e 34.8 million loans

e over 3.4 million internet hours used
by the public % 6.6 million WiFi
sessions

e almost 3.1 million library members
(44% of the NSW population)

e more than 73,000 public programs
and events

e more than 1.5 million people
attended public programs

Notable among these trends is the
growth in the number of people coming
through the doors and the increase in
the lending of printed books and
programs. Events are also a high growth
service. In summary, the impact of
technology has seen more onsite
patrons, not fewer... Evidence shows
that the importance of libraries to
communities as a place and a
destination has grown.

Older people and young people are the
heaviest users of public libraries. The
ageing of the NSW population and the
rapid growth in the number of young
families is a key contributor to the
increase in public library demand.

(Public Library Statistics 2018-19, 2020,

p. 3)
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In summary, contemporary library services in New South Wales:

e Continue to meet their statutory obligation,

e Respond to challenges associated with being financially sustainable as the costs
associated with acquiring books and technology increase

e Need to maintain expertise with digital technologies

e Meet the space requirements associated with contemporary libraries; and

e Demonstrate public value.

For rural libraries run by a single local government the evidence is clear that the public good is
digital inclusion (Broadbent & Papadopoulos, 2013; Real, Bertot, & Jaeger, 2014) with the
public value an increasing community benefit per capita return on investment (Bailey, 2021, p.
6).
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3. Regional and Zone Co-operation
Berrigan Shire Library Service is a member of Public Libraries NSW (PLNSW).

Libraries in the Riverina are part of PLNSW’s South West Zone. Library services in the region
meet 4 times per-year to stay informed and work together to ensure our region’s libraries are
able to offer the best value for budgets and resources.

Currently South West Zone members are seeking to update the Library Management System
of each Library Service within the Zone from Libero to Spydus! to ensure best long-term value.

Efficiencies and budget value underpin the need for change in this area and if achieved across
the Riverina under agreement as a Zone, will improve the operational management capacities
of smaller libraries such as the Council’s Libraries services while ensuring that our Library
Service remains vibrant and responsive to the changing needs of patrons.

1 Spydus parent company Civica, provides accounting management system, Practical Plus, to Berrigan Shire Council
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4. Profile of Current Activity / Services

Council operates its library service 5 days per week and provides patrons with online access to
its catalogue and a range of library services, which include e-Books, e-Audio, eMagazines, Inter
Library Loans, reservations and loan extensions as well as extensive databases.

Compared to Councils of a similar size most with single branches or regional library structure,
that invest $65 per capita the Council with its four branches invests, at $69 per capita in its
Library Services. It also receives a population based subsidy from the State Library.

Table 1: Library Expenditure
2019-20 S
Subsidy 62,659
Council 521,000
Per Capita 69

Before Covid-19 changed the trend in 2020, our Libraries were consistent with state trends of
increased visits, more programs and activities being held and internet hours increasing. These
trends are cautiously returning as patrons tentatively learn to resume normal life, assuming
everyone follows COVID-19 protocols.

Opening hours vary between library branches and are constrained by the staffing complement
and current budget although libraries across Australia were successful in their bid for increased
funding in 2018, as noted above, this subsidy amount is currently double but will reduce
annually until 2024. Each library offers a full range of services and access to collections. All
libraries also offer free 24/7 Wi-Fi access for members. Overdue fees were abolished in July
2020

Council library facilities began transforming 22 years ago and for the most part, are fit for
purpose and fully accessible. Moreover, all libraries are centrally located, adjacent to local
playgrounds and within walking distance of shops.

Table 2: Hours Open Per Week x Library Branch
M T w Th F Sa Total Hrs Open
Barooga 7.5 7.5 2.5 17.5
Berrigan 7.5 7.5 2.5 17.5
Finley 7.5 7.5 2.5 17.5
Tocumwal 7.5 7.5 3.0 2.5 20.5
Total Hours 73
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4.1. Branches

Council’s library branches are embedded not only in the street scape of each town, the type of
activities offered, additional collections held, and opening hours are also place based which
enhance community satisfaction.

Barooga

Situated adjacent to the Bullanginya Lagoon, part of the Murray Valley National Park, the new
Barooga Library opened in March 2005, servicing Barooga and Cobram (VIC) residents and
community groups. It is also the most multicultural of our libraries connecting through Wi-Fi
access seasonal workers and backpackers to family and friends inter-state and overseas. With
the creation of the new Challenge Park adjacent to Barooga Library, local families are utilising
the library services much more.

Berrigan

Opened in July 2008, this branch reflects the character of Berrigan and history of Berrigan, as
the ‘conception’ of Federation. In addition to being the administrative heart of our Library
Service, the accessibility of its meeting room, film screenings and holiday programs are
reflected in the popularity and diversity of library programs, and the engagement of Berrigan
community in the development of this strategy.

Finley

Finley Library operates from the former and extensively renovated Murray Irrigation Limited
building on the main street and highway and is co-located with ‘Offices Spaces’. It is a library,
social and community meeting place in a town that also hosts the region’s high school and
TAFE.

Tocumwal

Tocumwal Library was the first library to be replaced in 1998 and is now our busiest —
highlighting the strength of community support for and the development trajectory of our
Library branches. As the first library to be re-developed, we have learnt from the experience
and ensured that as each new library branch was developed its facilities included an all hour’s
access meeting room. The Tocumwal branch is a vibrant community hub, attractive to locals
and visitors. Tocumwal Library building was extended in 2019 to include a meeting room, multi-
purpose and storage rooms and has become the Community Hub for Yoga, Tai Chi, Art, Film
afternoons and regular meeting groups.
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4.2. Membership

Using a life course lens the use of library services reflects the age and life stage of patrons and
consistent with state trends (Public Library Statistics 2018-19, 2020, p. 31) as our population
ages and we continue to experience steady growth with young families and children demand

for libraries will be maintained and may even increase.

The following tables provide an overview of library membership and library use. Notably 52%
of young people who live in the Shire and who are aged under 15 — 19 years are library users
as are 56% of our older residents.

Table3:  Library Membership

Membership No. % of Total Library Shire Library Members x
Membership Pop age x % Shire Pop

0 - 14 years 201 5.8 1443 14

15-19 years 237 6.9 451 52

20 - 69 years 1,562 45.6 5152 30

over 70 years 1,045 30.5 1856 56

Total Resident Membership 3,045 8,902 34%

Non Resident Members 226 6.6

Institution Members 153 4.4

Total Membership 3,424

Opening Hours per week 73

Our libraries hold a variety of items in general and age specific collections fiction and non-
fiction books including large print, audio, graphic novel format and magazines. This is in
addition to reference materials. The Library’s digital collection is growing, with growth
determined by take up of e-readers by the broader community.

Table4:  Loans and Door Count Jul 2020 - Apr 2021

Loans (Jul 2020-Apr 2021) 25325

Door Count 19163 (covid-19 restricted access)
Total Stock 47,142

Estimated Value 10,772,211.52

Digital Loans( Jul 2019- Apr 2021) % of Loans
e-book 1093 3.7
e-Audio 2495 8.4
e-Magazines 449 1.5
Total Loans 29362
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5. Informing the Strategy
5.1. Staff Workshop

A NSW Libraries Bookends Scenarios Workshop was conducted with Library Services staff.
Rather than asking library staff to select a scenario based on their view of what our world could
be like in future years. The characteristics of each scenario (appendix 1) prompted library
services staff reflection on the likely future of Council’s library services and preferred future.
The insights gained corroborate the findings of a survey of library users. Apparent from the
staff workshop was the demand placed on part time library staff to be sufficiently trained and
knowledgeable in the use of technologies, digital information and in a manner that allowed
them to be responsive to all ages. All felt strongly that Library staff should receive support to
remain up to date in terms of their professional skills and knowledge.

Library Services staff are acutely aware that the likely future is significantly different from their
preferred future. The spider’s web (Figure 1) suggests that library staff believe that library
users will want a library service that can be all things — a virtual space, catering for niche
interests in a chaotic world, while all being a physical space that is general and chaotic. Leisure
and education appear almost equally in each quadrant of this future. Not surprisingly, current
staff identified that their preference would be a library service that was predominantly well-
ordered viewed as a physical space but with ordered access and sufficient network capacity to
cater for users who use the virtual services provided. This scenario essentially describes the
current operations and model of the Library.

5.2. Scenario results

Table 5 presents the results of staff workshop investigating their view of the likely future of
library services vis-a-vis their view of a preferred future for library services.

Table 5: Staff Workshop Scenario Results
Scenario Libraries as ... Preferred Likely Future Preferred Likely  Future
Future (2021) (2021) Future (2014) (2014)
Scenario 1 ... Physical Space
28% 30% 42% 25%
General and Ordered
Scenario 2 ... Physical Space
_ 33% 23% 42% 28%
General & Chaotic
Scenario 3 ... Virtual Space
) 19% 29% 8% 27%
Niche and Ordered
Scenario 4 ... Virtual space
20% 18% 8% 20%

Niche and Chaotic
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Figure 1 Likely Future 2013 & 2021

Likely Future Libraries
2014 compared to 2021

7013 2021

Libraries as Physical Space
General and Ordered
30

Libraries as virtual space Libraries as Physical Space
Niche and Chaotic General & Chaotic

Libraries as Virtual Space
Niche and Ordered

In 2014 Library staff suggested that it was likely that the library of the future would be chaotic,
open to all and defined as a physical space with a shift toward libraries being virtual and
ordered. Compared with the likely future in 2021 — analysis suggests that library staff believe
that it is likely that these trends will continue with a strengthening of order / control requiring
niche skills and knowledge in digital technologies.

This suggests that library staff in 2021 are aware of the pace of change or believe that it is likely
that there is now more order and control possible in the digital or virtual library and that they
are more confident that they can be agents of change and respond to change in the
information, program and data needs of library patrons.

In response to the question ‘What are we doing now that needs to change or stop doing?

It is evident that library staff are attempting to run two types of library service — the traditional
library ordered and open to all while also running a library service that is digital, catering for a
niche clientele and able to master technologies and change in digital environment. The key
issue with this approach is that both models are difficult to maintain, as these are polar
opposites. Further this approach is heavily dependent on the skills, knowledge and experience
of library staff — some staff are comfortable and have the skills, knowledge and experience to
learn through trial and error and in doing so are able to assist patrons to do likewise.

BERRIGAN
SHIRE



Appendix 7.4-A

Thinking about what needs to change — staff reported that they need to look at the impact of
digital technologies, requests from patrons for assistance with digital accounts, use of personal
digital devices — smart phones, tablets, lap tops. All confirmed that consistent with the
Libraries Vision and CSP Outcomes & Delivery Program Objectives that it was their role to
‘Support community engagement through life-long learning, culture, and recreation’ -

Furthermore, it is also evident that the base funding model and training provided to staff is on
the basis that library staff run a traditional library service where it is assumed that staff assist
with traditional library technologies and that they do not necessarily provide support for the
use of personal digital devices.

Figure 2 Preferred Future 2013 to 2021

Preferred Future Libraries
2013 compared to 2021

Libraries as Physical Space
General and Ordered

Libraries as virtual space Libraries as Physical Space
Niche and Chaotic General & Chaotic
013 2021

Libraries as Virtual Space
Niche and Ordered

Analysis

Based on the above scenarios — the preferred future of library staff is similar to that described
by staff in 2013. It is also a direct contrast to the likely future described by staff in 2013 and
2021. There is greater awareness of the transition of libraries away from the traditional notion
of library as a physical space with staff expressing their openness to finding a sustainable
balance for library patrons. A balance between those who use their library for group / chaotic
type activities, and the traditional library patron and the new patron who uses their library for
its technology: digital natives and who expect that the library can assist them access digital
information and in doing so answer any guestions they may have.
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In response to the question Thinking about our preferred future are there any surprises? and
What are we doing now that contributes to this future?

Staff commented that their responses to preferred futures presented no surprises. All
confirmed that library programming and having the physical space for programs/groups
continues to be very important. Further most staff felt that library patrons accept the chaos
that can accompany programs. It is the assistance library staff provide to older residents with
their devices and who need to access online services, an activity that is resource intensive
(niche — service) that is driving the trend toward Libraries from a physical space to a virtual

space.
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5.3. What skills, knowledge and training is needed to be a successful library service

Table 6 provides an overview of the response of library staff to questions about what they
thought were important skills, knowledge and the training they needed or would like in the

four years.

Table 6 Skills, Knowledge and Training

Skills
Interpersonal skills

e Empathy
o life-long learning

e Optimistic—can do

Library skills

Books — processing
o Age
appropriateness
e Readers advisory
e Curation
Circulation
e Library standards
e Use of data

bases/references
Cataloguing
e Retrieval and
Storage
e Principles
Multi-cultural

e English as 2™
language
Community Information
e Collect
e Manage

e Maintain Directory

e |ocal Studies,
Preservation

Knowledge/Experience
Knowledge of local community
Patron needs / interests

Mental health

MyGov

Victorian and NSW Service Portals
My Health Record

New books/authors

Experience in and knowledge of
library skills as listed

Training

Dementia

Bullying

NapCan

Mental Health First Aid
First Nations Cultural
Awareness

Use of Government and
other agency platforms
Social media

Use of Libero

Use of Libero - Crystal
Reporting for service
improvement

Use of State Library Data
bases — currently under
utilised

Readers Advisory Services
Cataloguing

What resources human, physical and financial are needed and where should these come from?
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Additional resources — training related with financial implications associated with training.

Other options to be explored include — library staff recording impact of requests for assistance
with digital technologies — it may be an option to suggest that funded agencies (Intereach)
Finley Hub — outreach to libraries and provide this support.

Library is still four separate branches — no budget allocated for transport of books, mail,
program items or staff between library branches. This cost is not being captured accurately.
Staff deliver books in their own time, or attend meetings with most also choosing to not claim
km or full amount of km to which they are entitled.

How will and has COVID19 impact on people’s willingness to participate in group or library
programs?

e Limited impact (Berrigan)

e Some people are wary of strangers

e Some patrons are still at home — not willing to come to the library

e Confidence is key — related to visible cleaning of books, tables, sign in register, hand
sanitizer to continuing to offer programs
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6. Survey Results

Library users and the broader community were invited to participate in a survey (Appendix 2)
about Council’s Library Services. Conducted over an eight week period March 2021 to May
2021 respondents completed an on-line survey or were able to request and complete at their
library a paper-based copy of the survey. Atotal of 83 surveys

were completed.

Where
Briefly the results of this survey suggest that:
Y ySuse respondents
e 32% of respondents use the Library or its services live
including online at least two to three times every
month Barooga 22%

e 83 % of respondents use the library service or its

Berrigan 11%

services in the past 6 months
e 79% of respondents identified that their local branch

is the main branch of the library service leey 29%
o 4% of respondents report visiting another branch Tocumwal 26%
e Less than 1% of respondents suggested that they did

not need to visit the library and would use only its Other 10%

online services

In many respects the survey results reflect the preferred

future and the current configuration of our Library Services. That 58% of respondents
identified their local branch as being the main branch of the Library suggests the place-based
nature of the service and user’s identification with their local branch.

Comments from survey respondents included requests for extension of operating hours,
observations about the difficulties experienced if groups are running, or staff were assisting
patrons with their devices. On the other hand, the comments from respondents were for the
most part positive toward the service and the staff and are captured in Figure 3 a word cloud
giving prominence to words that appeared frequently in respondents’ comments.
Thematically, the messages suggest that survey users positively and strongly value

e The Staff

e The library

e The space/sense of community its provides
e Library activities / resources; and

e Their town
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Figure 3: Survey Comments
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7. Summary Analysis/ Recommendation

For the years to be covered by this Strategy it is apparent that no major changes are being
envisaged or requested by service users in the delivery of the Shire’s Library Services — other
than additional print books and e-Audio/eBooks. Furthermore, the public value of the service,
is its branch model, and its role in bridging for all age groups the digital divide. Analysis
reinforced by survey results (Appendix 2).

Council’s library branches play a significant place making role and despite Library staff efforts
to promote the service as a service — library users identify with their branch. In the context of
this community and given the distances between our towns, the absence of any form of public
transport between our towns, this is not surprising.

Thinking about the future and the unlikelihood of rapid growth or change in our communities
it is not surprising that survey results, and the preferred future of our Library Service is one
that views libraries as being an ordered general physical and virtual space.

BERRIGAN
SHIRE



Appendix 7.4-A

8. Strategy Framework

Over the next four years Council’s Library Services will be guided by the following strategic
outcomes

1: Inclusive Rural Library Service.

The Library Service will co-ordinate the delivery of library services information and recreation
provision and aims to do so in a format that is relevant to and meets the needs and wants of
rural library users and the broader community.

As a rural, stand-alone library service, it will continue to offer traditional collections while
increasing access to digital content and improve the digital literacy of the broader community.

2: Responsive Community Hub.

The Library has a strong role to play in supporting the wellbeing community agenda,
particularly in terms of, stimulation, bringing older people together, reducing isolation and
improving socialisation. It is well placed to support creative activities, innovation and access to
cultural opportunities for community members.

3: Library Operations and People Management.

To ensure that the size and mix of library staff support a range of services and programs which
meet the needs of the community, all staff to be trained in Library Studies or be undertaking
library training via TAFE or university. Suitably qualified staff will be able to support the needs
of an inclusive contemporary rural library service by offering technical advice and be able to
implement changes and improvements where necessary for their particular community.
Staffing levels to be sufficient to deliver the services set out in the Library Act and other services
appropriate for the library community needs.

4. The Digital Library

The Digital Age is carrying people forward at a rapid pace, to a degree that seniors cannot keep
up. Public libraries are the quintessence of a centralised location where traditional resources
and user-focused services combine with emerging technology, having the power to unite. Local
government is well positioned to support operational cost that comes with introducing new
programs, specialist activities and maintenance by offering digital training.
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Berrigan Shire 2027: Supported and engaged communities
Library Services Strategic Action Plan 4 yrs

Berrigan Shire 2025 Strategic Objective: Support Community engagement through life-long learning, culture and recreation

Delivery Program Objective: Provide Opportunities for life-long learning, cultural expression and recreation

Operational Plan Action: Coordinate and deliver local library services in accordance with Library Services Strategic Plan 2021-2025

Strategy Decision Making Framework

Council investment (human, physical and financial) in volunteer management of Council assets or service delivery using Council assets will:

e Be strategic;
e Be financially sustainable;

e Be evidence based;

e Support risk management; and facilitate

e Lifecycle asset planning and management.

Library Services Strategic Outcome: 1.0 Inclusive rural library

Library Services Strategic Activity: 1.1 Collections

library’s collections

library facilities and
services

Satisfaction Survey

Op.Plan What will we do about it? What will be the How will it be Time Who will
Ref. (Actions) result? measured? Frame coordinate it?
1.1. 11 | Improve marketing and promotion of each Increased use of Community 1-2 years Library Team
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Op.Plan What will we do about it? What will be the How will it be Time Who will
Ref. (Actions) result? measured? Frame coordinate it?
11. | Seek feedback from patrons on curation of Collections meet Quarterly Report Ongoing Library Team
collections patrons needs and
interests
L1. | Facilitate inter-library loans Collections meet Ongoing Library Team

patrons needs and
interests

BERRIGAN
SHIRE




Appendix 7.4-A

Berrigan Shire 20237: Supported and engaged communities
Library Services Strategic Action Plan 4 yrs

Berrigan Shire 2025 Strategic Objective: Support Community engagement through life-long learning, culture and recreation

Delivery Program Objective: Provide Opportunities for life-long learning, cultural expression and recreation

Operational Plan Action: Coordinate and deliver local library services in accordance with Library Services Strategic Plan 2021-2025

Strategy Decision Making Framework

Council investment (human, physical and financial) in volunteer management of Council assets or service delivery using Council assets will:
e Be strategic;
e Be financially sustainable;
e Be evidence based;
e Support risk management; and facilitate
e Lifecycle asset planning and management.

Library Services Strategic Outcome: 2.0 Place-Based delivery of Library Services

Library Services Strategic Activity: 2.1 Library Events and Programs

Op.Plan Ref. What will we do about it? What will be the How will it be Time Who will coordinate it?
(Actions) result? measured? Frame

2.2.1 2.11 Develop an annual program of Library Engaged and informed | Quarterly Report Ongoing Library Manager
Events: Literary Workshops, Travelling communities Library Team

Exhibitions and School Holiday Activities

2.1.2 Negotiate and organise missing copies of | Better history Increased users 1-2 year Library Manager

Berrigan Advocate to be microfilmed and | collection
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Op.Plan Ref. What will we do about it? What will be the How will it be Time Who will coordinate it?

(Actions) result? measured? Frame
digitised. Ultimately to be uploaded to
Trove.

2.13 Investigate and trial alternate opening Opening hours Alternate opening hours | 1-2 years | Library Manager/ DCS
hours matched to trialled

community interest
2.1.4 Partner with community groups and local | Local history is Website activity Ongoing Library Team

museums in the digitalisation of local
history

preserved

No: of collections
digitalised
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Library Services Strategic Outcome: 2.0 Responsive community hub

Library Services Strategic Activity: 2.2 Opportunities for Seniors

Op.Plan Ref. What will we do about it? What will be the result? How will it be Time Frame | Who will coordinate it?
(Actions) measured?
2.2.2 2.2.1) Increase opportunities for Active and engaged older | Annual Survey of Annual Library Manager
participation by Seniors in Library residents Library Users
programs
2.2.2 Develop, in consultation with library Annual Library Manager
branch users, an annual branch
program of cultural, creative and
recreational programs for Seniors
2.2.3| Foster community involvement and Improved rates of Annual Survey of Annual Library Manager /

volunteerism through celebration and
recognition of volunteer effort/stories

volunteerism in local
community

Participation in
volunteer activities’

Director Corporate
Services
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Berrigan Shire 2027: Supported and engaged communities
Library Services Strategic Action Plan 4 yrs

Berrigan Shire 2023 Strategic Objective: Support Community engagement through life-long learning, culture and recreation

Delivery Program Objective: Provide Opportunities for life-long learning, cultural expression and recreation

Operational Plan Action: Coordinate and deliver local library services in accordance with Library Services Strategic Plan 2021- 2025

Strategy Decision Making Framework

Council investment (human, physical and financial) in volunteer management of Council assets or service delivery using Council assets will:
e Be strategic;
e Be financially sustainable;
e Be evidence based;
e Support risk management; and facilitate
e Lifecycle asset planning and management.

Library Services Strategic Outcome: 3.0 Library Operations and People Management

Library Services Strategic Activity: 3.1 Professional Development and Training

Op.Plan What will we do about it? What will be the result? How will it be measured? Time Frame | Who will coordinate

Ref. (Actions) it?

3.1.1 3.1.1 | All staff are trained in relevant library Professional and BSC Staff Performance and | Ongoing Library Manager
procedures and technologies educated staff Annual Review

3.1.2 | Staff to participate in professional
development ie;— guest speakers, conferences,
webinars, where possible include interested

professionals from the broader community
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Library Services Strategic Outcome: 3.0 Library Operations and People Management

Library Services Strategic Activity: 3.1 Professional Development and Training

3.1.3 | Review in partnership with SW Zone the
Libraries current management and operating
system - Libero

Cost benefit analysis of
change

Business Case is developed | 18 months

recommending retention
or a new system

Library Manager

Library Services Strategic Outcome: 3.0 People management

Library Services Strategic Activity: 3.2 Communication, supervision and support between branches

Op.Plan What will we do about it? What will be the result? How will it be measured? Time Frame | Who will
Ref. (Actions) coordinate
it?
3.2.1. 3.21 | 4 days per week Courier service will operate | Cost Effective use of Courier deliveries Ongoing Library
between branches Library Collections and Kms travelled per quarter Manager
patron satisfaction
3.22 | Active management and onsite supervision of | Face to face supervision Funds and transport resources Ongoing Library
branch personnel and support for Library allocated for this action Manager

personnel

Kms claimed per quarter
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Library Services Strategic Activity: 3.3 Strategic regional partnerships

Op.Plan What will we do about it? What will be the result? How will it be measured? Time Frame | Who will coordinate
Ref. (Actions) it?
3.3.1 3.3.1 | Identify funding, grant and sponsorship Collaboration and No. of projects developed | Ongoing Library Manager
opportunities for collaboration between like resource sharing
associations
3.3.2 | Actively support established working groups Enhanced knowledge, Staff survey Ongoing Library
set up to address professional issues skills and expertise of No. and % staff attending Manager/Team
staff working groups
3.3.3 | Identify cost benefits across the Zone to work | Collaboration and Cost savings 2022/23 Library
effectively together to implement changes ; ie | resource sharing Manager/Team

Library Management Systemes.
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Berrigan Shire 2027: Supported and engaged communities

Library Services Strategic Action Plan 4-yrs

Berrigan Shire 2025 Strategic Objective: Support Community engagement through life-long learning, culture and recreation

Delivery Program Obijective: Provide Opportunities for life-long learning, cultural expression and recreation

Operational Plan Action: Coordinate and deliver local library services in accordance with Library Services Strategic Plan 2021-2025

Strategy Decision Making Framework

Council investment (human, physical and financial) in volunteer management of Council assets or service delivery using Council assets will:

e Be strategic;
e Be financially sustainable;

e Be evidence based;

e Support risk management; and facilitate

e Lifecycle asset planning and management.

Library Services Strategic Outcome: 4.0 The Digital Library

Library Services Strategic Activity: 4.1 Online Promotion

Op.Plan Ref. What will we do about it? What will be the result? How will it be Time Who will coordinate it?
(Actions) measured? Frame
41.1. 411 | Improve marketing and promotion of the Increased use of library Community 1-2 years Library Team

services offered

facilities and services

Satisfaction Survey
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Op.Plan Ref. What will we do about it? What will be the result? How will it be Time Who will coordinate it?
(Actions) measured? Frame
412 | Actively use social media, email, SMS and Better informed patrons | Quarterly Report of | Ongoing Library Team

quarterly newsletter to communicate
library events and service improvements

social media activity
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Berrigan Shire 2027: Supported and engaged communities
Library Services Strategic Action Plan 4 yrs

Library Services Strategic Outcome: 4.0 The Digital Library

Library Services Strategic Activity: 4.2 The Digital Services

Op.Plan Ref. What will we do about it? What will be the How will it be Time Who will coordinate it?
(Actions) result? measured? Frame
421 4.2.1. | Provide at each branch access to digital data Improved digital Survey of Library 1-2 years
bases, online tutoring in communal study literacy learning, Users Library Team
areas health and wellbeing
outcomes
4.2.2 | Use digital technology to improve health Improved access to Better community 1-2 years
literacy of library users health data bases and | health and Library Team
health literacy library | education
users
423

Market and promote health promotion data
bases

Improved access to
health data bases and
health literacy library
users

Better community 1-2 years | Library Team
health and
education
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Berrigan Shire 2027: Supported and engaged communities
Library Services Strategic Action Plan 4 yrs

Library Services Strategic Outcome: 4.0 The Digital Library

Library Services Strategic Activity: 4.3 Provide digital training

Op.Plan What will we do about it? What will be the How will it be Time Who will coordinate it?
Ref. (Actions) result? measured? Frame
43.1 43.1. | Investigate options for staff and other agencies to | Digital inclusion for all | Staff hours and 18 Library Manager

provide/ assist patrons re; use of devices and residents financial resources | months

website access such as mygov ;myhealth; are allocated to this

ServiceNSW; etc action

4.3.2 | Support patrons through programs and training to | Better educated No. of people Ongoing Library Team
increase their digital literacy seniors in technology | trained

and digital access
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Form: Q7L , ' LEASE Leave this space clear. Affix additional

Release: 47 New South Wales pages to the top left-hand comer.

Real Property Act 1900

PRIVACY NOTE: Section 31B of the Real Property Act 1900 (RP Act) authorises the Registrar General to collect the information
required by this form for the establishment and maintenance of the Real Property Act Register. Section 96B RP Act requires that
the Register is made available to any person for search upon payment of a fee, if any.

STAMP DUTY Insert Duties Assessment No. as issued by Revenue NSW Office.
Duties Assessment No. ‘

TORRENS TITLE [Dromertv lonced e |

Property leased
Folio Identifier 18/1077717

LODGED BY Document | Name, Address or DX, Telephone, and Customer Account Number if any. CODE
Collection
Box

Email:
Reference:

LESSOR

BERRIGAN SHIRE COUNCIL

The lessor leases to the lessee the property referred to above.

Encumbrances (if applicable): i
LESSEE ‘

K. & §. FREIGHTERS PTY LTD ACN 007 544 399
TENANCY:
1. TERM Five (5) years o
2. COMMENCINGDATE 31 January 2021
3. TERMINATINGDATE 30 January 2026 o
4. With an OPTION TO RENEW for a period of Five (5)years
setoutinclanse 3 of Annexure A , 7
5. Withan OPTION TO PURCHASE set out in clause N.A. ~ of N.a.
6. Together with and reserving the RIGHTS set out in clause 8 ~ of Annexure A
7. Incorporates the provisions or additional material set out in ANNEXURE(S) A hereto.
8. Incorporates the provisions setoutin i p .
No.N.A. -

9. TheRENTissetoutin clause No. 4 of Annexure A
‘ALL HANDWRITING MUST BE IN BLOCK CAPITALS. 2005
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DATE

Certified correct for the purposes of the Real Property Act 1900
by the company named below the common seal of which was
affixed pursuant to the authority specified and in the presence
of the authorised person(s) whose signature(s) appear(s) below.

Company: BERRIGAN SHIRE COUNCIL ABN 53 900 B33 1oz

Authority: Regulation 400 of the Local Government (General) Regulat ion 2005
Signature of authorised person: Signature of authorised person:

Name of authorised person: =~~~ - Nameofauthorised person:
Office held: Mayor , B Office held: General Manager

Certified correct for the purposes of the Real Property Act 1900
and executed on behalf of the company named below by the
authorised person(s) whose signature(s) appear(s) below
pursuant to the authority specified.

Company: K. & 5. FREIGHTERS PTY LTD ACN 007 544 390

Authority: Sect ion 127 of the Corporatlons Act 2001 _

Signature of authorised person: Signature of authorised person:

Name of authorised person: o Name of authorised person:

Office held: Director T T Office held: Director
STATUTORY DECLARATION*

I

solemnly and sincerely declare that—
1. The time for the exercise of option to ' _ inexpired lease No. o - has ended; and
2. The lessee under that lease has not exercised the option.

I make this solemn declaration conscientiously believing the same to be true and by virtue of the provisions of the Oaths Act 1900.

Made and subscribed at ) , inthe State of New South Wales on

in the presence of . _ of L ' R L L,
[ Justice of the Peace (J.P. Number: S } [ Practising Solicitor

O Other qualified witness [specify] N o,

# who certifies the following matters concerning the makmg of ﬂ‘llS statutory decIaratlon by the person who made it:

‘1. 1 saw the face of the person OR 1 did not see the face of the person because the person was wearing a face covering, but I am
satisfied that the person had a special justification for not removing the covering; and '

2. 1 have known the person for at least 12 months OR I have confirmed the person’s identity using an identification document and

the document I relied on was a - [Omit ID Neo.]

Signature of witness: o R ' Signature of applicant:

- *  As the services of a qualified witness cannot be provided at lodgment, the declaration should be signed and witnessed prior to

lodgment. # If made outside NSW, cross out the witness certification. If made in NSW, cross out the text which does not apply.

¥*% 117 RP Act requires that you must have known the signatory for move than 12 months or have sighted identifying documentation.
ALL HANDWRITING MUST BE IN BLOCK CAPITALS Page2of 28 2005
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Annexure "A" to LEASE
Parties:

BERRIGAN SHIRE COUNCIL ABN 53 700 833 102 (Lessor) and
K. & S, FREIGHTERS PTY LTD ACN 007 544 390 / ABN 47 007 544 390 (Lessee)

Dated:
SCHEDULE
ltem 1 Property
Folio ldentifier 18/1077717
item 2 ) Lessor
BERRIGAN SHIRE COUNCIL ABN 53 900 833 102
ltlem 3 Lessee
| K. & S. FREIGHTERS PTY LTD ACN 007 544 390 / ABN 67 007 544 390
item 4 Guarantor |
Not applicable
ltem 5 Term
(a) Five (5) years
(b) Commencing Date: 31 January 2021
{c) Terminating Date: 30 January 2026
ltem 4 Oplion Term
(a) Option Term: Five (5) years
()] Commencing Date: 31 January 2026
(c) Terminating Date: 30 January 2031
Rent
Iteﬁ 7 $600.00 (plus of GST) per year payable annually in advance on each Rent Day
Lessor ‘ Lessee

Page 3 of 28
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ltem 8 Permilted Use

Aviation refuelling facility and otherwise for aviation and/or airport operations of
the Lessee as consented to in writing from time to time by the Lessor.

ltem ¢ ‘ Public liability insurance

$20,000,000.00

Lessor : Lessee
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1. DEFINITIONS AND INTERPRETATION

1.1

Definitions
In this Lease unless the contrary intention appears:

Airport means the land and property known as the Tocumwal Airport, Burma Road,
Tocumwal which operates on and from the Airport Land.

Airport Land means and includes:

(a) the Main Airport Lot;
)] the Property; and

(©) any additional land which the Lessor owns, controls or uses in connection with the
land described in paragraphs (a) and (b).

Authority includes any government, semi or local government, statutory or other authority or
body.

Business Day means a day on which banks are 6pen for general banking business in Albury,
New South Wales.,

Commencing Date means the date specified in Item 5(b).

CPl means the Sydney Consumer Price Index (All Groups) or any similar index which
replaces it.

Government Agency means:

(a) a government or govérnment department or other body;

b a governmental, semi-governmental or judicial person; or

(c) a person {whether autonomous or not) who is charged with the adminisiration of a
law.

GST means a tax, levy, duty, charge, or deduction, together with any related additional tax,
interest, penalty, fine or other charge, imposed by or under a GST Law.

GST Law means the same as in the 4 New Tax System (Goods & Services Tax) Act 1999 and
any related or associated legislation,

GST Rate means the rate of GST under the GST Law.

Guarantor means the party, if any, named in Item 4 and any other party who gives any
guarantee, indemnity or other security to the Lessor in relation to this Lease.

Invoice means a tax invoice under the GST Law.,

Law includes the common law, any statute of any parliament, any ordinance, regulation, rule,
by-law or order made under any statute and the Requirements in force from time to time.

berr-sc_210120_002.doc
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Lessee
Lease means this lease and any equitable lease or common law tenancy evidenced by this
lease.
Lessee means the party named in Item 3.

Lessee’s Agents means every agent, employee, licensee, contractor and invitee of the Lessee.

Lessee's Property means all of:

() the Lessee’s buildings erected on the Property (if any); and
(b) the Lessee’s fixtures, fittings, signs, equipment and goods in the Lessee’s buildings
and/or the Property.

Lessor means the party named in Item 2.
Lessor's Agents means every agent, employee, licensee and contractor of the Lessor.
LPI means the Land & Property Information (NSW).

Main Airport Lot means the land comprised in Certificate of Title Folio Identifier 36/1190777
(or any replacement title).

Optlion Exercise Period means the period beginning 6 months before and ending 3 months
before the Commencing Date for the relevant Option Term.

Opfion Term means the period specified in Item 6, if any.

Permitied Use means the use specified in Item 8.

Principal Contractor has the same meaning as in the Work Health and Safety Legislation.
Property means the property described in Item 1. |

Rent means the annual rent specified in Item 7.

Rent Day means the Commencing Date and each anniversary of the Commencing Date.
Requirement includes any requirement, notice, order, directioﬁ, recommendation, stipulation
or similar notification received from or given by an Authority or under any Law, whether in
writing or otherwise and regardless of to whom it is addressed or directed.

Schedule means the schedule in this Lease.

Supply and Supplied means the same as in the GST Law.

Tax means a tax, levy, duty, charge, deduction or withholding, however it is described, that is
imposed by a Government Agency, together with any related interest, penalty, fine or other
charge other than one that is imposed on net income.

Term means the term of this Lease specified in Item 5(a) beginning on the Commencing Date."
Terminating Date means the date specified in Item 5(c).

Work Heaith and Sofety Legislation means the laws relating to work health and safety that

apply to the Property and the use of it and includes the Work Health & Safety Acr 2011
(NSW) and the Work Health & Safety Regulation 2011 (NSW).
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Interpretation

In this Lease, headings and underlining are for convenience only and do not affect
interpretation, and unless the context otherwise requires:

@
(®)

(©

(d)
()

(M

(&

(h)

(@

@
(k)

words importing the singular include the plural and vice versa;

a covenant or agreement on the part of 2 or more persons binds them jointly and
severally;

a reference to an individual or person includes a corporation, partnership, joint
venture, association, authority, trust, state or government and vice versa;

a reference to any gender includes all genders;

a reference to a recital, clause, schedule, annexure or exhibit is to a recital, clause,
schedule annexure or exhibit of or to this Lease;

a recital, schedule, annexure, exhibit or a description of the parties forms part of this
Lease;

a reference to any agreement or document is to that agreement or document (and,
where applicable, any of its provisions) as amended, novated, supplemented or
replaced from time to time;

a reference to any party to this Lease or any other document or arrangement includes
that party’s executors, administrators, substitutes, successors and permitted assigns;

where an expression is defined, another part of speech or grammatical form of that
expression has a corresponding meaning;

a reference to a month is to a calendar month;

a reference to an Item is to the relevant Item in the Schedule.

Business Day

If the day on or by which any thing is to be done under this Lease is not a Business Day, that
thing must be done:

(2)

(b)

if it involves a péyment other than a payment which is due on demand, on the
preceding Business Day; and

in all other cases, no later than the next Business Day.

Term of Lease

The Lessor leases the Property to the Lessee for the Term.

Holding over

After the expiry of the Term, when the Lessee remains in occupation of the Property with the
consent of the Lessor this Lease continues as a quarterly tenancy: '

(@

commencing on the day immediately following the last day of the Term;
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(b) the rent being payable quarterly in advance, compnsmg the rent payable
immediately before the end of the Lease;
(c) on the terms contained in this Lease, except those terms which are inapplicable to a
quarterly tenancy;
(d) the tenancy being terminable by either party on 3 month's written notice expiring at
any time.
3. OPTION TO RENEW
3.1 Grant of new Lease
If an Option term is specified in Item 6(a) the Lessor must grant to the Lessee, at the Lessee’s
cost, a new lease of the Property for that Option Term if:
(a) the Lessee gives the Lessor written notice during the Option Exercise Period that the
Lessee wants a lease of the Property for the Option Term; and
{b) the Lessee is not in default under this Lease on the date of the notice or on the
Terminating Date.
3.2 Terms of new lease
The new lease contains the same terms and conditions as this Lease except that:
(a) the Term, Commencing Date and Terminating Date specified in Items 6(a), (b) and
(¢) replace those in Item 5;
(b) any necessary changes are made to the term details on the cover page;
(c) the new lease includes any variations made to this Lease during the Term;
(d) this clause 3.2 is deleted.
4. RENT
4.1 Payment of Rent
The Lessee must pay the Rent fo the Lessor by annual instalments in advance on each Rent
Day. The Lessee must pay the first instalment on the Commencing Date and must pay each
instalment to the Lessor or as otherwise directed by the Lessor.
4.2 Rates
(a) In this clause, Rates means all rates, charges and impositions payable in respect of
the Property including:
i municipal, local and other rates and charges payable to an Authority; and
(if) rates and charges for the supply, reticulation or discharge of water,
sewerage and drainage.
(b) The Lessor is responsible for the payment of all Rates.
(©) The Lessor will provide twenty (20) millimetre water supply to the Property

berr-sc_210120_002.doc

boundary and pay all costs associated. The Lessee will pay initial internal
connections and the ongoing costs.
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(d) The Lessor will provide electricity to the Property boundary from the Lessors supply
to the Airport Terminal building and will pay all costs of internal connection and
provision of metering.

(e) The Lessee must pay all other outgoings associated with the conduct of its business
on the Property.

Application of clause

This clause applies if, during the Term, the Lessor is or may become required to include GST
in relation to any Supply under this Lease in a GST Return (a “Taxable Supply™).

GST payable in addition to any other money payable under this Lease

(a) In addition to any money payable by the Lessee to the Lessor under this Lease (the
“GST Exclusive Consideration”), the Lessee must pay GST on the Taxable Supply
to the Lessor of an amount equal to the GST Exclusive Consideration multiplied by
the GST Rate.

{b) GST shall be payable by the Lessee, without deduction or set-off of any other
amount at the same time as the GST Exclusive Consideration under this Lease is
payable. In all other respects GST shall be payable by the Lessee to the Lessor on
the same basis as the GST Exclusive Consideration is payable by the Lessee under
this Lease.

Invoice

The Lessor shall issue an Invoice or Invoices to the Lessee for the amount of GST referable to
the Taxable Supply.

Failure to pay GST

(a) If the Lessee does not pay the GST to the Lessor as set out in clause 5.2 then,
without prejudice to any other remedies of the Lessor, the Lessee will pay to the
Lessor upon demand an amount equal to the amount of any damages or interest or
additional GST that may become payable by the Lessor as a result of the Lessee’s
failure to pay the GST.

b As between the Lessor and the Lessee, the Lessor shall not be obliged to pay any
GST on or to take any other steps to minimise the liability in respect of GST until
the corresponding payment is received from the Lessee.

Adjustments

If the Lessor determines on reasonable grounds that the amount of GST included in its GST
Return referable to any Taxable Supply under this Lease differs for any reason from the
amount of GST payable by the Lessee under this clause, the amount of GST paid or payable
by the Lessee shall be adjusted accordingly.

é. USE OF PROPERTY

6.1

berr-se_210120_002.doc

Permitted Use

(a) The Lessee must use the Property only for the Permitted Use.
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Notwithstanding anything else contained in this Lease the parties agree that the
business operations of the Lessee on the Property must be compatible with the
aviation industry. '

The Lessor may allow any other occupant in the Airport to conduct a similar
business to that conducted by the Lessee under this Lease. |

The Lessor does not warrant that the Property is suitable for the Permitted Use.

Lessee's obligations

The Lessee must at its cost:

(@)

(b)
(c)

(d)
(e)

®

(&)

(h)

@

@

conduct its business on the Property professionally, competently and in a
businesslike way;

keep the Property free of vermin and pests and keep the Property clean;

maintain any licence, permit, consent or registration required to carry on its business
in the Property;

repair any damage to the Airport caused by the Lessee or the Lessee’s Agents;
store in the Property only goods that:

6 it offers for resale.in the Property; or

(ii) it requires to provide services to customers,

and must store the goods only in areas intended for storage;

comply with all Laws and Requirements relating to:

(i) the Property;
(ii) the Lessee’s occupation of the Property; and
(iii) the conduct of the Lessee’s business in the Property;

keep the Property securely locked when they are unoccupied,;

remove all refuse from the Property to ensure that it is not visible from outside the
Property and comply with the Lessor’s directions regarding refuse disposal;

promptly pay all accounts for services provided separately to the Property; and

comply with the Lessor’s directions and the Law regarding security, safety,
emergencies and fire drills.

Prohibitions on Lessee

The Lessee must not:

(@

carry out any works to the Property without the Lessor’s prior written consent but if
the Lessee does carry out any such works the Lessee must comply with:

(i any requirements of the Lessor regarding the works; and
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4
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(ii) all legislation and the requirements of any Authority in relation to the
works. ‘

do anything which does or could annoy or offend anyone in or around the Airport,
or which is or could be dangerous;

bring into, store or use in the Property any inflammable, dangerous or explosive
substances such as acetylene, industrial “alcohol, burning fluids, and chemicals,
including in heating or lighting the Property, wnless the sale or use of such
substances constitutes proper conduct of the Lessee’s business for the Permitted Use
of the Property and the particular substances are stored and used only whilst taking
all necessary safety precautions and in compliance with all security, fire and safety
regulations relating to such substance; ~

without the Lessor’s prior written consent, affix to any part of the Property any
telecommunication, radio or television antenna, mast or satellite dish;

alter or install any services provided to the Property or the Airport, or overload any
service;

display any sign on any external surface of the Property without the prior consent in
writing of the Lessor; or

do anything which could affect the Lessor’s interest in the Airport.

Lessee's obligation not to contaminate Land

The Lessee covenants that, during the continuance of this Lease, the Lessee will:

(@)

(b)

(©)

(d)

not use or permit to be used or stored at the Property any radioactive, toxic or
hazardous chemicals, wastes or substances, except in concentrations and quantities
permitted by the relevant statutory Authorities or Government Agencies and in
accordance with any licences, permits or authorisations required by law and in
accordance with the conditions imposed by such Authorities or Government
Agencies or under their permission; :

comply with the demands, notices and requirements of the regulatory Authorities or
Government Agencies in respect of contamination of the Property caused by the
Lessee or by occupiers of the Property, including notices to remediate the Property;

notify the Lessor within 5 Business Days after receiving any demand or notice from
a regulatory Authority or Government Agency in respect of contamination of the
Property; and

indemnify the Lessor against any liability, loss, damage, expense or claim which the
Lessor may incur as a consequence of the breach by the Lessee of any obligation
under this paragraph, including fines, legal costs, consultants’ fees and remediation
costs, but for the avoidance of doubt excluding always any fines, costs, fees or
expenses relating to any. contamination that pre-dates the Lessee’s occupation of the

Property..

Security Obligations

The Lessee and the Lessee’s agents must:

(@)

comply with the Law including, but not limited to:

(i) Civil Aviation Act 1988,
Page 11 of 28
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(ii) Air Navigation Act 1920,
(i) Air Navigation Regulations 1947;
(iv) Air Navigation (Checked Baggage) Regulations 2000,

(b) comply with any Requirements and other Airport security and safety requirements
and all directives issued by the Lessor and the Lessor’s security personnel; and

(¢)  ensure adequate security in accordance with the Lessor’s requirements.
Reporting Obligations

The Lessee and the Lessee’s agents must report to the Lessor:

(a) any breach of Airport security or safety requirements;
(b) any items left unattended at the Airport; and
(© any suspicious activity at the Airport.

Work Health and Safety

(a) Statutory Requirements
§)] The Lessee will comply with all Work Health and Safety Legislation in
" relation to the Property.
(i) The Lessee must not:
A. breach any Work Health and Safety Legislation; or
ﬁ. do or allow to be done, or omit or allow to be omitted anything

which may result in the Lessor being in breach of any Work
Health and Safety Legislation,

in connection with the Property.

(iii) The Lessee indemnifies (and will continue to indemnify) the Lessor in
relation to any failure by the Lessee to comply with the Lessee’s
obligations under this clause 6.7(a), but excluding always to the extent
caused by the negligence or wilful default of the Lessor.

(b) Principal Contractor and Work Health and Safety LeQisIaﬁon

()] If any work is to be carried out 'on the Property by the Lessee during the -
Term, including any holding over period, which requires the appointment
of a Principal Contractor under the Work Health and Safety Legislation,
the Lessor appoints the Lessee as the Principal Contractor in respect of
those works and the Lessee accepts that appointment.

(ii) The Lessee may propose that another Person is appointed as Principal
Contractor for specific works in place of the Lessee, subject to the Lessee
first obtaining the Lessor’s written consent.

(iii) The Lessee must ensure that when any work is carried out on the Property
all the requirements of the Work Health and Safety Legislation and any
other laws relating to work health and safety are met.
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(iv) The Lessee must consult, co-operate and co-ordinate its activities with the
Lessor in connection with the Property to ensure that the parties at all
times comply with the Work Health and Safety Legislation including, but
not limited to, scheduling and participating in regular meetings,
maintaining current information on an accident register and conducting
regular risk assessment reports of the Property including taking the views
of Lessee’s workers into consideration and to take any other steps as
agreed between the parties.

) The Lessor will make itself available to the Lessee on a regular basis to
discuss any matters related to health and safety at work arising from its
obligations in relation to the Property.

(vi) The Lessee must immediately notify the Lessor in writing of any accident,
notifiable incident (being an incident which is notifiable under the Work
Health and Safety Legislation) or injury which occurs on the Property in
connection with the activities and use of the Property. The Lessee must
take all reasonably practical steps to safely isolate any dangers from
occurring or reoccurring before the Lessor is informed.

(vii) The Lessee undertakes to inform itself of the serious injury or illness and
dangerous incident notification obligations. The Lessee undertakes to
advise the regulator by the fastest possible means, prior to advising the
Lessor in the event that a notifiable incident occurs.

7. ASSIGNMENT, SUBLEASE, MORTGAGE OVER LEASE ETC

7.1

7.2

berr-sc_210120_002.doc

Prohibition of dedalings

During the continuance of this Lease, in respect of whole or part of this Lease or the Property,
the Lessee shall not:

(a)
(b)
©
@

()

assign, transfer, sublet, deal with, hold on trust, or grant any interest in, this Lease;

mortgage, charge or encumber this Lease;

. part with possession of whole or any part of the Property;

grant any licence, or share the right of occupation or possession, in respect of whole
or part of the Property; or

grant any franchise or concession over the Lessee's business conducted at the
Property which would entitle any other person to use, occupy or trade from whole or
part of the Property.

Consent to assignment

(@)

The Lessee may apply to Council for consent to the assignment of this Lease, which
shall not be unreasonably withheld if the following conditions precedent are
satisfied:

] the Lessee shall make a written application to Council for consent and
furnish complete copies of all written documents entered into between the
Lessee and the proposed assignee relating to the Lessee's business and the
Property, written personal and business references and financial statements
relating to the assignee and any proposed new guarantors;

(i) the Lessee shall establish to the reasonable satisfaction of Council that:
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A. the proposed assignee is respectable, responsible and solvent;

B. the proposed assignee has adequately performed its obligations
as the lessee or former lessee of other business premises;

C. in respect of the business or profession intended to be conducted
by the assignee at the Property, the assignee has sufficient
financial resources and business experience to be capable of
adequately complying with the Lessee's obligations under this
Lease and of efficiently conducting the assignee's business at the

Property;

the Lessee shall have paid to Council all moneys due under this Lease up
to the date of assignment (and, in respect of any liability which can not be
accurately determined will secure it to Council's reasonable satisfaction at
the date of the assignment};

there are no unremedied breaches of the Lessee's obligations under this
Lease at the date of the assignment;

any other consents which are required to the assignment, by headlessors,
mortgagees or others, are obtained before the assignment;

when the assignee is a company, other than a company whose shares are
listed on an Australian Stock Exchange, personal guarantees for
performance of lease covenants for the duration of the lease term by the
assignee be provided, in a form reasonably acceptable to Council and
prepared on behalf of Council at the Lessee's expense, by two of the
assignee's directors or principal shareholders chosen by Council;

the execution by the Lessee and the assignee of a transfer of this Lease,
which shall be duly stamped and which the assignee and the assignee's
solicitor shall undertake to have registered promptly after completion of
the assignment; '

the execution of a deed in a form reasonably required by and prepared on
behalf of Council, by Council, the Lessee, the assignee, the continuing
guarantors and the new guarantors, in which:

A. the Lessee confirms its liability under this Lease for the balance
of the current lease term;

B. Council is released from liability to the Lessee under this Lease;

C. the assignee covenants to observe the Lessee's obligations under
this Lease during the duration of the Lease;

D. any continuing guarantors confirm their consent and continuing
liability (unless this is adequately covered in their guarantee),

E. new guarantors execute guarantees under this lease for the
assignee;

the payment by the Lessee to Council of Council's reasonable costs and
disbursements in accordance with clause 15.8(c).
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(b) When the preconditions for consent to the assignment of this Lease in respect of the
proposed assignee are satisfied, Council is entitled to refuse to consent to the
assignment of this Lease, but only if:

6] Council and the assignee have negotiated and reached agreement on the
. grant of a new lease from Council to the assignee;

(ii) such lease to be for a lease term (including options for renewal) which
shall have a longer total duration than the outstanding term of this Lease
(including any subsisting options for renewal); and

(i) such new lease to contain substantially similar léase covenants as those
contained in this Lease, unless otherwise agreed with the proposed
assignee,

7.3 Change in conirol of Lessee

When the Lessee is not a company whose shares are listed on an Australian Stock Exchange,

any proposed:

(a) transfer in the legal or beneficial interest in shares of the Lessee if a company;

b) allotment of shares in the Lessee company; or

(©) changes in the company's articles of association,

which would have the consequence of altering the effective control of the Lessee company, is

considered to be an assignment of this Lease and requires Council's consent in accordance

with clause 7.2(a) as if the parties which would acquire control over the company were
assignees of the Lease.
7.4 Consent to mortgage over Lease

The Lessee may apply to Council for consent to the grant of a mortgage over this Lease,

which shall not be unreasonably withheld if each of the following conditions precedent is

satisfied:

(a) the Lessee shall make a written application to Council for consent, and furnish a
copy of the proposed mortgage and any other documents between the Lessee and the
mortgagee; ’

) - the mortgagee is a bank or financial institution;

© the purpose of the loan is to enable the Lessee to acquire the business conducted at
the Property or to ont9inue to expand the Lessee's business;

(dj the Lessee is not in default under this Lease;

(e) the execution of a deed of consent, in a form reasonably required by Council, and to
be prepared on behalf of Council, by Council, the Lessee and the mortgagee;

® the payment by the Lessee to Council of Council's reasonable costs and
disbursements in accordance with clause 15.8(c).

8. USE OF ROADWAYS, TAXIWAYS AND RUNWAYS
8.1 ' The Lessee as a non-exclusive licensee may:

berr-sc_210120_002.doc

Page 15 of 28



.Appendix 7.5-A

(a) use the roadways within the Main Alrport Lot for the purpose of ingress to and
egress from the Property; and

(b) use the taxiways and runways within the Main Airport Lot for the purpose for which
they are designed, subject to and complying with all relevant Laws and
Requirements,

provided that the Lessee remains within the right of access 6 metres wide and 12 metres wide
registered in DP1077717. )

8.2 In the event that the Main Airport Lot is sold, the Lessor will require the purchaser to sign a
Deed of Covenant agreeing that the purchaser will observe the Lessee's rights to access set out
in clauses 8.1.
9. INSURANCE AND RISK
2.1 Lessee must insure
(a) The Lessee must raintain insurance in relation to the Property in the names of the
Lessor and Lessee with an insurer approved by the Lessor in respect of the
following:
(i  public liability insurance for the amount specified in Item 9;
(ii) any other insurance for an amount and on terms which in the Lessor’s
reasonable opinion a prudent Lessee would take out.
(b) The Lessor may, by written notice, require the Lessee to increase the amount of any
insurance under clause 9.1(a).
(c) If requested by the Lessor, the Lessee must give the Lessor a certificate of currency
for any policy referred to in clause 9.1(a).
(d The Lessee may, if it is a listed public company, satisfy the requirements of clause
9.1(a)(i) by self-insuring itself against the risks set out in that clause.
9.2 Maintain insurance
The Lessee must not do anything which could:
(a) increase the insurance premium payable for any policy in respect of the Airport; or
(b) affect the Lessor’s rights under any policy in respect of the Airport, or make the
policy invalid or able to be cancelled.
9.3 Lessee's risk
The Lessee occupies the Property at its own risk.
9.4 Release of Lessor

berr-sc_210120 002.doc

To the extent permitted by law, the Lessee releases the Lessor from any claim, action,
damage, loss, liability, cost or expense which the Lessor incurs or is liable for in connection
with:

(a) any damage, loss, injury or death;

b the state of repair or condition of the Airport or anything in the Airport; or
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(©) any service provided to the Property or the Airport,
unless caused by the act or negligence of the Lessor.
Indemnity

The Lessee indemnifies the Lessor against any claim, action, damage, loss, lability, cost or
expense which the Lessor incurs or is liable for in connection with:

(a) any damage, loss, injury or death, caused or contributed to by the Lessee or Lessee’s
Agents;

(b) any default by the Lessee under this Lease; or
© the Lessee’s occupation of the Property, |
unless caused by the act or negligence of the Lessor.
Continving indemnity

Each indemnity of the Lessee contained in this Lease is:

(a) a continuing obligation of the Lessee and remains in full force and effect after the
termination of this Lease; and

(b) a separate and independent obligation of the Lessee.

10. LESSOR’S RIGHTS AND OBLIGATIONS

10.1

10.2

10.3

10.4

berr-sc_210120_002.doc

Quiet enjoyment

Subject to the Lessor’s rights under this Lease, if the Lessee is not in default the Lessee may
occupy the Property without interruption by the Lessor.

Services

(a) The Lessor must use reasonable endeavours to ensure that any services it supplies to
the Property are working properly at all times.

(b) If the Lessor defaults under paragraph (a) the Lessee is not entitled to:

)] claim any compensation or any reduction in any payment required to be
made under this Lease; or

(ii) terminate.this Lease.
Enter Property
The Lessor may enter the Property at all reasonable times:
(a) to determine if the Lessee is complying with this Lease;
(b) ' todo anything the Lessor is requiréd to do under this Lease; or
(c) together with any prospective purchaser or mortgagee of the Airport.
Reservation of certain rights

The Lessor may:
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(a) name the Airport or change the Airport’s name and create or change a logo for the
Airport;
(b) grant an easement in respect of any part of the Airport, without substantially or

permanently affecting the Lessee’s rights under this Lease;

(c) make and vary rules in relation to the use, security, safety, access to, occupation and
management of the Airport which are consistent with this Lease;

(d) remove or exclude any person from the Airport.

Lessor may perform Lessee's obligations

The Lessor may, at the Lessee’s cost, do anything which the Lessee should have done under
this Lease if the Lessee does not promptly do so or, if in the Lessor’s opinion, the Lessee does
not do so properly.

Lessor's consent

If the Lessor’s consent is required for anything under this Lease, that consent:

(a) must be in writing;

(b) may be given, either conditionally or unconditionally, or withheld, in the Lessor’s
absolute discretion,

unless this Lease states otherwise.
Lessor's works

(a) The Lessor may carry out an.y works in the Airport including, but not limited to,
‘ alterations, additions, refurbishment and redevelopment of the Airport.

(b) The Lessor must take reasonable steps to minimise any disruption to the Property
and the Lessee’s business under paragraph (a).

Default by Lessee

The Lessee is in default if:

(8 it does not pay any Rent within 5 Business Days of the due date;
()] it does not pay any money which is payable under this Lease:
{i) on demand, within 10 Business Days of demand being made; or
(i) which is not payable on demand, within 10 Business Days of the due date;
(c) it does not perform any other express or imp]ied' obligation under this Lease;
(d) it is or becomes unable to pay its debts when they are due or is or becomes unable to

pay its debts within the meaning of the Corporations Act 2001 or is presumed to be
insolvent under the Corporations Act 2001,

" (&) it repudiates its obligations under this Lease;

berr-sc_210120_002.doe
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it commits a fundamental breach of the Airport security program,;

it is a company and:

@

(i)

(iif)

(iv)

an application or order is made for the winding-up or dissolution of the
Lessee or a resolution is passed or any steps are taken to pass a resolution
for the winding-up or dissolution of the Lessee or to place it under
administration;

it enters into or resolves to enter into any arrangement, composition or
compromise with, or assignment for the benefit of, its creditors or any
class of them;

a receiver, receiver and manager, provisional liquidator, trustee,
administrator or similar official is appointed, or steps are taken for such an
appointment, over any of the assets or undertaking of the Lessee; or

it enters into or resolves to enter into any arrangement, composition or
compromise with, or assignment for the benefit of, its creditors or any
class of them; or

the Lessee is a natural person and: '

@

(ii)
(iif)
(iv)

dies or becomes mentally ill;
does not have full legal capacity;
is declared bankrupt; or

enters into any scheme with, or makes any assignment of its estate for the
benefit of any of its creditors.

Opportunity to rectify default

(2)

.(b)

Essential terms

The Lessor must not exercise its rights under clause 11.4 unless the Lessor has given
the Lessee notice of the breach, default or non-observance on which the Lessor
relies in seeking to act.

If the Lessee has not remedied the breach, default or non-observance within 5
Business Days of receiving the notice referred to in paragraph (a), the Lessor may
exercise its rights under clauvse 11.4.

Every obligation of the Lessee to pay money and every other obligation of the Lessee under
clauses 4, 6, 7 and 9 is an essential term of this Lease. Any other obligation under this Lease
may also be an essential term.

Lessor’s rights on default

If the Lessee is in default the Lessor may do any of the following, 5 Business Days after it has
given any notice required by clause 11.2 or any applicable law:

(a)
®

re-enter and take possession of the Property;

terminate this Lease by written notice;
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(©) by written notice, terminate this Lease and convert the tenancy to a quarterly
tenancy; or

(d) exercise any other legal right.

11.5 Mitigation of loss

If the Lessor terminates this Lease under clause 11.4 it must take reasonable steps to mitigate

its loss.

11.6 Indemnity for breach '

The Lessee indemnifies the Lessor against any claim, action, loss, damage, cost, liability,

expense or payment incurred by the Lessor in connection with:

(a) any default by the Lessee under this Lease; or

(b) the Lessor’s termination of this Lease under clause 11.4,

including, but not limited to, the loss to the Lessor of the benefit of the Lessee performing its

obligations under this Lease from the date of termination until the Terminating Date.

11.7 Interest on overdue money

If the Lessee does not pay any money payable by them under this Lease by the due date, they

must pay interest on that amount on demand by the Lessor. Interest is:

(a) payable from the due date until payment is made by the Lessee;

(b) calculated on daily balances at the rate of 2% per annum above the rate for 90 day
bills published in the Australian Financial Review on, or as near as possible to, the
due date; and

(c) capitalised monthly.

11.8 Appointment of attorney

The Lessee irrevocably appoints the Lessor and each officer (as that expression is defined in

the Corporations Act 2001) of the Lessor severally its attorney. The attorney may, in its name

or in the name of the Lessee, do any of the following after the Lessee defaults under this

Lease: '

(a) anything which ought to be done by the Lessee under this Lease;

(b) exercise any right, power, authority, discretion or remedy of the Lessee under this
Lease; and

(© ~  execute a transfer or surrender of this Lease.

12, END OF TERM
i2.1 Lessee must vacate Property
The Lessee must vacate the Property on the Terminating Date or earlier termination of the
Lease. '
12.2 Removal of Lessee’s Property

berr-se_210120_002.doc
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(i) remove all Lessee’s Property from the Property; and
(i) make good any damage caused to the Property or the Airport by the
removal.
(b) If the Lessee does not remove any Lessee’s Property the Lessor may, at the Lessee’s
cost:
(i) remove and store the Lessee’s Property at the Lessee’s risk; or
(ii) treat the Lessee’s Property as the property of the Lessor and deal with it as
it sees fit. .
13. GUARANTEE AND INDEMNITY
13.1 Extended meaning of lease
For the purpose of this clause, Lease includes a variation, assignment, replacement, extension,
renewal or holding over of this Lease.
13.2 Guarantee
In consideration of the Lessor entering into this Lease at the Guarantor’s request, the
Guarantor unconditionally and irrevocably guarantees to the Lessor the performance of all the
Lessee’s obligations under this Lease.
13.3 Indemnity
(a) The Guarantor indemnifies the Lessor against any claim, loss, liability or expense
incurred by the Lessor:
€3] which is caused or contributed to by the Lessee’s failure to comply with
any obligation under this Lease;
(ii) because this Lease is void, voidable or otherwise unenforceable;
(iii) because this Lease terminates, other than by agreement between the Lessor
and Lessee or the expiration of the Term;
(iv) because this Lease is disclaimed by a liquidator or trustee in bankruptcy;
‘ or
) because any money payable by the Lessee under this Lease is irrecoverable
or refundable.
) -The Guarantor must pay on demand any money owing to the Lessor under this
indemnity.
(c) The Guarantor’s obligations under clause 13.3 are separate and independent from its
obligations under clause 13.2.
13.4

berr-sc_210120_002.doc
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{(a) The Lessee must do the following by the Terminating Date, unless the Lessor agrees
otherwise in writing (or unless the Lessee validly exercises an Option to Renew):

Protection and rights of Lessor

(a) Until the Lessor has received all money payable to it under this Lease neither the
Lessee nor the Guarantor may:
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(i) provide in an estate or in relation to an asset in a winding up or bankruptcy
of: '
A. . the other of them; or
B. any other person liable to the Lessor for money owing to the
Lessor by the Lessee or the Guarantor in competition with the
Lessor,

unless the amount the Lessor is entitled to will not be reduced as a result;
or

(ii) be subrogated to the Lessor or otherwise have the benefit of any security
or any right of the Lessor against the Lessee.

The Guarantor must pay the Lessor on written demand by the Lessor all expenses
incurred by the Lessor in respect of the Lessor’s exercise or attempted exercise of
any right under this clause.

If the Lessor disposes of the benefit of this Lease, the disponee receives the benefit
of the Guarantor’s obligations under this clause.

The Guarantor’s obligations under this clause are continuing obligations.

The Guarantor’s obligations under this clause (as guarantor, indemnmifier or
otherwise) are not affected by anything which might, but for this clause, end or limit
the Guarantor’s obligations relating to this Lease including, but not limited to, the
following:

(i) | this Lease not being registered;-

(i) a sub-lease of the Property; -

(iii) the grant of any time, waiver, agreement not to sue or other indulgence;
(iv) the release {including, without limitation, a release as part of a novation)

or discharge of a person or a security;

()] an arrangement, composition or compromise entered into by the Lessor,
Lessee Guarantor or any other person;

(vi) an - extinguishment, failure, loss, release, discharge, abandonment,
impairment, compound, composition or compromise, in whole or in part of
any document or agreement;

(vii) any moratorium or other suspension of a right of the Lessor under this
Lease, a statute, a judgment or order or-otherwise;

(viii)  any payment to the Lessor, including a payment which at or after the
payment date is illegal, void, voidable, avoided, irrecoverable or
refundable; or :

(ix) the liquidation, bankruptcy or insolvency of the Lessee.

The Lessor may enforce its rights against the Guarantor under this Lease without
first: '

(i)  enforcing any other security or right; or
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(i) recovering any money or assets from any other person.

If any payment or other transaction relating to the Lessee’s obligations under this
Lease is void, voidable or otherwise unenforceable:

() the Guarantor’s liability under this Lease is the same as if the payment or
transaction was not void, voidable or otherwise unenforceable; and

(ii) the Guarantor must immediately do everything required by the Lessor to
restore to the Lessor the benefit of the Guarantor’s liability under this
Lease which existed immediately before the payment or transaction.

A certificate, determination, judgment, order or award which is binding on the
Lessee is also binding on the Guarantor.

13.5 Disclaimer of this Lease
(a) If this Lease is disclaimed by a liquidator or trustee in bankruptcy of the Lessee, the
Guarantor must, if requested by the Lessor, sign a lease of the Property on terms
identical to this Lease, with the following exceptions:
(i) the Guarantor is substituted for the Lessee as lessee under the new lease;
and
(ii) the Commencing Date is the date of the disclaimer.
(b) The Guarantor must ensure that a person acceptable to the Lessor signs the new
lease as guarantor. ‘
(c) The Guarantor must pay all costs and expenses of the Lessor in relation to the
preparation, execution, stamping and registration of the new lease.
14. DISPUTE RESOLUTION
14.1 Dispute notice
(a) If there is a dispute between the parties, then either party may give a notice to the
other.
()] The notice must:
()] succinctly set out the details of the dispute; and
(i) state that it is a dispute notice given under this clause 14.1.
14.2 Notice in response

berr-sc_219120_002.doc

(2)

(b)

Within 14 days after the delivery of the dispute notice, the recipient must deliver to
the other party a notice in response. '

The notice in response must:

(i) acknowledge the party’s receipt of the dispute notice;
(ii) state that is a notice given under this clause 14.2; and
(iii) succinctly set out information, that it believes is relevant to the dispute.
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14.3 Initial Meeting

(a) The parties must meet within 15 Business Days after the date of delivery of the
dispute notice, to attempt to resolve the dispute.

(b)  Each party must use its best endeavours and act in good faith. ' |
14.4 Refer o a mediator

(a) If the parties cannot solve the dispute within 20 Business Days of the date on which
the dispute notice is delivered, then either of the parties may refer the dispute to the
Australian Commercial Disputes Centre Limited or another mediator agreed
between the parties.

(b) The parties must ensure that the mediation is conducted under the rules of the
Australian Commercial Disputes Centre.

14.5 Agreement remains in force

Each party must continue to perform its obligations under this Lease pending resolution of the
dispute.

14.6 Expert Determination

(a) If the parties have not been able to resolve their dispute within 10 Business Days of
referral to the mediator, then either party may refer the matter to expert
determination. Having regard to the nature of the dispute, the parties must seek the
appointment of an independent expert with such person to be nominated by the -
relevant professional body to which the expert belongs.

(b) The appointed expert will make a determination of the dispute acting as an expert
and not as an arbitrator.

(©) The expert must make a written determination containing reasons within 20
Business Days of his appointment.

(d The expert’s determination will be final and binding on the Lessor and the Lessée.

(e) The expert’s costs will be paid by the Lessor and the Lessee equally. Either party
may pay the expert’s costs and recover one half of the amount paid from the other
party.

14.7 Variation to lease after dispute

(a) The Lessor and the Lessee must execute a written variation to this Lease to record
an amendment, if any, determined under this clause 14.

(b) Unless the parties agree to the contrary the Lessor’s solicitors must register the
variation of lease at the Land & Property Information.

(c) The Lessee must pay the registration fees.
15. GENERAL
15.1 Lessor's discretion
(@) (i) Nothing in this Lease operates to restrict or otherwise affect the unfettered

discretion of the Lessor in exercising its powers as a public Authority
Page 24 of 28
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under any relevant laws, in relation to the subject matter of this Lease or
otherwise, including, but not limited to, Council’s statutory duty to
properly consider any application for an approval in relation to ‘the
Property that may be submitted to it.

(ii) If there is any conflict between the unfettered discretion of the Lessor and
the exercise of its powers as a public Authority on the one hand, and the
satisfaction of performance of the Lessor’s obligations as lessor under this
Lease, on the other, the former will prevail.

(iii) Anything which the Lessor does, fails to do or purports to do under its
discretion to exercise its powers as a public Authority:

A. will be deemed not to be an act or omission by the Lessor as
lessor under this Lease; and

B. will not entitle the Lessee to make any claim against the Lessor
under this Lease for any costs, losses, expenses or damages.

6] The parties agree that the Lessor has not given any assurance or made any
representation or statement to the Lessee as to how it will or may exercise
any of its statutory discretions in relation to any application for an
approval relating to the Property or otherwise.

(i) The parties agree that they have not been induced by the other party to
enter into this Lease on the basis of any such assurance, representation or
statement under paragraph (a).

For the purpose of this clause 15.2, notice means a notice, consent, approval or
other communication.

A notice must be sngned by or on behalf of the person giving it, addressed to the
person to whom it is to be given and;

(i) delivered to that person’s address, or to the Property in the case of the
Lessee; or
(i) sent by pre-paid mail to that person’s address.

A notice given to a person in accordance with this clause is treated as having been
given and received:

(L) if delivered, on the day of delivery if delivered before 5.00 pm on a
Business Day, otherwise on the next Business Day; or

(ii) if sent by pre-paid mail, on the third Business Day after posting,.

For the purpose of this clause the address of a person are those which that person
may from time to time give notice to each other person The Property is also the
address of the Lessee.

The non-exercise of or delay in exercising any power or right of a party does not
operate as a waiver of that power or right, nor does any single exercise of a power or
right preclude any other or further exercise of it or the exercise of any other power
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or right. A power or right may only be waived in writing, signed by the party to be
bound by the waiver.

(b) The Lessor’s acceptance of Rent or other money under this Lease does not operate
as a waiver of the Lessor’s rights under this Lease.

Severability
Any provision in this Lease which is invalid or unenforceable in any jurisdiction:

(2) is to be read down for the purposes of that jurisdiction, if possible, so as to be valid
and enforceable; or

(b) if the provision cannot be read down under paragraph (a), is capable of being
severed to the extent of the invalidity or unenforceability,

without affecting the remaining provisions of this Lease or affecting the validity or
enforceability of that provision in any other jurisdiction.

Counterparts

This Lease may be executed in any number of counterparts and all of those counterparts taken
together constitute one and the same instrument.

Further assurance

Each party must do, sign, execute and deliver and must procure that each of its employees and
agents does, signs, executes and delivers, all deeds, documents, instruments and acts
reasonably required of it or them by notice from another party to carry out and give full effect
to this Lease and the rights and obligations of the parties under it.

Entire agreement
This Lease is the entire agreement of the parties on the subject matter. The only enforceable
obligations and liabilities of the parties in relation to the subject matter are those that arise out
of the provisions contained in this Lease. All representations, communications and prior
agreements in relation to the subject matter are merged in and superseded by this Lease.
Costs and expenses
(a) The Lessee must pay the Lessor’s costs in relation to the negotiation, preparation,
execution, delivery and completion of this Lease (capped at $1,000.00 (including
GST)).
(b) The Lessee must pay all:
(i) stamp duty, if any, and registration fees in relation to the Lease; and
(ii) expenses of the Lessor and Lessor’s Agents in relation to the stamping,

registration, completion, renewal, extension, variation, assignment,
proposed assignment, termination and surrender of this Lease.

{c) The Lessee must pay all costs and expenses of the Lessor and Lessor’s Agents in
relation to: ‘
i) the renewal, extension, variation, assignment, proposed assignment,

mortgage, proposed mortgage, termination and surrender of this Lease;
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(ii) the enforcement, protection or waiver, or attempted enforcement or
protection of any right under this Lease; and

(iii) the consideration or giving of any consent by the Lessor under this Lease,

including, but not limited to, any administration costs of the Lessor and any legal
costs and expenses and any professional consultant’s fees for any of the above on a
full indemnity basis. '

If requested by the Lessee, the Lessor must substantiate its costs and expenses in
relation to the renewal, extension variation, assignment or proposed assignment of
this Lease before requiring payment from the Lessee,

The Lessee is not required to pay any account presented to the Lessor in respect of
legal or other expenses incurred by the Lessor in relation to the preparation of this
Lease until the Lessor has given the Lessee a copy of the account.

Exclusion of moratorium

To the extent not excluded by law, a provision of any legislation which directly or indirectly:

(a)
(b)

lessens or affects in favour of the Lessee any obligation under this Lease; or

stays, postpones or otherwise prevents or prejudicially affects the exercise of any
right under this Lease,

is excluded from this Lease.

Exclusion of statutory provisions

(a)

(b)

The covenants, powers and provisions implied in leases by sections 84, 84A, 85 and
86 of the Conveyancing Act 1919 (NSW) do not apply to this Lease.

In this Lease .words used in the first column of clause 2 of schedule 4 to the
Conveyancing Act 1919 (NSW) do not imply a covenant under section 86 of that Act.

Lease documentation

(@)

(b

(©

(d)

If this Lease is not to be registered, the Lessor must give the Lessee an executed
copy of the stamped Lease within 1 month after it is returned to the Lessor or the
Lessor’s lawyer or agent following payment of duty.

If this Lease is to be registered, the Lessor must lodge the Lease for registration
within 6 months after the Lease is returned to the Lessor or the Lessor’s lawyer or
agent following. payment of duty on the Lease and the Lessor must provide the
Lessee with an executed copy of the stamped and registered Lease within 1 month
after the Lease is returned to the Lessor or the Lessor’s lawyer or agent following
registration. '

The periods specified in paragraphs (a) and (b) are to be extended for delays
attributable to the need to obtain any consent from a head lessor or mortgagee.

In paragraphs (a) and (b), registered means registered under the Real Property Act
1900 (NSW).

Payment to Lessor
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The Lessee must make all payments to the Lessor under this Lease without any set-off,
counterclaim, withholding or deduction

Lessor Lessee

Page 28 of 28

berr-sc_210120_002.doc



Appendix 7.6-A

Berrigan Shire Council

Submission:

Review of General Manager and Senior Staff Remuneration

This submission is made by Matthew Hansen, Director Corporate Services on behalf of Berrigan Shire
Council. Further information regarding this submission can be obtained by contacting Mr. Hansen at
mail@berriganshire.nsw.gov.au or by contacting the Council administration office on 03 5888 5100.

Background

Berrigan Shire is a small, rural Council located in the southern Riverina along the Victorian border. The
shire has a population of 8,800 spread across four towns and associated rural areas.

Berrigan Shire Council has a rate base of $5.5m, a budget of $43m and an asset base of $245m.
The Council has only one Senior Staff - its General Manager (now titled as Chief Executive Officer).

The Council’s current Chief Executive Officer - Karina Ewer - commenced in June 2021. The previous
General Manager held that position from 1998 to 2021.

The case for increased regulation has not been made

Berrigan Shire Council’s position is that the status quo should be maintained - i.e. the Council retains
the discretion to offer remuneration in line with its requirements and market forces.

The consultation paper fails to make any case that the current system is broken - other than some vague
references to “Australian public has become increasingly concerned”. The paper provides no evidence
of this supposed concern, not even anecdotal evidence.

The consultation paper does not provide one example of a Council that has overpaid their General
Manager and/or Senior Staff. It is difficult to support increased regulation without knowing the extent
of the problem the regulation is attempting to address - or indeed if there is a problem in the first
instance.

It should be noted that local government executive salaries are already subject to regulation.
Remuneration details are published, staff are employed on standard contracts that limit termination
payouts and annual salary increases are tied to NSW executive salary increases as determined by the
Statutory and Other Offices Remuneration Tribunal.

Councils are best placed to determine executive remuneration

Councils are the bodies best placed to determine the appropriate remuneration for their executive
staff.

Councils are on the ground in the areas they serve. Unlike a remuneration tribunal, Councils are fully
across the local strategic and operational issues, understand the financial capacity of the Council and
know the skillset required from its executive staff to meet the challenges fronting the organisation.

Unlike an unelected remuneration tribunal, the Council is directly accountable to its community via the
ballot box and the “court of public opinion”. The remuneration package of the General Manager is a
matter of public record and in rural communities especially this means the community knows precisely

Submission
BERRIGAN Review of General Manager and Senior Staff Remuneration
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what their neighbour and fellow community member is being paid. The Council will be the first to hear
if their community has deep concerns regarding excessive executive remuneration.

The consultation paper expresses a concern that General Managers may have a “disproportionate
advantage in negotiating their own contractual conditions with elected members.” When negotiating
remuneration packages (and performance and other employment matters for that matter) Councils
have access to support from Local Government NSW and other HR consultants should they need.

The paper also does not address the fact that Councillors are often business owners themselves, some
with multi-million dollar enterprises (including farmers) and are therefore well versed in negotiation
skill sets and employee management practices. Berrigan Shire Council feels comments such as the
above reduce the significant value of the skill sets Councillors “bring to the table”.

New regulation must be effective and not just decorative

If the NSW government is determined to increase regulation around local government executive
salaries, the regulation should at least be effective and not just window dressing.

The consultation paper states that “the community is more likely to have confidence in the
remuneration levels paid to general managers if they are set by an independent body”. This statement
is made without any supporting evidence. It is unlikely that independent oversight will have any
measurable impact on any public concern.

Executive salaries are highly regulated at Federal and NSW level. This has not stopped debate on
executive remuneration in those spheres. A recent example was published in the Sydney Morning
Herald on 4 July 2021

Amid a new debate over public sector pay, analysis from The Sydney Morning Herald and The
Age has found Australia’s top bureaucrats are earning vastly more on average than their
international counterparts ...

Further regulation of local government executive remuneration is not likely to ameliorate any actual or
perceived community concern - it will merely provide a semblance of “doing something”.

A “banding” system — as set out in the consultation paper — may be workable. It would largely depend
on how the system was managed and how the bands were determined. Without further detail it is
difficult to support any “banding” model.

Alternative suggestions

If further regulation and oversight of local government executive salaries is required, there are options
worth considering that may be less cumbersome and restrictive and retain individual flexibility.

1. Amendment of the Act, Regulations and/or standard contracts to allow for Ministerial
intervention where the Minister can demonstrate a gross overstepping of community and
government expectations.

1 Harris, Rob; Gladstone, Nigel; Stehle, Mark; Carter, Daniel (4 July 2021) “Australia’s senior public servants
earn top dollar compared to international counterparts” Sydney Morning Herald
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2. Requiring the Council’s Audit Risk and Improvement Committee (ARIC) to review executive
remuneration packages annually or as required. A statement from the ARIC could be published
in the Annual Report.

Addendum
Berrigan Shire Council would like to express its disappointment with the timing of this review.

Initiating this review and calling for public comment immediately before local government elections has
the potential to make General Manager and Senior Staff remuneration an election topic.

In the first instance, this may not allow for a balanced, considered and dispassionate consultation
period. It may lead to the co-option of this review by candidates and third parties as an opportunity for
political point scoring at the expense of Council staff.

Secondly, the review has the potential to compromise the position of the General Manager and Senior
Staff with the incoming Council right from the start.

The Council does acknowledge that the timing does allow for the outgoing Councillors to contribute to
the review. In the Council's opinion however there were other options available to obtain their
contribution and the potential harm generated as set out above outweighs any benefit that may be
obtained.
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Overview

The position of general manager
is pivotal in a council and comes
with significant responsibility.

The general manager is the interface
between the elected governing body of the
council which sets the strategy and monitors
performance, and the operational arm of the
council which implements the decisions of
the governing bodly.

General managers are responsible for the
day-to-day operations of the council, the
implementation of the council’s strategic
plans and objectives, the delivery of services
and infrastructure to the community, the
management of council staff and the financial
management of the council.

General managers have a uniqgue employer/
employee relationship with high levels

of accountability to their employer, the
governing body of the council, who are in turn
accountable to the community for the council’s
performance through the electoral process.

The Local Government Act 1993 (‘the Act’),
Local Government (General) Regulation 2005
(‘the Regulation’) and the Standard Contract

of Employment for General Managers of Local
Councils in NSW approved by the Departmental
Chief Executive of the Office of Local
Government provide councils with flexibility in
determining general managers’ remuneration.

The Act expressly provides that the approved
standard contract must not include provisions
relating to the level of remuneration or salary
(including employment benefits) of the person
employed under the contract.

General managers’ remuneration is determined
by negotiation between general managers

and councils but is informed by a range of
factors including the skills and experience the
individual will bring to the role, the size and
operational complexity of the council, the
strategic goals and objectives of the council,
the particular needs of the council, market
conditions and industry benchmarks.

This consultation paper has been issued to
explore whether there is a need for greater
regulation or prescriptive guidance in setting
general managers remuneration and to inform
possible policy responses.

In considering whether there should be greater
regulation of general manager remuneration, it
is also necessary to consider the remuneration
of senior staff.

Senior staff of councils that are not employed
under the Local Government (State) Award
are employed under the Standard Contract
of Employment for Senior Staff (other than
General Managers) of Local Councils in NSW.

Like the standard contract for general
managers, this is approved by the
Departmental Chief Executive and must not
include provisions relating to the level of
remuneration or salary.

However, for a position to be classified

as ‘senior staff’ under the Act, the holder

of the position must be paid at least the

same remuneration received by NSW State
Government senior executives that are graded
at Band 1 (currently, $192,600).
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Current legislative framework

The Act (section 334) requires councils’
governing bodies to appoint a person to be
general managetr.

The position of general manager is a ‘senior
staff’ position for the purposes of the Act.

As with the appointment of all council staff,
councils are required to appoint the general
manager using merit selection principles
(section 349).

Recruitment using merit selection is a
competitive process where the applicant
who demonstrates that they have the best
qualifications and experience relevant to the
position is appointed.

The Act (section 338) requires that general
managers be employed under fixed term,
performance-based contracts for a duration
of one to five years, based on the standard
contract for general managers approved by
the Departmental Chief Executive. General
managers’ employment contracts may

be renewed.

General managers are held accountable for
their performance through performance
agreements and regular performance reviews
required under the standard contract.

The Act (section 338) stipulates that

the standard contract approved by the
Departmental Chief Executive cannot

set the remuneration or salary (including
employment benefits) that will be received by
general managers.

The standard contract also cannot stipulate the
performance-based requirements of the role or
the duration of the contract.

These components are included as schedules to
the standard contract that can be tailored and
agreed by the council and the employee as part
of the recruitment process.

In practice, most councils negotiate
remuneration packages with appointees
during the recruitment process based on the
professional advice of executive recruitment
specialists engaged by the council specifically
for this task.

Such specialists collate detailed comparative
information about the remuneration paid to
general managers across NSW and other states
and territories, as well as comparable private
sector and NSW public sector remuneration
levels, so that they can advise councils
appropriately.

Remuneration packages for general managers
generally include the following components:

« total salary

* total employer superannuation
contributions payable

e total value of any non-cash benefits, and

« total fringe benefits tax payable for any
non-cash benefits.

They are entitled to receive an annual increase
in their salary package equivalent to the latest
percentage increase in remuneration for NSW
public sector senior executive office holders.
This increase is determined by the Statutory
and Other Offices Remuneration Tribunal
(‘'SOORT").

Unlike the NSW public sector however, they
can also receive discretionary increases to their
total remuneration package from the council
under the provisions of the standard contract
as a performance incentive.

The Guidelines for the Appointment and
Oversight of General Managers Guidelines
issued by the Office of Local Government
provides further detailed guidance on best
practice for the recruitment, appointment and
performance oversight of general managers.
They can be found at www.olg.nsw.gov.au
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Reporting

Councils are publicly accountable for the
remuneration they pay to their general managers.

The Regulation (clause 217) requires councils to
publish in their annual report the remuneration
paid to their general manager each financial year.

The Office of Local Government’s Guidelines
state that all discretionary increases in
remuneration received by general managers
must be reported to an open meeting of

the council, together with the reasons for
the increase.

Role of the general
manager

The Act (section 335) gives the general
manager responsibility for:

conducting the day-to-day management of
the council in accordance with the strategic
plans, programs, strategies and policies of
the council

implementing, without undue delay, the
lawful decisions of the council

advising the governing body on the
development and implementation of,
and consultation on, the council’s plans,
programs, strategies and policies

developing the council’s community
strategic plan, community engagement
strategy, resourcing strategy, delivery
program, operational plan and annual report

ensuring that the mayor and other
councillors are given timely information

and advice and the administrative and
professional support necessary to effectively
discharge their functions

Appendix 7.6-B

exercising any of the functions of the
governing body that are delegated to
the general manager

implementing the council’s workforce
management strategy, establishing the
council’s organisational structure and
appointing and dismissing council staff, and

any other functions given to the
general managetr.

The Regulation (clause 209) also requires the
general manager to ensure that:

the council complies with all legal financial
obligations, including the keeping of
accounting records

effective measures are taken to secure

the effective, efficient and economical
management of financial operations within
each division of the council’s administration

authorised and recorded procedures are
established to provide effective control over
the council’s assets, liabilities, revenue and
expenditure and secure the accuracy of the
accounting records, and

lines of authority and the responsibilities of
members of the council’s staff for related
tasks are clearly defined.
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Current remuneration levels

in NSW

Appendix 1lists the levels of remuneration received
by the general managers of each council in NSW
for the 2019-2020 financial year, as published in
each council’s 2019-2020 annual report.

Remuneration levels have been grouped
according to the council categories determined
by the Local Government Remuneration
Tribunal as part of its 2020 Annual Report

and Determination' to enable a like-for-like
comparison of similar sized and types of councils.

The average remuneration received by a
general manager in 2019-2020 for each council
category was (per annum):

* Principal CBD $511,954
* Major CBD $633,852
» Metropolitan Large $457,180
« Metropolitan Medium $414,427
+ Metropolitan Small $334,108
* Major Regional City $439,467
* Major Strategic Area $495,849
* Regional Strategic Area $397,668
* Regional Centre $350,420
* Regional Rural $310,377
« Rural $267,119
* County council $143,270

The total average remuneration received by
a NSW general manager in 2019-2020 was
$328,287 per annum (not including county
councils).

The ten NSW councils that paid the highest
levels of remuneration to their general manager
in 2019-2020 were:

e Canterbury-Bankstown $501,938
« Central Coast $495,849
e Blacktown $486,744
+ Fairfield $484,588
* Inner West $482,353
* Newcastle $468,711
e Penrith $465,510

This indicates that higher levels of general
manager remuneration are paid primarily by the
largest metropolitan councils.

General manager remuneration is highly
influenced by population levels and the
challenges of managing larger councils such as
greater operational complexity, higher staffing
levels and higher revenue/expenditure bases.

The ten councils that paid the lowest levels of
general manager remuneration in 2019-2020
(excluding county councils) were (per annum):

* Weddin $205,000
¢ Brewarrina $210,867
e Central Darling $214,6632
* Cabonne $220,000
e Lockhart $221,299
e Upper Lachlan $221,324
e Junee $222,373
* Bland $226,222
e Greater Hume $229,020
* Coolamon $230,150

These are all councils that are categorised as
‘Rural’ by the Local Government Remuneration
Tribunal and supports the observation that
general manager remuneration is highly
influenced by population and council size.

e Parramatta $633,852
¢ Northern Beaches $512,092
« Sydney $511,954
1 https://www.remtribunals.nsw.gov.au/statutory-and-other-offices

2 General manager’s remuneration for 2019-2020 was not publicly available. This figure is the remuneration paid to the
general manager during 2018-2019 as published in the council’s 2018-2019 annual report
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Comparison to mayor’s and
councillor’s remuneration

Legislative framework

Under the Act, councillor remuneration levels
are determined by the Local Government
Remuneration Tribunal which is an independent
panel established under the Act specifically for
this purpose.

The Act (section 239) requires the Local
Government Remuneration Tribunal to place
each council into a category with like councils,
based on the following criteria:

¢ the size of the local government area

« the physical terrain of the
local government area

¢ the population of the local government area
and its distribution

* the nature and volume of business dealt with
by each council

¢ the nature and extent of the development of
the local government area

¢ the diversity of communities served

¢ the regional, national and international
significance of the council

¢ any other matters considered by the Tribunal
to be relevant to the provision of efficient
and effective local government, and

¢ any other matters prescribed by the
Regulation.

The Tribunal must report to the Minister for
Local Government by 1 May each year what
these categories are, and what the minimum
and maximum fees are to be paid to mayors,
councillors and the chairpersons and members
of county councils each year in each category.

Categories are to be reviewed every
three years.

When determining the minimum and maximum
fees payable in each category, the Act (section
242A(1D)) requires the Tribunal to adhere to the

same policies on increases in remuneration as
those that the Industrial Relations Commission
is required to give effect to under the /ndustrial
Relations Act 1996 (section 146C) when making
or varying awards or orders relating to the
conditions of employment of NSW public
sector employees.

However, the Local Government Remuneration
Tribunal can determine under the Local
Government Act (section 242(A)(3)) that a
council is placed in another existing or new
category with a higher range of fees without
breaching the NSW Government’s wage policy.

The Tribunal’s determinations take effect from
1 July each year.

Remuneration levels

Appendix 3 details the fees payable to NSW
mayors and councillors from 1 July 2020 to

30 June 2021 compared to the remuneration
received by general managers during 2019-2020.

General managers’ remuneration cannot be
directly compared to mayoral or councillor
fees given the nature of the roles, and the
time commitment, skills, qualifications and
experience required vary so greatly.

However, it can be noted that:

¢ general manager remuneration ranges
from $205,000 - $633,852 per annum (not
including county councils)

e councillor fees range from $9,190 - $40,530
per annum (not including county councils),
and

¢ mayoral fees (combined with their councillor
fees) range from $18,970 - $263,040 (not
including county councils).
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Comparison to the NSW

public sector

Legislative framework

The Government Sector Employment Act 2013
creates a single executive structure across the
NSW Public Service, with common employment
arrangements, including standard written
contracts of employment.

The senior executive structure is comprised of
the following four broad bands:

¢ Band1- Director level
¢ Band 2 - Executive Director level
¢ Band 3 - Deputy Secretary level

¢ Band 4 - Secretary level

Under the Statutory and Other Offices
Remuneration Act 1975, the SOORT annually
determines the remuneration ranges for each
senior executive band. These take effect from 1
October each year.

The SOORT also determines the remuneration
payable to judges, magistrates and other public
office holders.

Annual increases in remuneration ranges are
determined by SOORT considering key national
economic indicators and movements in public
sector remuneration across Australia, market
conditions, CPl and wages growth.

In determining senior executive remuneration,
SOORT is also required under the Statutory and
Other Offices Remuneration Act 1975 (section
6AA) to comply with the policies that apply to
the Industrial Relations Commission under the
Industrial Relations Act 1996 (section 146C)
when the Commission makes or varies awards
or orders relating to public sector employment.

3 https:

Current policy (which may be subject to
change), as prescribed in the /ndustrial
Relations (Public Sector Conditions of
Employment) Regulation 2014, is that public
sector wages cannot increase by more than
2.5 per cent.

Any increase beyond 2.5 per cent can only be
awarded if sufficient employee-related cost
savings have been achieved to fully offset the
increased employee-related costs.

When a NSW public sector Secretary or agency
head creates a senior executive role in Bands
1- 3, they can follow the NSW Public Service
Senior Executive Remuneration Management
Framework 2020-21° which has been issued

as guidance to assist decision-makers to
determine where within a senior executive band
remuneration range a role is to be placed.

The NSW Public Service Senior Executive
Remuneration Management Framework is
also to be implemented when applying annual
SOORT determination increases and when
considering an individual’s progression over
time within the discretionary remuneration
range in accordance with the requirements

of the agency’s formal performance
management system.

Model contracts of employment* for
senior executives are prescribed under the
Government Sector Employment Act 2013.

www.psc.nsw.gov.au/legislation-and-policy/senior-executives/senior-executive-remuneration-management-

framework.
4 https:

www.psc.nsw.gov.au/legislation-and-policy/senior-executives/model-contracts-of-employment
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Comparison of
remuneration levels

Under SOORT’s current determination, NSW
public sector senior executive remuneration
packages range from? (per annum):

« Band 1 (i.e. Directors):
$192,600 - $274,700

« Band 2: (i.e. Executive Directors)
$274,701 - $345,550

« Band 3: (i.e. Deputy Secretaries)
$345,551 - $487,050

¢ Band 4: (i.e. Secretaries)
$487,051 - $562,650

Special determinations are also in place for
specific Band 2, Band 3 and Band 4 roles
that increase the remuneration packages for
these roles.

Appendix 2 compares the levels of
remuneration received by NSW general
managers in 2019-2020 to the remuneration
bands determined by SOORT for NSW public
sector senior executives in 2020-2021.

General managers’ remuneration cannot

be directly compared to NSW public sector
senior executive remuneration because the
nature of the roles, the skills and experience
of individuals in these positions and the size
and operational complexity of government
departments and councils vary so greatly.

However, it can be noted that:

¢ general manager remuneration ranges
from $205,000 - $633,852 per annum (not
including county councils), and

* NSW public sector senior executive
remuneration ranges from $192,000 -
$649,500 per annum.

This indicates that remuneration levels across
the NSW state and local government sectors
for senior executives are roughly equivalent.

5 https://www.remtribunals.nsw.gov.au/statutory-and-other-offices
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Comparison to other jurisdictions

Western Australia

Similar to the way mayoral and councillor
fees are set in NSW by the Local Government
Remuneration Tribunal, under the Western
Australian Local Government Act 1995
(section 5.39), general manager remuneration
in Western Australia is determined
independently each year by the Western
Australian Salaries and Allowances Tribunal
under the Western Australian Salaries and
Allowances Act 1975 (section 7A).

Unlike NSW which has three separate
remuneration tribunals, Western Australia has
established one single tribunal that determines
the remuneration of general managers as well
as Western Australian Members of Parliament,
mayors and councillors, the judiciary, the
Western Australian public service and other
significant officeholders.

Under the Tribunal’s 2020 determination®,
there are four remuneration bands for Western
Australian general managers (per annum):

- Band1: $250,375 - $379,532
« Band 2: $206,500 - $319,752
« Band 3: $157,920 - $259,278
« Band 4: $128,226 - $200,192

These remuneration packages include all
salaries, superannuation contributions,
allowances, fees and benefits.

Given Western Australia’s vast geographic
area and the isolation and remoteness of many
local government areas, several additional
concessions or incentives are also provided to
attract individuals to general manager roles.

A Regional/lsolation Allowance can be paid
to the general managers of 53 prescribed
councils in addition to the general manager’s
remuneration package, in recognition of

6 https:

regional and isolation factors which may
affect the attraction and retention of general
managers in remote local government areas.

The amount that can be paid ranges from
$10,000 - $80,000 per annum, depending on
the prescribed council.

There is no requirement for these prescribed
councils to provide a Regional/Isolation
Allowance to a general manager.

Payment of part or all this allowance is at
the discretion of the council, taking into
consideration the following factors:

* Remoteness - distance of the local
government area from Perth or a regional
centre or issues associated with the vast
distances separating communities within the
local government area

e Cost of living - increased cost of living in the
local government area, as evidenced in the
Western Australian Regional Price Index

« Social disadvantage - reduced specialist
health services, schooling opportunities
for children, employment opportunities
for spouses, lifestyle commodities and
access to professional and personal support
networks when compared to Perth and
regional centres

« Dominant industry - the impact that
a dominant industry such as mining or
agriculture has on a local government area
and the ability to attract and retain a general
manager in the face of a dominant industry

« Attraction/retention - the ability to recruit
suitably qualified candidates and being able
to retain them considering the above factors
in competition with positions in Perth,
regional centres and private industry, and

¢ Community expectations - the pressures on
the general manager to meet expectations
when professional or operational expertise is
not readily available.

www.wa.gov.au/government/publications/local-government-chief-executive-officers-and-elected-members-

determination-no-1-of-2020.
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Councils can also pay an additional Housing
Allowance to a general manager where a
lack of suitable housing (either permanent or
temporary) may impact the council’s ability
to recruit a general manager, provided the
housing is located within or adjacent to the
local government area in which the general
manager is employed.

The cost of the accommodation or Housing
Allowance is not included in the general
manager’s remuneration package calculations.

For a number of prescribed councils, any motor
vehicle provided to the general manager or an
allowance provided to a general manager for
the use of a private motor vehicle for work-
related purposes is considered to be a tool
needed to undertake the duties of a general
manager in the local government area, and any
private benefit received is not considered as
part of the general manager’s remuneration
package.

For these reasons, the actual remuneration
received by general managers in remote
Western Australian councils is likely to be
greater than the bands previously described.

Under the Western Australian Local
Government Act 1995 (section 5.53), each
council must publish the remuneration paid to
its general manager in its annual report.

Victoria

The new Victorian Local Government Act 2020
(section 45) requires each council in Victoria to
develop, adopt and apply a CEO Employment
and Remuneration Policy from 31 December
2021 to ensure consistent practices in the
recruitment and appointment of general
managers at the council.

Each council’s CEO Employment and
Remuneration Policy must:
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¢ provide for the council to obtain
independent professional advice on the
recruitment and appointment of the
general manager

¢ when setting the general manager’s
remuneration, ensure that the council has
regard to any:

- Victorian Government wages policy in
force with respect to Victorian public
sector executives, and

- any determination in effect under the
Victorian Independent Remuneration
Tribunal and Improving Parliamentary
Standards Act 2079 (section 21) in relation
to remuneration bands for executives
employed in the Victorian public sector.

Currently, Victorian public sector executive
remuneration bands range from (per annum)’:

- Band1: $135,000 - $249,700
- Band 2: $249,701 - $360,000
- Band 3: $360,001 - $479,900

Victorian councils retain the power to set an
individual general manager’s remuneration
within the relevant band, subject to Guidelines®
issued by the Victorian Independent
Remuneration Tribunal about the placement of
executives within the bands.

Prior to the introduction of the new Victorian
Local Government Act last year, a review of
general manager remuneration conducted

in 2019 by the Victorian Local Government
Inspectorate® found that:

* the average general manager remuneration
in Victoria was $295,000 per annum

¢ the median general manager remuneration
in Victoria was:

- Group 1 (small-medium council): $234,757

- Group 2 (large rural, regional or small
metro council): $307,733

- Group 3 (large regional to large metro
council): $362,038.

7 https://www.vic.gov.au/victorian-public-service-executives
8 https://www.vic.gov.au/victorian-public-service-executives
9 https://www.lgi.vic.gov.au/managing-employment-cycle-council-ceo/print-all#current-employment-arrangements
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A review of Victorian council annual reports for
2019-2020 reveals that the highest paid general
manager in Victoria in 2019-20 was employed
by the City of Melbourne Council and received
$498,000 per annum’®.

This is only slightly higher than the maximum
cap that has since been set for this position.

The second highest paid general manager in
Victoria in 2019-20 was employed by the City
of Casey Council and received $470,000 -
$479,000 per annum'.

Queensland

Queensland councils, like NSW councils, have
complete discretion regarding the remuneration
that is paid to their general managers.

The Queensland Local Government Act 2009
(section 194) only requires that a person
who is appointed as the general manager
enters a written contract of employment
with the council that provides for the chief
executive officer’s conditions of employment
(including remuneration).

The Queensland Local Government Act (section
201) also requires each council to publish in its
annual report the remuneration package paid
to its general manager each year.

To protect the privacy of general managers,
payments are reported in $100,000 bands, not
the actual amount paid.

Appendix 4 lists the levels of remuneration
received by the general managers of each
council in Queensland for the 2019-2020
financial year, as published in each council’s
2019-2020 annual report.

10 https:
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Remuneration levels have been grouped
according to the council categories prescribed
by the Queensland Local Government
Remuneration Commission when setting
mayoral and councillor fees to enable a like-for-
like comparison of similar sized and types of
Queensland councils.

It shows that the general manager
remuneration range for each council category
in Queensland in 2019-2020 (per annum) was:

$700,000 - $799,000

$601,001 - $700,000

$375,001 - $600,000
$450,000 - $550,000
$300,000 - $500,000
$300,000 - $500,000
$200,000 - $500,000
$200,000 - $400,000
$100,000 - $400,000

e Brisbane:

* Category 8:
* Category 7:
* Category 6:
* Category 5:
» Category 4:
» Category 3:
¢ Category 2:
¢ Category1:

The highest paid general manager in
Queensland in 2019-2020 was the Chief
Executive Officer of Brisbane City Council who
earned $700,000 - $799,000 per annum',

The second highest paid general manager

in Queensland in 2019-2020 was the Chief
Executive Officer of Gold Coast City Council
who earned $600,001 - $700,000 per annum’s,

These are the largest councils in Queensland
indicating that, like NSW, general manager
remuneration in Queensland is influenced by
population levels and council size.

www.melbourne.vic.gov.au/SiteCollectionDocuments/annual-report-2019-20.pdf

1 https:

www.casey.vic.gov.au/sites/default/files/2020-10/15824%20Casey%20-%20Annual%20Report%202019-

20_Finished%20Art Web%20Spreads.pdf
12 https:

www.brisbane.qgld.gov.au/sites/default/files/documents/2020-10/Annual-Report-2019-20-0Oct%202020.pdf

13 https:

www.goldcoast.gld.gov.au/documents/bf/annual-report-2019-20.pdf
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South Australia

Like NSW, South Australian councils have
complete discretion regarding the remuneration
that is paid to their general managers.

The South Australian Local Government Act
1999 (Schedule 4) requires each council to
publish the remuneration package received
by the general manager in its annual report
from 2020-2021.

There is currently no publicly available data
on the remuneration levels paid to South
Australian general managers.

Like Western Australia, the South Australian
Parliament is currently considering new
legislation (the Statutes Amendment (Local
Government Review) Bill 2020 - section

99A) that will require the South Australian
Remuneration Tribunal to set the minimum
and maximum remuneration levels for general
managers.

The Tribunal is currently responsible for

setting the annual remuneration of Members

of Parliament and the judiciary, mayors and
councillors of councils and other public officials.

Under the proposed legislation, the Tribunal’s
determinations with respect to general
manager remuneration will be able to differ
based on any factor considered relevant

by the Tribunal including, for example,

the geographical location of a council or
group of councils.

Like in Victoria, South Australian councils

will also be required to receive and consider
independent advice when appointing,
undertaking performance management and, if
necessary, terminating its CEO.

Tasmania

Like NSW, Tasmanian councils have complete
discretion regarding the remuneration that is
paid to their general managers.
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As councils are not required to publicly report
on the remuneration paid to their general
managers, there is no data publicly available on
current remuneration ranges.

Northern Territory

Like NSW, Northern Territory councils have
complete discretion regarding the remuneration
that is paid to their general managers.

Whilst there is currently no data publicly
available regarding the remuneration packages
paid to general managers of councils in the
Northern Territory, under the new Northern
Territory Local Government (General)
Regulation 2021 that will commence on 1 July
2021, each council in the Northern Territory
will be required to include in their future
annual financial statements, the remuneration
paid to their general manager during that
financial year.

Comparison of
remuneration levels

Appendix 5 compares the remuneration
levels of general managers in NSW to those in
Western Australia, Queensland and Victoria.

It is important to note that the data provided
for NSW and Queensland reflects the actual
remuneration paid to general managers during
the 2019-2020 financial year, while:

¢ the data for Western Australia reflects the
remuneration bands that general managers
must be paid within, as determined by the
Western Australian Salaries and Allowances
Tribunal for 2020-2021, and

e the data for Victoria reflects the
remuneration bands that senior executives
in the Victorian public service must be
paid within during 2020-2021 - councils
are required to consider these bands
when setting their general manager’s
remuneration package.
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General manager remuneration paid in NSW,
Western Australia, Victoria and Queensland
ranges from (per annum):

$200,000 - $799,000
$205,000 - $633,852™
$135,000 - $479,900
$128,226 - $379,532

¢ Queensland:
¢ NSW:
¢ Victoria:

¢ Western Australia:

The average general manager remuneration
in Victoria in 2019 compared to NSW in 2019-
2020 was (per annum):

« NSW: $328,287"
e Victoria: $295,000'

This indicates that, on average, general managers
in Victoria received less remuneration than their
counterparts in NSW in 2019-2020.

Average remuneration for other jurisdictions
cannot be determined from the data
publicly available.

General managers in NSW did not receive the
maximum levels of remuneration received by
general managers in Queensland in 2019-2020.

A comparison of the top ten remuneration
packages (per annum) paid to general
managers in NSW and QLD" in 2019-2020
reveals that the highest paid general managers
in NSW earned less than their highest-paid
counterparts in Queensland:

1. NSW: $633,852 - QLD: $799,000
2. NSW: $512,092 - QLD: $700,000
3. NSW: $511,954 - QLD: $600,000
4. NSW: $501,938 - QLD: $550,000
5. NSW: $495,849 - QLD: $550,000
6. NSW: $486,744 - QLD: $539,000
7. NSW: $484,588 - QLD: $500,000
8. NSW: $482,353 - QLD: $500,000
9. NSW: $468,711 - QLD: $500,000
10. NSW: $465,510 - QLD: $499,999

14 Not including county councils. See Appendix 1
15 Not including county councils. See Appendix 1
16 https:
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The highest paid general managers in NSW and
Queensland in 2019-2020 earnt (per annum):

e NSW: $633,853 (Parramatta City Council)

e QLD: $700,000 - $799,000 (City of
Brisbane Council)®.

The general manager of the City of Brisbane
Council oversees one of Australia’s largest
councils that spans the entire Brisbane city

and surrounding suburbs and it is to be
expected that this position would attract higher
remuneration than Parramatta City Council or
City of Sydney Council.

However, a comparison of the second highest
paid general managers in Queensland and NSW
reveals that NSW general managers of the next
largest councils are also remunerated less than
their Queensland counterparts (per annum):

e NSW: $512,092 (Northern Beaches Council)

* QLD: $600,001 - $700,000 (City of Gold
Coast Council)

A comparison of the lowest ten remuneration
packages (per annum) paid to general
managers in NSW and QLD in 2019-2020
reveals that eight out of ten NSW general
managers earnt more than their Queensland
counterparts at the lower remuneration range:

1. NSW: $205,000 - QLD: $199,000
2. NSW: $210,867 - QLD: $200,000
3. NSW: $214,663 - QLD: $200,000
4. NSW: $220,000 - QLD: $200,000
5. NSW: $221,299 - QLD: $200,000
6. NSW: $221,324 - QLD: $200,000
7. NSW: $222,373 - QLD: $200,000
8. NSW: $226,222 - QLD: $225,001
9. NSW: $229,020 - QLD: $249,000
10. NSW: $230,150 - QLD: $250,000

It is unclear if population levels and council size
play a role in this.

www.lgi.vic.gov.au/managing-employment-cycle-council-ceo/print-all#current-employment-arrangements

17 The maximum value of the remuneration range reported by Queensland councils as having been paid to general

managers in 2019-2020 has been used.
18 https:

www.brisbane.qgld.gov.au/sites/default/files/documents/2020-10/Annual-Report-2019-20-0Oct%202020.pdf
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Senior staff remuneration

Any regulation of general manager
remuneration will have implications for the
remuneration of other senior staff of councils.

The Act (section 332(2)) defines ‘senior staff’ as
including the:

¢ general manager of the council, and

¢ holders of all other positions identified in the
council’s organisation structure as “senior
staff positions”.

Like general managers, the Act provides that
‘senior staff’ are to be employed under fixed
term, performance-based contracts based
on the standard contract approved by the
Departmental Chief Executive.

Like the standard contract for general
managers, the standard contract for senior staff
approved by the Departmental Chief Executive
must not include provisions relating to the level
of remuneration or salary.

Not all senior council executives are necessarily
considered ‘senior staff’ for the purposes of
the Act.

It depends on whether the council has
identified a position as a ‘senior staff’ one for
the purposes of the Act.

The Act (section 332) requires the governing
body to determine the senior staff positions
within the organisation structure of the council.
A council may not determine a position to be a
senior staff position unless:

* the responsibilities, skills and
accountabilities of the position are generally
equivalent to those applicable to the
Executive Band of the Local Government
(State) Award, and

19 https:

¢ the total remuneration package payable with
respect to the position is equal to or greater
than the minimum remuneration package
(within the meaning of Part 3B of the
Statutory and Other Offices Remuneration
Act 1975) payable with respect to senior
executives whose positions are graded Band
1 under the Government Sector Employment
Act 2013 (currently $192,600).

This means that staff positions other than
the general manager can only be determined
to be a ‘senior staff’ position if their total
remuneration package is equal to or greater
than $192,600'.

While the general manager is deemed to be

a ‘senior staff’ position, their remuneration

is not subject to this minimum remuneration
threshold and general managers’ remuneration
packages can be less than the threshold.

Senior council executives that are not identified
as ‘senior staff’ under the Local Government
Act are employed under the Local Government
(State) Award and are paid at the Executive
Band prescribed under the Award.

It is open to councils to have no ‘senior staff’
other than the general manager and for all
senior council executives to be employed under
the Award rather than the standard contract.

Current remuneration levels (per annum) under
the Executive Bands of the Award between
2020-2021 and 2022-2023 are?°:

« Level1: $96,314 - $100,204
* Level 2: $120,187 - $125,044
« Level 3: $149,989 - $156,047
« Level 4: $179,790 - $187,054

www.remtribunals.nsw.gov.au/statutory-and-other-offices

20 https:

usu.org.au/wp-content/uploads/2020/07/Local-Government-State-Award-2020.pdf
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Other jurisdictions

VICTORIA

Like NSW, Victorian councils employ ‘senior
officers’ under the Victorian Local Government
Act 2020.

A senior officer is defined in section 3(1) of the
Victorian Act as:

¢ the chief executive officer of the council

¢ amember of council staff who has
management responsibilities and reports
directly to the chief executive officer, and

* any other member of council staff whose
total remuneration currently exceeds the
threshold amount which is specified by the
Minister for Local Government in accordance
with the Act (section 97B).

The current threshold for a senior staff member
is remuneration equivalent to or above
$151,000 per annum.

Each year the senior officer remuneration
threshold is reviewed and increased by
the Minister.

In 2019-20, the remuneration range for senior

staff (not including the general manager) at the:

e City of Melbourne Council was $325,000 -
$408,7847, and

* City of Geelong Council was $151,000 -
$239,00022.

South Australia

South Australian councils employ ‘senior
executive officers’ under the South Australian
Local Government Act 1999.

Senior executive staff are defined as an
employee of a council:

< who reports directly to the general manager

« whose total remuneration equals or exceeds
$100,000 per annum, and

21 https:
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« whose position is identified in the
organisational structure of the council as a
senior executive officer’s position.

Data regarding the current remuneration levels
of senior staff in South Australian councils is
not publicly available.

Queensland

‘Senior executive employees’ in Queensland
are considered under the Queensland Local
Government Act 2009 (section 201) to be

the general manager and any other local
government employee that reports directly to
the general manager and whose position would
be considered to be a senior position in the
council’s organisational structure.

There is no minimum remuneration threshold
required to be categorised as a senior executive
employee in a Queensland council.

The Queensland Act requires the total
remuneration a council pays to its senior staff
to be published in the council’s annual report,
as well as the number of employees in senior
management who are being paid each band
of remuneration.

Comparison to NSW

The minimum remuneration thresholds for
senior staff in NSW, Victoria and South
Australia are:

e NSW: $192,600 per annum
e VIC: $151,000 per annum
* SA:$100,000 per annum

The higher minimum threshold indicates that senior
staff employed in NSW councils under the standard
contract may receive higher remuneration levels
than senior staff in other Australian jurisdictions.

However, the remuneration levels for senior
council staff employed under the Award

in NSW are equivalent to those paid in
other jurisdictions.

www.melbourne.vic.gov.au/SiteCollectionDocuments/annual-report-2019-20.pdf

22 https:

www.geelongaustralia.com.au/common/Public/Documents/8d8661974ed16d2-thecityofgreatergeelongannu

alreport2019-20.PDF
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Issues to consider

There are several issues to consider when
deciding whether further regulation or
prescriptive guidance is required with respect
to general manager remuneration.

Councils’ financial
position and
independence

The impact of the drought through most of
NSW over the last decade, the destruction
caused by the 2019/20 bushfires particularly
in south-eastern NSW, and the COVID-19
pandemic, have all significantly impacted the
ability of councils to provide essential services
and have led many stakeholders to consider
that councils should be supported in any way
possible to reduce their operating costs in
order to return more public money back into
their communities.

Minimising employment costs, including in
relation to general managers, is seen as one
practical option to help achieve this.

However, current general manager
remuneration practices allow for flexibility and
independent council autonomy particularly
when councils vary significantly in their
population size and geographical nature.

By maintaining the status quo, and retaining
current flexibility, it allows councils to work
within their own scope of work and budgets
and employ a general manager that best meets
the needs of a local council at a particular
point in time.

Community
expectations

Media reports in recent times indicate that
the Australian public has become increasingly
concerned about the disparity between senior
executive remuneration across the public and
private sectors and average worker wages.

While much of this concern has been focused
on the multi-million dollar salaries, benefits,
bonuses and share options paid to the chief
executive officers of large private sector
organisations and publicly listed companies, it
has led other jurisdictions such as Victoria and
South Australia to review the remuneration paid
to the general managers of their councils and
place caps on the maximum remuneration that
can be paid to ensure they remain in line with
community expectations.

Competition with the
private sector

NSW councils need strong, capable, high
performing and innovative leadership to ensure
that they meet community expectations and
deliver their strategic plans and objectives.

Many councils are large and complex
enterprises providing a wide range of services,
including but not limited to:

¢ garbage collection

¢ road building and maintenance
e child-care centres

¢ aged care facilities

¢ medical services

¢ community services

e social events

¢ community facilities

¢ lifeguard services

¢ pest control

¢ financial investments
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¢ youth events and services

e community-building activities

e citizenship and ceremonial events
¢ land-use management, and

e planning and development activities.

As outlined on Your Council?®>, NSW councils
employed over 48,000 staff in 2018-2019 with a
diverse range of roles and responsibilities.

In some rural communities, the local council
is the main employer and service-provider in
the region.

General managers are also required to control
large budgets, funded through public monies.

Total operating income for all NSW councils in
2018-19 was $12.5 billion ($15.2 billion including
capital grants and contributions) and total
expenditure was $12.4 billion.

NSW councils also own and control assets with
a total value of over $153.7 billion, including
cash, investments, infrastructure, plant

and equipment, receivables, inventory and
intangible assets.

They also maintained over 166,904km of
roads and determined 63,420 development
applications in 2018-2019.

Councils need to be able to offer competitive
salaries, particularly compared to the

private sector and NSW public sector,

to attract suitably qualified and talented
general managers.

23 https:
24 https:

WWww.yourcouncil.nsw.gov.au
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Employment
vulnerability

The role of a general manager is unique, and
complex compared to other chief executive
officers in the private and public sectors given
the political nature of local government.

As noted in a recent Victorian review of
general manager employment?4, unlike other
chief executive officers, a general manager

of a council is employed and managed by a
public entity comprised of elected community
representatives who make decisions by
democratic vote.

This creates a unique situation where a group
of people, who may have limited capability in
managing employment cycles and/or human
resource management, control the general
manager’s employment but no single individual
is responsible.

This, along with poor performance review
processes in some councils and potential
personal or political affiliations of councillors,
can cause a general manager’s employment to
be highly vulnerable to termination.

Contractual and performance arrangements
established by inexperienced elected members
can also impact on a general manager’s ability
to perform their duties effectively.

Remuneration negotiations are likely to take
this employment vulnerability and uncertainty
into account.

Conversely, general managers may also have

a disproportionate advantage in negotiating
their own contractual conditions with elected
members who are inexperienced or do not have
the expertise to set appropriate remuneration
for their general manager.

www.lgi.vic.gov.au/managing-employment-cycle-council-ceo/print-all
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Competition within the
government sector

The regulatory regime in place in NSW for
determining mayoral and councillor fees has
been identified by some stakeholders as a
possible model to regulate general manager
remuneration.

Under this model, the Local Government
Remuneration Tribunal, or another independent
body, would set the remuneration to be paid to
general managers based on the size, population
and diversity of the local government area,
operational complexity, revenue/expenditure of
the council and other relevant factors.

However, remote councils may possibly be
disadvantaged by any remuneration criteria
based on these factors.

Remote NSW councils find it challenging
to attract and retain suitably qualified and
experienced staff due to the geographical
isolation of their communities, and lifestyle,
housing, education and climate factors.

Many people who have the skills,
qualifications, experience and desire to work
in local government often prefer to live near
metropolitan centres.

Remote councils often need to offer above
market remuneration rates to attract staff
compared to similar sized regional and
metropolitan councils.

This can also be seen in the NSW
Capital Region.

NSW councils that are located near the
Australian Capital Territory are more likely
to need to pay higher remuneration to their
general managers and senior staff to be
competitive against the Commonwealth and
Australian Capital Territory governments in
attracting and retaining staff.

However, these councils would likely be
considered as smaller councils under any
comparative criteria used by an independent
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remuneration setting body, and their ability to
pay above-market remuneration to attract staff
would likely be restricted.

This would also make it harder for smaller and
regional/remote councils to compete against
larger and metropolitan councils for high
calibre staff.

Any regulatory regime for general manager
remuneration in NSW may need to account for
the need for smaller and remote councils to be
able to compete with other councils and levels
of government to attract high-calibre general
managers

Western Australia seeks to overcome this
challenge by offering a Regional/Isolation
Allowance and a Housing Allowance to general
managers of certain remote councils in addition
to the set remuneration package that is
determined by the Western Australian Salaries
and Allowances Tribunal.

An additional incentive may also be required in
this way to attract general managers to small
and remote NSW councils should remuneration
caps be set.

Parity with the NSW
public sector

It is difficult to compare the remuneration
received by senior executives in the NSW
public sector and general managers in making
any assessment of whether general manager
remuneration is appropriate.

While there are some similarities, NSW
government departments and agencies play a
different role and have different responsibilities
compared to councils.

They also have different staffing levels,
operating budgets, strategic objectives,
service delivery and engagement with
local communities.
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However, in the absence of any other useful
comparisons, Victoria uses prescribed public
sector remuneration levels to set remuneration
bands for Victorian general managers.

NSW also uses the remuneration paid to lower-
level senior executives in the NSW public
sector as a guide to the minimum remuneration
for senior staff at the council other than the
general manager.

A comparison of NSW senior executive public
service and general manager remuneration
indicates there is already some level of parity
between the different levels of government.

For example, many rural NSW councils
currently pay their general manager $205,000-
$399,827 per annum which could be seen to
be equivalent to the remuneration paid to a
Director of a unit ($192,600 - $274,000 per
annum) or an Executive Director of a branch
($274,701 - $345,550 per annum) in a NSW
government department or agency.

It is noted, however, that general managers
of some rural councils may be responsible for
a higher operating budget and staffing levels
than a Director or Executive Director in the
NSW public service.

The largest metropolitan councils paid their
general managers $397,929 - $633,852 per
annum in 2019-20 which could be seen to be
equivalent to the prescribed remuneration
bands for a Secretary ($487,051 - $562,650
per annum) or a Deputy Secretary ($345,551 -
$487,050 per annum) of a NSW public sector
department or agency.

Many Secretaries, however, are remunerated
above these prescribed bands and receive
up to $649,500 per annum via special
determinations made by the SOORT.

Many Deputy Sectaries also receive
up to $599,000 per annum through
special determinations.

It is noted, however, that general managers
of some of the largest NSW councils may be
responsible for higher operating budgets and
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staffing levels than Secretaries or Deputy
Secretaries of NSW government departments
and agencies and responsible for the delivery of
a broader range of services and infrastructure
to their communities.

Some stakeholders have suggested that

the SOORT be commissioned to prescribe
remuneration bands for general managers, like
they do for the NSW public sector.

To ensure talented general managers are not
lost from local government to state government
due to reduced remuneration, a mechanism
may be required to appropriately set a

level of remuneration for general managers

that is commensurate with their roles and
responsibilities.

Parity with other
jurisdictions

Based on publicly available data and
considering the size and complexity of NSW
councils compared to councils in other
jurisdictions, general managers in NSW do
not appear to be paid significantly higher
amounts than general managers in other
Australian jurisdictions.

Victoria and Western Australia

A comparison of the average general manager
remuneration in NSW in 2019-2020 ($328,287
per annum) and Victoria in 2019 ($295,000 per
annum) indicates that NSW general managers,
on average, are paid more than their Victorian
counterparts, but not significantly so.

A comparison of the two highest paid general
managers in NSW in 2019-2020 ($633,854 and
$512,092 per annum) and Victoria ($498,000
and $479,000 per annum) also reveals that
the general managers of the largest NSW
councils receive higher remuneration than their
Victorian counterparts.
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The maximum remuneration NSW general
managers received in 2019-2020 ($663,852
per annum) was also higher than in Western
Australia ($379,532 per annum).

It is unclear if the difference in population

and council size between the states plays a
role in this discrepancy, however, it is noted
that current NSW public sector remuneration
is also greater than Victoria public sector
remuneration, suggesting that it possibly does.

Current NSW public sector remuneration
packages range from $192,600 - $562,650
per annum (current special determinations
lifts this to $649,500 per annum) compared to
$135,000 - $479,900 per annum in Victoria.

Queensland

Compared to Queensland, NSW general
managers mostly receive lower remuneration
than their Queensland counterparts.

In all cases, the top ten highest paid general
managers in NSW were paid less than their
highest-paid counterparts in Queensland.

The highest paid general manager in NSW
(Parramatta City Council) received $633,853
per annum in 2019-2020 compared to the
highest paid general manager in Queensland
(Brisbane City Council) who received
$700,000-$799,000 per annum.

Similarly, the second highest paid general
manager in NSW (Northern Beaches Council)
received $512,092 per annum in 2019-

2020 compared to the second highest paid
general manager in Queensland (City of
Gold Coast Council) who received

$600,001 - $700,000 per annum.

A comparison of the lowest paid general
managers in NSW ($205,000 - $230,150
per annum) and Queensland ($199,000
- $250,000 per annum?s) indicates that

Queensland has a lower minimum remuneration
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for its general managers but this becomes
comparable to NSW as you move up the
lower range.

Potential increase in
remuneration costs for
some councils

Regulating general manager remuneration may
not necessarily reduce costs for all councils.

It is possible that for some councils paying
below market remuneration rates to their
general manager, it may have the opposite
effect and inflate their costs.

Senior staff impacts

Based on publicly available data, the lowest
paid general manager in NSW in 2019-2020
received $205,000 per annum.

Under the Act, the minimum remuneration that
can be received by a senior staff member at

a council is $192,600 per annum (excluding
county councils).

Therefore, in some NSW councils, there are
senijor staff that receive higher remuneration
than general managers in other councils.

Placing caps on general manager remuneration,
to ensure fairness, may necessarily lead to
placing caps on the remuneration of other
senior staff members to ensure that the general
manager continues to be the highest paid staff
member in a council.

Otherwise, councils may find it difficult to
attract individuals to more complicated and
demanding general manager roles when an
individual can occupy a higher paying but lower
level senior staff role at another council.

25 As Queensland reports its general manager remuneration in $100,000 ranges, the maximum value of published

range has been used.
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Transitional
arrangements

Any change to general manager remuneration
that lowers current rates is likely to be
disruptive to the local government sector,
leading to the loss of experienced and
talented general managers to higher paying
positions, potentially outside of the local
government sector.

It could also see the movement of general

managers from smaller lower-paying councils to

larger higher-paying ones.

This disruption could be minimised by
implementing transitional arrangements that
would see the existing employment conditions
of general managers already contracted to
councils preserved until their current contracts
expire, or until they end their employment with
the council.

However, the preservation of existing
entitlements may result in reduced
mobility and staff development as general
managers are unlikely to want to end
their contract or employment and give up
their existing remuneration for potentially
lower remuneration.

One way to potentially avoid this is to ensure
any remuneration caps set are higher than
existing remuneration levels paid to general
managers so that they are not disadvantaged
when they move councils.

However, this could mean, at least in the short
term, that the prescription of remuneration
caps would see increases in general manager
remuneration rather than a reduction.
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Options

Maintain status quo

Some stakeholders may consider that
government intervention is not required in
relation to the remuneration paid to general
managers of NSW councils.

Advantages to maintaining the status quo
include:

¢ no additional costs to councils through
increased remuneration levels prescribed by
the NSW Government or some other body

* the way general managers are remunerated
in NSW is consistent with current
arrangements in South Australia (for the
time being), Queensland, Tasmania and the
Northern Territory

e councils retain the discretion to offer
remuneration packages for general
managers that are appropriate to attract the
best possible applicants within the council’s
budgetary constraints

¢ general manager remuneration continues
to be determined by market forces which
allows councils to remain competitive with
other sectors, and

Maintaining the status quo, however,
does not address the concerns of some
stakeholders that:

¢ thereis alack of consistency in the
remuneration of general managers across
councils, and

¢ general managers are overpaid, particularly
given the financial pressure facing
some councils and compared to other
NSW workers.
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Regulate general
manager remuneration

Some stakeholders may consider that
government intervention is required to place
limits on the levels of remuneration general
managers receive.

Possible options include amending the Act to:

¢ empower the Local Government
Remuneration Tribunal to set general
manager remuneration levels in the same
way it does mayoral and councillor fees -
this would be similar to the approach used in
Western Australia and currently proposed in
South Australia

« empower the SOORT to set general manager
remuneration levels in the same way it does
for senior executives in the NSW public
sector - this would be similar to the new
approach used in Victoria

¢ establish a new independent body to set
general manager remuneration, or

¢ prescribe remuneration limits, as determined
by the NSW Government under the Act
and Regulation.

The Act could also be amended to grandfather
the remuneration of existing general managers.

Advantages in regulating general manager
remuneration include:

¢ general manager remuneration would be
determined by an independent body in a
similar way to other NSW public officials,
and general managers in Western Australia
and Victoria (and possibly South Australia),
enhancing equity and transparency

« there would be consistency in remuneration for
general managers between like councils, and

¢ the community is more likely to have
confidence in the remuneration levels paid
to general managers if they are set by an
independent body.
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Potential challenges include:

24

due to the diversity of councils in NSW
prescribed remuneration limits may be
problematic as exceptions to those limits
are likely to be sought and an individual or
body with relevant authority required to
assess these

giving jurisdiction to SOORT or a newly
established Tribunal rather than the Local
Government Remuneration Tribunal to set
general manager remuneration may result
in two Tribunals determining categories
of councils (depending on the model that
may be adopted for those purposes) - this
could lead to confusion and challenges to
determinations made

giving jurisdiction to SOORT rather than

the Local Government Remuneration
Tribunal may create confusion as to the roles
and authority of the Tribunals as general
manager remuneration and councillor fees
will be determined by two separate bodies

councils would be limited by NSW public
sector wages policy when setting general
manager remuneration and prevented from
providing possible performance incentives
(which are not allowed for NSW public
sector employees), which may restrict their
ability to attract and retain staff
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it would create a situation where individuals
or bodies at arms-length from councils
would be responsible for deciding the
remuneration of council staff rather than
councils themselves

how to deal with existing employment
contracts that see general managers paid
more than they would receive under any
future remuneration levels set

how to deal with the possibility that without
regulation of senior staff salaries, lower-
ranked senior staff at councils could be paid
more than a general manager

having an independent body set general
manager remuneration levels may not
lead to more community confidence in
remuneration levels - some stakeholders
disagree with the Local Government
Remuneration Tribunal’s annual
determinations in relation to mayoral and
councillor fees

some councils may be required to increase
the remuneration they pay to their general
manager if they currently pay below any
assigned remuneration band, and

additional costs incurred to fund a Tribunal
to determine general manager remuneration
each year - it is possible this cost may need
to be met by councils themselves.
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Have your say

We now want to hear from you.

Key questions to consider

e Do you think more regulation is needed
in relation to how much councils pay
their general managers?

¢ Why or why not?
« |f yes, what should this regulation
look like?

« Who should decide how much councils
pay their general managers?

Submissions may be made in writing
by COB 9 August 2021 to the following
addresses.

Post: Email:

Locked Bag 3015
NOWRA NSW 2541

olg@olg.nsw.gov.au

Submissions should be labelled ‘Review
of General Manager Remuneration’ and
marked to the attention of OLG’s Council
Governance Team.

Submissions received by the Office of
Local Government may be made publicly
available at its discretion. If submissions
are made public, contact details will

be redacted. The name of the person
making the submission may be released
unless the person has requested to
remain anonymous.

Any submissions received are also
subject to the Government Information
(Public Access) Act 20009.

Further information

For more information, please

contact OLG’s Council Governance Team
on (02) 4428 4100 or via email at
olg@olg.nsw.gov.au.
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Appendix 1: General manager
remuneration 2019-20

Total (excluding county

councils)

Total number of councils
Total remuneration paid:

Average remuneration:

128

$42,020,708

$328,287

Metropolitan councils

Principal CBD
¢ Sydney

Major CBD

¢ Parramatta

Metropolitan Large
« Northern Beaches
¢ Canterbury-Bankstown

¢ Blacktown

¢ Fairfield
e Inner West
¢ Penrith

¢ Sutherland
¢ Cumberland

e Liverpool

¢ Ryde
e Hills
* Average =

$511,954

$633,852

$512,092
$501,938
$486,744
$484,588
$482,353
$465,510
$435,102
$430,500
$419,244
$412,982
$397,929
$457,180

Metropolitan Medium

¢ Georges River
*« Bayside

¢ North Sydney
* Randwick

¢ Hornsby
¢ Ku-ring-gai
«  Willoughby
« Camden

e Campbelltown

¢ Average =

Metropolitan Small
* Lane Cove

*  Woollahra

« Waverley

* Burwood

* Strathfield

¢ Canada Bay

¢ Mosman

* Hunters Hill

* Average =

$460,017
$447,009
$428,000
$425,196
$407,405
$403,584
$391,565
$390,158
$376,912
$414,427

$412,003%
$404,875
$395,860
$383,519
$380,326
$379,703
$316,578
$300,404
$334,108

26 Council categories have been based on the Local Government Remuneration Tribunal’s 2020 Annual Report

and Determination (https:

www.remtribunals.nsw.gov.au/). Remuneration packages have been based on the

remuneration paid to general managers during the 2019-2020 financial year, as published in the council’s annual
report for that financial year. Remuneration packages includes any salary, superannuation payments, benefits and
fringe benefits tax paid to the general manager.

27 General managers remuneration for 2019-2020 could not be determined from the council’s annual reports. This figure is
the remuneration paid to the general manager during 2018-2019 as reported on the NSW Your Council website.
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Non-metropolitan councils

Major Regional City
* Newcastle

« Wollongong

¢ Average =

Major Strategic Area

¢ Central Coast

Regional Strategic Area

¢ Lake Macquarie

Regional Centre

e Maitland

* Wagga Wagga

* Shoalhaven

* Mid-Coast

¢ Dubbo Regional

¢ Bathurst Regional
e Coffs Harbour

¢ Tamworth Regional
* Blue Mountains

« Albury

«  Wollondilly

¢ Port Macquarie-Hastings
¢ Queanbeyan-Palerang
e Tweed

¢ Port Stephens

* Ballina

* Wingecarribee

* Shellharbour

e Lismore

¢ Armidale Regional
¢ Orange

¢ Hawkesbury

* Cessnock

e Clarence Valley

« Average =

$468,71
$410,223
$439,467

$495,849

$397,668

$450,326
$389,161
$383,952
$383,750
$380,253
$376,263
$366,147
$360,459
$358,643
$357,044
$354,610
$353,421
$351,655
$351,376
$344,998
$333,359
$330,000
$329,640
$329,415
$325,544
$325,348
$299,428
$295,501
$279,808
$350,420

Regional Rural

* Kiama

¢ Mid-Western Regional
¢ Singleton

e Eurobodalla

¢ Snowy Monaro Regional
e Goulburn Mulwaree

¢ Richmond Valley

¢ Kempsey

*  Griffith

¢ Bega Valley

e Broken Hill

e Byron

e Lithgow

* Average=

Rural

¢ Gwydir

e Inverell

e Narrabri

* Walgett

e Murrumbidgee
e Upper Hunter

e Federation

¢ Snowy Valleys
¢ Murray River

¢ Nambucca Valley
* Edward River

¢ Hilltops

¢ Liverpool Plains
* Forbes

e Carrathool

¢ Warrumbungle
¢ Bogan

¢ Gunnedah

¢ Coonamble
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$346,160
$339,734
$337,431
$330,946
$319,991
$317,493
$313,091
$311,532
$299,792
$293,960
$286,497
$285,984
$252,288
$310,377

$399,827
$349,924
$339,665
$322,817
$316,159
$306,448
$304,681
$303,156
$303,1M
$298,929
$295,446
$290,000
$286,94728
$286,418
$285,146
$283,807
$282,659
$282,015
$279,866

28 General manager’s remuneration for 2019-2020 could not be determined from publicly available data. This figure is
the remuneration paid to the general manager during 2018-2019 as published in the council’s 2018-2019 annual report.
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Narrandera
Dungog
Gilgandra
Cootamundra-Gundagai
Tenterfield
Wentworth
Moree Plains
Bourke
Bellingen

Glen Innes Severn
Leeton
Narromine
Cowra

Yass

Balranald
Lachlan
Temora
Kyogle
Berrigan
Uralla

Cobar
Blayney
Oberon
Muswellbrook
Warren
Walcha

Hay

Parkes
Coolamon
Greater Hume
Bland

Junee

Upper Lachlan
Lockhart
Cabonne
Central Darling

Brewarrina

$279,825
$279,447
$277,364
$276,253
$275,000
$274,094
$271,891
$268,624
$268,621
$263,991
$263,859
$262,000
$261,012
$260,000
$257,954
$255,000
$249,510
$249,232
$248,742
$246,897
$245,000
$244,745
$240,533
$240,770%
$240,360
$240,000
$234,600
$232,496
$230,150
$229,020
$226,222
$222,373
$221,324
$221,299
$220,000
$214,663%°
$210,867

29

30

28

Weddin
Average =

County Councils

Rous

Goldenfields Water
Riverina Water

Central Tablelands
Hawkesbury River
Upper Macquarie
Castlereagh-Macquarie
New England Tablelands
Upper Hunter

Average=
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$205,000
$267,119

$242,987
$237,251
$235,653
$174,917
$149,000
$104,000
$69,928
$59,902
$15,788
$143,270

General manager’s remuneration for 2019-2020 could not be determined from the council’s annual reports.
This figure is the remuneration paid to the general manager during 2018-2019 as reported on the NSW Your Council

website

General manager’s remuneration for 2019-2020 was not publicly available. This figure is the remuneration paid to

the general manager during 2018-2019 as published in the council’s 2018-2019 annual report
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Appendix 2: Comparison to
NSW public sector senior
executive remuneration

NSW Public Sector Senior Executives NSW local government general managers

Senior $ per annum Local Government $ per annum
Executive (2020-2021)% Remuneration Tribunal (2019-20)32
remuneration council category

band

Band 4 - $487,051 - $562,650 o

Secretaries  ($599,000 - $649,500)% Principal CBD $51,954
Band 3 -

$345,551 - $487,050

D t Major CBD 633,852
eputy ($533,050 - $599,000)% alor 3
Secretaries
Band 2 -
. $274,701 - $345,550 .
E>.<ecut|ve ($378.850 - $409,500)% Metropolitan Large $397,929 - $512,092
Directors
Band 1 - . .
) $192,600 - $274,700 Metropolitan Medium $376,912 - $460,017
Directors
Metropolitan Small $300,404 - $404,875
Major Regional City $410,223 - $468,711
Major Strategic Area $495,849
Regional Strategic Area $397,668
Regional Centre $279,808 - $450,326
Regional Rural $252,288 - $346,160
Rural $205,000 - $399,827
County councils $15,788 - $242,987
31 https://www.remtribunals.nsw.gov.au/statutory-and-other-offices

32

33

34

35

Council categories have been based on the Local Government Remuneration Tribunal’s 2020 Annual Report

and Determination (https://www.remtribunals.nsw.gov.au/). Remuneration packages have been based on the
remuneration paid to general managers during the 2019-2020 financial year, as published in the council’s annual
report for that financial year. Remuneration packages includes any salary, superannuation payments, benefits and
fringe benefits tax paid to the general manager.

A special determination applies to nine specifically named Secretaries lifting their remuneration package above the
standard threshold to $599,000 - $649,500 per annum

A special determination applies to five specifically named Deputy Secretaries lifting their remuneration package
above the standard threshold to $533,050 - $599,000 per annum

A special determination applies to three specifically named Executive Directors lifting their remuneration package
above the standard threshold to $378,850 - $409,500 per annum
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Appendix 3: Comparison to
mayoral and councillor fees

Category Councillor/Member Mayoral/Chairperson General manager
annual fee 2020- annual fee 2020 - remuneration 2019-
202136 202137 202038
Principal CBD $27,640 - $40,530 $169,100 - $222,510 $511,954
Major CBD $18,430 - $34,140 $39,160 - $110,310 $633,852
G | Met lit
enera CLropoltan 418 430 - $30,410  $39,160 - $88,600  $397,929 - $512,092
Purpose Large
Councils -

Metropolitan

Metropolitan

13,820 - $25,7
Medium $13,820 - $25,790

$29,360 - $68,530

$376,912 - $460,017

Metropolitan

$9,190 - $20,280
Small

$19,580 - $44,230

$300,404 - $404,875

Major Regional
ajor RegIonal ¢18 430 - $32,040

$39,160 - $99,800

$410,223 - $468,711

City

Major Strategic
General Area $18,430 - $32,040 $39,160 - $99,800 $495,849
Purpose Regional
Councils . $18,430 -$30,040 $39,160 - $88,600 $397,668

Strategic Area
- Non-

. Regional

metropolitan Centre $13,820 - $24,320 $28,750 - $60,080 $279,808 - $450,326

Regional Rural $9,190 - $20,280

$19,580 - $44,250

$252,288 - $346,160

Rural $9,190 - $12,160 $9,780 - $26,530 $205,000 - $399,827
C t
ounty $1,820 - $10,140  $3,920 - $16,660 $15,788 - $242,987
Councils
36 https://www.remtribunals.nsw.gov.au

37 This fee must be paid in addition to the fee paid to the Mayor/Chairperson as a Councillor/Member under section
249(2) of the Act.

38 Council categories have been based on the Local Government Remuneration Tribunal’s 2020 Annual Report
and Determination (https://www.remtribunals.nsw.gov.au/). Remuneration packages have been based on the
remuneration paid to general managers during the 2019-2020 financial year, as published in the council’s annual
report for that financial year. Remuneration packages includes any salary, superannuation payments, benefits and
fringe benefits tax paid to the general manager.
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Appendix 4: Queensland

Appendix 7.6-B

general manager remuneration
2019-20°

City of Brisbane Council

¢ Brisbane

Category 8

¢ City of Gold Coast

Category 7
¢ Logan
* Moreton Bay

¢ Sunshine Coast

Category 6
¢ lpswich

e Townsville

Category 5

¢ Redland

¢ Mackay

e Toowoomba

e Cairns

Category 4
e Fraser Coast
¢ Bundaberg
* Gladstone

¢ Rockhampton

$700,000 - $799,000

$601,001 - $700,000

$500,000 - $600,000
$440,000 - $539,000
$375,001 - $475,000

$450,000 - $550,000
$450,000 - $550,000

$400,000 - $500,000
$400,000 - $499,999
$300,000 - $400,000
$300,000 - $399,000

$400,000 - $500,000
$350,000 - $450,000
$300,000 - $399,000

not available

Category 3

Livingstone
Western Downs
Central Highlands
Lockyer Valley
Noosa
Whitsunday
Isaac

Southern Downs
Scenic Rim
Cassowary Coast
Tablelands
Gympie

South Burnett

Maranoa

Category 2

Mareeba
Somerset
Mt Isa

$400,000 - $500,000
$300,000 - $400,000
$300,000 - $400,000
$300,000 - $400,000
$300,000 - $400,000
$300,000 - $400,000
$300,000 - $400,000
$300,000 - $399,999
$300,000 - $399,000
$250,000 - $350,000
$250,000 - $350,000
$250,000 - $349,000
$200,000 - $299,000

not available

$300,000 - $400,000
$300,000 - $399,000
$200,000 - $300,000

39 Council categories have been based on the Queensland Local Government Remuneration Commission’s 2020

Annual Report (https:

www.dlgrma.gld.gov.au

data/assets/pdf file/0031/47947/local-government-

remuneration-commission-report-2020.pdf). Remuneration packages have been based on the remuneration band

paid to general managers during the 2019-2020 financial year, as published in the council’s annual report for that
financial year. Where data is not available this is because the general manager’s remuneration was not able to

be determined based on the information provided in the council’s annual report, or the report was not available
online at the time of writing.
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Category 1

32

Diamantina
Aurukun
Mornington
Torres Strait Island
Burdekin
Charters Towers
Balonne

North Burnett
Blackwall-Tambo
Goondiwindi
Hinchinbrook
Cook
Kowanyama
Burke

Croydon
Carpentaria
Longreach
Bulloo

Murweh

Quilpie
Barcaldine
Doomadgee
Banana

Torres Shire
Etheridge
Winton

Hope Vale

$300,000 - $400,000
$300,000 - $399,000
$380,000 - $389,999

$250,001 - $350,000

$250,001 - $350,000

$250,000 - $350,000
$200,001 - $300,000

$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$200,000 - $300,000
$201,000 - $300,000

$200,000 - $299,999

$200,000 - $299,999

$200,000 - $250,000
$150,000 - $250,000

$200,000 - $249,000
$125,001 - $225,001

Northern Peninsula
Pormpuraaw
Wujal Wujal
Yarrabah
Cloncurry
Boulia
Flinders
Woorabinda
Palm Island
Douglass
Lockhart River
Mapoon
Napranum
Weipa
McKinlay
Richmond
Barcoo

Paroo

Cherbourg
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$100,000 - $200,000
$100,000 - $200,000
$100,001 - $200,000
$100,000 - $200,000
$100,000 - $200,000
$100,000 - $200,000
$100,000 - $199,000
not available
not available
not available
not available
not available
not available
not available
not available
not available
not available
not available

not available
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Appendix 5: Comparison to
other jurisdictions

NSW 2019-20204° WA 2020-20214 VIC 2020-202142 QLD 2019-202043

Principal CBD: Band 1: Band 3: Brisbane:

$511,954 $250,375 - $379,532  $360,001 - $479,900 $700,000 - $799,000
Major CBD: Band 2: Band 2: Category 8:

$633,852 $206,500 - $319,752  $249,701 - $360,000 $601,001 - $700,000
Metropolitan Large: Band 3: Band 1: Category 7:

$397,929 - $512,092 $157,920 - $259,278 $135,000 - $249,700 $375,001 - $600,000
Metropolitan Medium: Band 4: Category 6:

$376,912 - $460,017 $128,226 - $200,192 $450,000 - $550,000
Metropolitan Small: Category 5:
$300,404 - $404,875 $300,000 - $500,000
Major Regional City: Category 4:

$410,223 - $468,71 $300,000 - $500,000
Major Strategic Area: Category 3:

$495,849 $200,000 - $500,000
Regional Strategic Area: Category 2:

$397,668 $200,000 - $400,000
Regional Centre: Category 1:

$279,808 - $450,326

Regional Rural:
$252,288 - $346,160

Rural:
$205,000 - $399,827

County councils:
$15,788 - $242,987

$100,000 - $400,000

40 Council categories have been based on the NSW Local Government Remuneration Tribunal’s 2020 Annual Report

and Determination (https:

www.remtribunals.nsw.gov.au/). Remuneration packages have been based on the

remuneration paid to general managers during the 2019-2020 financial year, as published in the council’s annual
report for that financial year. Remuneration packages includes any salary, superannuation payments, benefits and
fringe benefits tax paid to the general manager.

41 https://www.wa.gov.au/government/publications/local-government-chief-executive-officers-and-elected-

members-determination-no-1-0f-2020.

42 General manager remuneration in Victoria must take into consideration current Victorian public sector senior

executive remuneration levels (https:

www.vic.gov.au/victorian-public-service-executives)

43 Council categories have been based on the Queensland Local Government Remuneration Commission’s 2020

Annual Report and Determination (https:

www.dlgrma.gld.gov.au

data/assets/pdf file/0031/47947/local-

government-remuneration-commission-report-2020.pdf). Remuneration packages have been based on the

remuneration paid to general managers during the 2019-2020 financial year, as published in the council’s annual
report for that financial year.
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Berrigan Shire Council

Submission:

Model Councillor and Staff Interaction Policy

This submission is made by Matthew Hansen, Director Corporate Services on behalf of Berrigan Shire
Council. Further information regarding this submission can be obtained by contacting Mr. Hansen at
mail@berriganshire.nsw.gov.au or by contacting the Council administration office on 03 5888 5100.

Berrigan Shire Council broadly supports the draft Model Councillor and Staff Interaction Policy. While
the policy takes a more formal line than this Council has in the past, the policy clearly sets out base line
expectations for all Council officials.

The Council would like to commend the Office of Local Government (OLG) for the approach they have
taken in the development of this policy - taking advice from Councils and Council officials who work in
this space rather than developing a model policy based on advice from “subject experts” without direct
relevant experience in local government.

The Council would also like to commend OLG for not making adoption of this policy mandatory for all
Councils and allowing Councils to modify or amend this policy to meet local needs. Local government
is extremely diverse and what is appropriate for large urban Councils may not be appropriate for small,
rural Councils.

BERRIGAN Submission
SHIRE Model Councillor and Staff Interaction Policy

Page 1of1
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MODEL SOCIAL MEDIA POLICY
2020

ACCESS TO SERVICES

The Office of Local Government is located at:

Street Address: Levels 1 & 2, 5 O'Keefe Avenue, NOWRA NSW 2541
Postal Address: Locked Bag 3015, Nowra, NSW 2541

Phone: 02 4428 4100
Fax: 02 4428 4199
TTY: 02 4428 4209
Email : olg@olg.nsw.gov.au
Website: www.olg.nsw.gov.au

OFFICE HOURS

Monday to Friday

9.00am to 5.00pm

(Special arrangements may be made if these hours are unsuitable)
All offices are wheelchair accessible.

ALTERNATIVE MEDIA PUBLICATIONS
Special arrangements can be made for our publications to be provided in large print or an alternative
media format. If you need this service, please contact Client Services on 02 4428 4100.

DISCLAIMER

While every effort has been made to ensure the accuracy of the information in this publication, the
Department of Planning, Industry and Environment expressly disclaims any liability to any person in
respect of anything done or not done as a result of the contents of the publication or the data provided.

© Department of Planning, Industry and Environment 2020
Produced by the Department of Planning, Industry and Environment
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Introduction

Social media - opportunities and
challenges

Social media is at the heart of modern
communication. Since its inception, social
media has grown in popularity and influence
and is now fundamental to not just how
people interact with one another, but also to
how we work, play and consume information
and ideas.

Social media can be broadly defined as online
platforms and applications - such as social
networking sites, wikis, blogs, microblogs, video
and audio sharing sites, and message boards -
that allow people to easily publish, share and
discuss content'. Significantly, one of social
media’s key features is its unprecedented reach
and accessibility, in that anyone with a
computer or hand-held device can use social
media to generate content which has the
potential to be viewed and shared by hundreds
of millions of people worldwide.

Despite its obvious benefits, social media also
presents a variety challenges and risks. These
include:

»  the emergence of new, harmful forms of
behaviour, such as cyber-bullying and
trolling;

»  maintaining the accuracy, reliability and
integrity of information disseminated
from multiple sources;

»  organisations can be held liable for
content uploaded onto their social media
platforms by third parties;

» content uploaded in a person’s private
capacity can adversely affect their
employment and cause significant
reputational damage to colleagues and
employers; and

»  rapid innovation can make it difficult to
keep pace with emerging technologies
and trends.

T NSW Department of Education. Social media policy:
Implementation procedures — November 2018
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Social media and local government
in NSW

As in the federal and state jurisdictions, social
media has become an important tool in
government and political discourse at the local
level. In the context of NSW local government,
social media has two primary functions:

a) itis used by councils to interact and share
information with their communities in an
accessible and often more informal
format.

b) it enables councillors to promote their
achievements and address their
constituents directly about community
issues and events in ways that either
complement or bypass traditional news
and print media.

In addition, many councils use social media as
the platform through which they webcast their
meetings. This increases transparency by
providing visibility of council decision making
in real time.

However, councils and councillors are not
immune from the challenges associated with
social media, which can pose a significant risk
both in a legal sense and in terms of a council’s
ability to operate in a unified and coordinated
way. It is therefore vital that councils have the
right policy settings in place so that both
councils and councillors can realise the full
benefits of social media whilst mitigating risk.

The development and intent of this
policy

The Model Social Media Policy has been
developed by the Office of Local Government
(OLG) in consultation with councils. It is

applicable to councils, county councils and
joint organisations.

The Model Social Media Policy sets out an
exemplar approach by incorporating examples
of best practice from the social media policies
of a diverse range of NSW councils, as well as
from Commonwealth and State Government
agencies.



The Model Social Media Policy provides
councils, county councils and joint
organisations with a robust framework for the
administration and management of their social
media platforms. It also sets standards of
conduct for all council officials who use social
media in their official capacity. It has been
developed to be fit-for-purpose in a digital age
where innovation and emerging trends are the
norm.

The Model Social Media Policy recognises that
councils use social media differently depending
on factors such as a council’s size and
resources, the demographics of a local
government area, and council’s willingness to
engage with their community in this way. For
these reasons, the Model Social Media Policy
ensures a degree of flexibility by including
optional and adjustable provisions which
enables each council to tailor the policy to suit
its own unique circumstances.

Content of the Model Social Media
Policy
At the heart of the Model Social Media Policy

are the four 'Principles’ of social media
engagement. These are:

» Openness

» Relevance

»  Accuracy
Respect

These principles, which are expanded upon in
Part 1, should underpin every aspect of a
council’s social media activity and all councils
and council officials should commit to
upholding them.

Except for Part 8, this policy applies to council
social media pages and councillor social media
pages that are linked to the council’s website.

The Model Social Media Policy is structured as
follows:

Part 1 Sets out the principles of social media
engagement for councils
Part 2 Contains two administrative models

that councils can adopt in relation to
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the management of their social media
platforms

Part 3 Details the administrative framework

for councillors’ social media platforms

Part 4 Prescribes the standards of conduct
expected of council officials when
engaging on social media in an official
capacity or in connection with their

role as a council official

Part 5 Provides a framework by which
councils can remove content from their
social media platforms, and block or

ban third parties

Part 6 Prescribes how councils’ social media
platforms should be used during

emergencies

Part 7 Contains information about records
management and privacy requirements

relating to social media

Part 8 Relates to personal use of social media

by council officials

Part 9 Definitions

Adoption

While not mandatory, the Model Social Media
Policy reflects best practice and all councils,
county councils and joint organisations are
encouraged to adopt it. In doing so, they are
free to adapt the policy to suit their local
circumstances and operating environments or
to supplement it with their own provisions.

Optional and adjustable provisions are marked
in red.

Note: In adopting the Model Social Media
Policy, Joint Organisations should adapt it to
substitute the terms “board” for “council”,
“chairperson” for “mayor”, “voting
representative” for “councillor” and “executive

officer” for “general manager”.

Note: In adopting the Model Social Media
Policy, county councils should adapt it to
substitute the term “chairperson” for “mayor”
and “member” for “councillor”.

Enforcement

Clause 3.1(b) of the Model Code of Conduct for
Local Councils in NSW provides that council



officials must not conduct themselves in a
manner that is contrary to a council’s policies.
If adopted by a council, a breach of the policy
will be a breach of the council’s code of
conduct.

Concerns or complaints about the
administration of a council’s social media
platforms should be made to the council
official responsible for social media
management in the first instance.
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Model Social Media Policy

Part 1 - Principles

1.1 We, the councillors, staff and other
officials of (insert name of Council), are
committed to upholding and promoting
the following principles of social media

engagement:
Openness Our social media platforms
are places where anyone can
share and discuss issues that
are relevant to our Council
and the community we
represent and serve.

We will ensure our social
media platforms are kept up
to date with informative
content about our Council
and community.

Relevance

Accuracy The content we upload onto
our social media platforms
and any other social media
platform will be a source of
truth for our Council and
community and we will

prioritise the need to correct

inaccuracies when they occur.

Respect Our social media platforms
are safe spaces. We will
uphold and promote the
behavioural standards
contained in this policy and
our Council’s code of
conduct when using our
social media platforms and
any other social media
platform.

Part 2 - Administrative
framework for council’s
social media platforms

Note: this Part contains two different
models for who appoints authorised users.
These models are:

» Option 1 - the General Manager model

» Option 2 - the Social Media
Coordinator model

Platforms

2.1 Council will maintain a presence on the
following social media platforms:

>  Facebook
> Twitter

>  YouTube
> LinkedIn
» Instagram

2.2 Council's social media platforms must
specify or provide a clearly accessible link
to the 'House Rules’ for engaging on the
platform.

Establishment and deletion of
Council social media platforms

2.3 A new council social media platform, or a
social media platform proposed by a
council related entity (for example, a
council committee), can only be
established or deleted with the written
approval of the General Manager or their
delegate.

2.4 Where a council social media platform is
established or deleted in accordance with
clause 2.3, the General Manager or their
delegate may amend clause 2.1 of this



policy without the need for endorsement
by the Council’s governing body.

Option 1 - the ‘General
Manager’ model

The role of the General
Manager

2.5 The role of the General Manager is to

a) approve and revoke a staff member’s
status as an authorised user

b) develop and/or approve the training
and/or induction to be provided to
authorised users

¢) maintain a register of authorised users

d) maintain effective oversight of
authorised users

e) ensure the Council adheres to the rules
of the social media platform(s)

f) coordinate with the Council’s (Insert
name of Council department or team)
to ensure the Council’s social media
platforms are set up and maintained in
a way that maximises user friendliness
and any technical problems are
resolved promptly.

2.6 The General Manager is an authorised
user for the purposes of this policy.

Option 2 — the ‘Social Media
Coordinator’ model

Appointment and role of the

Social Media Coordinator

2.7 The General Manager will appoint a
member of council staff to be the
council’s social media coordinator (SMC).

The SMC should be a senior and suitably
qualified member of staff.

2.8 The General Manager may appoint more
than one SMC.

2.9 The SMC's role is to:

a) approve and revoke a staff member’s
status as an authorised user
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b) develop and/or approve the training
and/or induction to be provided to
authorised users

€) maintain a register of authorised users

d) maintain effective oversight of
authorised users

e) moderate the Council’s social media
platforms in accordance with Part 5 of
this policy

f) ensure the Council complies with its
record keeping obligations under the
State Records Act 1998 in relation to
social media

g) ensure the Council adheres to the
rules of the social media platform(s)

h) coordinate with the Council’s (Insert
name of Council department or team)
to ensure the Council’s social media
platforms are set up and maintained
in a way that maximises user
friendliness and any technical
problems are resolved promptly.

2.10 The SMC may delegate their functions
under paragraphs (e) and (f) of clause 2.7
to authorised users.

2.11 The SMC is an authorised user for the
purposes of this policy.

Authorised users

2.12 Authorised users are members of council
staff who are authorised by the General
Manager/SMC to upload content and
engage on the Council’s social media
platforms on the Council’s behalf.

2.13 Authorised users should be members of
council staff that are responsible for
managing, or have expertise in, the
events, initiatives, programs or policies
that are the subject of the social media
content.

2.14 The General Manager/SMC will appoint
(Insert a number) member(s) of Council
staff from each division of the Council to
be the authorised users for social media



content relating to the work of that
division.
OR

The General Manager/SMC will appoint
authorised users when required.

2.15 An authorised user must receive a copy of
this policy and induction training on social
media use and Council’s obligations
before uploading content on Council’s
behalf.

2.16 The role of an authorised user is to:

a) ensure, to the best of their ability, that
the content they upload onto the
Council's social media platforms is
accurate

b) correct inaccuracies in Council
generated content

¢) engage in discussions and answer
questions about the substantive
content on the Council’s social media
platform

d) keep the Council's social media
platforms up to date

e) moderate the Council’s social media
platforms in accordance with Part 5 of
this policy

f) ensure the Council complies with its
record keeping obligations under the
State Records Act 1998 in relation to
social media

Note: Paragraphs (e) and (f) are
applicable if the council adopts option
1.

g) where authorised to do so by the
SMC:

i) moderate the Council’s social
media platforms in accordance
with Part 5 of this policy

ii) ensure the Council complies with
its record keeping obligations
under the State Records Act 1998
in relation to social media
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Note: Paragraph(g) is applicable if the
council adopts option 2.

2.17 When uploading content, an authorised
user must identify themselves as a
member of Council staff but they are not
obliged to disclose their name or position
within the Council.

2.18 Authorised users must not use Council’s
social media platforms for personal
reasons.

Administrative tone

2.19 Authorised users upload content and
engage on social media on the Council's
behalf. Authorised users must use
language consistent with that function
and avoid expressing or appearing to
express their personal views when
undertaking their role.

2.20 Authorised users may use more personal,
informal language when engaging on the
Council’s social media platforms, for
example when replying to comments.
Abbreviations (for example: ‘CU L8r’, ‘How
RU, ‘lol") are not to be used.

Register of authorised users

2.21 The SMC/General Manager will maintain a
register of authorised users. This register
is to be reviewed (Council to specify
frequency) to ensure it is fit-for-purpose.

Ceasing to be an authorised
user

2.22 The General Manager / SMC may revoke a
staff member’s status as an authorised
user, if:

a) the staff member makes such a
request

b) the staff member has not uploaded
content onto any of the Council's
social media platforms in the last
(council to specify time period).

¢) the staff member has failed to comply
with this policy



d) the General Manager/SMC is of the
reasonable opinion that the staff
member is no longer suitable to be an
authorised user.
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Part 3 - Administrative
framework for
councillors’ social
media platforms

3.1

3.2

33

34

35

For the purposes of this policy, councillor
social platforms are not council social
media platforms. Part 2 of this policy does
not apply to councillors’ social media
platforms.

Councillors are responsible for the
administration and moderation of their
own social media platforms (in
accordance with Parts 3 and 5 of this
policy) and ensuring they comply with the
record keeping obligations under the
State Records Act 1998 in relation to social
media.

Clause 3.2 also applies to councillors in
circumstances where another person
administers, moderates, or uploads
content onto their social media platform.

Councillors must comply with the rules of
the platform when engaging on social
media.

The General Manager/SMC must ensure a
link to councillors’ social media platforms
is included on the councillor profile page
on Council’s website.

Induction and training

3.6

Councillors who engage or intend to
engage on social media must receive
induction training on social media use.
Induction training can be undertaken
either as part of the councillor's induction
program or as part of their ongoing
professional development program.



Identifying as a councillor

3.7 Councillors must identify themselves on
their social media platforms in the
following format:

Councillor “First Name and Last Name”.

3.8 A councillor’s social media platform must
include a profile photo which is a clearly
identifiable image of the councillor.

3.9 If a councillor becomes or ceases to be
the mayor, deputy mayor, or the holder of
another position (for example, chairperson
of a committee), this must be clearly
stated on the councillor’s social media
platforms and updated within (Council to
specify timeframe) of a change in
circumstances.

Other general requirements for
councillors’ social media
platforms

3.10 Councillor social media platforms must
specify or provide a clearly accessible link
to the 'House Rules’ for engaging on the
platform.

3.11 A councillor's social media platform must
include a disclaimer to the following
effect:

“The views expressed and comments made
on this social media platform are my own
and not that of the Council”.

3.12 Despite clause 3.11, mayoral or councillor
media releases and other content that has
been authorised according to the
Council’'s media and communications
protocols may be uploaded onto a
councillor’s social media platform.

3.13 Councillors may, in consultation with the
General Manager, upload publicly
available Council information onto their
social media platforms.
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3.14 Councillors may use more personal,
informal language when engaging on
their social media platforms.

Councillor queries relating to
social media platforms

3.15 Questions from councillors relating to
their obligations under this policy or
technical queries relating to the operation
of their social media platforms may be
directed to the General Manager/SMC in
the first instance.

Other social media platforms
administered by councillors

3.16 A councillor must advise the General
Manager/SMC of any social media
platforms they administer on which
content relating to the Council or council
officials is, or is expected to be, uploaded.
The councillor must do so within:

a) (Council to specify timeframe) of
becoming a councillor, or

b) (Council to specify timeframe) of
becoming the administrator.



Part 4 - Standards of
conduct on social
media

4.1

42

43

This policy only applies to council officials’
use of social media in an official capacity
or in connection with their role as a council
official. The policy does not apply to
personal use of social media that is not
connected with a person’s role as a council
official.

Council officials must comply with the
Council's code of conduct when using
social media in an official capacity or in
connection with their role as a council
official.

Council officials must not use social media
to post or share comments, photos, videos,
electronic recordings or other information
that:

a) is defamatory, offensive, humiliating,
threatening or intimidating to other
council officials or members of the
public

b) contains profane language or is sexual
in nature

c) constitutes harassment and/or bullying
within the meaning of clauses 3.7 and
3.9 of the Model Code of Conduct for
Local Councils in NSW, or is unlawfully
discriminatory

d) is contrary to their duties under the
Work Health and Safety Act 2011 and
their responsibilities under any policies
or procedures adopted by the Council
to ensure workplace health and safety

e) contains content about the Council,
council officials or members of the
public that is misleading or deceptive

f) divulges confidential Council
information

4.4

4.5

4.6

47
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g) breaches the privacy of other council
officials or members of the public

h) contains allegations of suspected
breaches of the Council’s code of
conduct or information about the
consideration of a matter under the
Procedures for the Administration of the
Model Code of Conduct for Local
Councils in NSW,

i) could be perceived to be an official
comment on behalf of the Council
where they have not been authorised
to make such comment,

j)  commits the Council to any action
k) violates an order made by a court
[) breaches copyright

m) advertises, endorses or solicits
commercial products or business

n) constitutes spam

0) is in breach of the rules of the social
media platform.

Council officials must:

a) attribute work to the original author,
creator or source when uploading or
linking to content produced by a third

party

b) obtain written permission from a
minor’s parent or legal guardian
before uploading content in which the
minor can be identified.

Council officials must exercise caution when
sharing, liking, or retweeting content as this
can be regarded as an endorsement.

Council officials must not incite or
encourage other persons to act in a way
that is contrary to the requirements of this

Part.

Councillors must uphold and accurately
represent the policies and decisions of the



Council's governing body but may explain
why they voted on a matter in the way that
they did. (see section 232(1)(f) of the Local
Government Act 1993)
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Part 5 - Moderation of
social media platforms

5.1

5.2

Council officials who are responsible for
the moderation of the Council's or
councillors’ social media platforms may
remove content and ‘block’ or ban a
person from those platforms. Such actions
must be undertaken in accordance with
this Part.

For the purposes of this Part, ‘'social media
platform” and 'platform’ means both the
Council’s and councillors’ social media
platforms.

House Rules

5.3

54

Social media platforms must state or
provide an accessible link to the ‘House
Rules’ for engaging on the platform.

At a minimum, the House Rules should
specify:

a) the principles of social media
engagement referred to in clause 1.1
of this policy

b) the type of behaviour or content that
will result in that content being
removed or a person being blocked
or banned from the platform

c) the process by which a person can be
blocked or banned from the platform

d) a statement relating to privacy and
personal information (see clause 7.4
of this policy)

e) when the platform will be monitored
(for example weekdays 9am — 5pm,
during the Council’s business hours)

f) that the social media platform is not
to be used for making complaints
about the Council or council officials.

Note: If the Council adopts clause
5.4(f), the House Rules should include



55

information about, or a link to,
Council’s complaints handling policy.

For the purposes of clause 5.4(b), third
parties engaging on social media
platforms must not post or share
comments, photos, videos, electronic
recordings or other information that

a) is defamatory, offensive, humiliating,
threatening or intimidating to council
officials or members of the public,

b) contains profane language or is sexual
in nature

c) constitutes harassment and/or bullying
within the meaning of clauses 3.7 and
3.9 of the Model Code of Conduct for
Local Councils in NSW, or is unlawfully
discriminatory

d) contains content about the Council,
council officials or members of the
public that is misleading or deceptive

e) breaches the privacy of council
officials or members of the public

f) contains allegations of suspected
breaches of the Council’s code of
conduct or information about the
consideration of a matter under the
Procedures for the Administration of
the Model Code of Conduct for Local
Councils in NSW,

g) Vviolates an order made by a court
h) breaches copyright

i) advertises, endorses or solicits
commercial products or business,

J)  constitutes spam

k) would be in breach of the rules of the
social media platform.
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Removal of content

5.6 Where a person uploads content onto a

5.7

5.8

social media platform that is of a kind
specified under clause 5.5(a) — (k), the
moderator may remove that content.

Prior to removing the content, the
moderator must make a record of it (for
example, a screenshot).

If the moderator removes content under
clause 5.6, they must, where practicable,
notify the person who uploaded the
content that it has been removed and the
reason(s) for its removal.

Blocking or banning

5.9

If a person uploads content that is
removed under clause 5.6 of this policy on
(Council to specify a number) occasions,
that person may be blocked or banned
from the social media platform / all social
media platforms.

5.10 A person may only be blocked or banned

5.11

from a Council social media platform with
the approval of the General
Manager/SMC. This clause does not apply
to blocking or banning a person from a
councillor's social media platform.

Prior to blocking or banning a person
from a social media platform, the person
must, where practicable, be advised of the
intention to block or ban them from the
platform/all platforms and be given a
chance to respond. Any submission made
by the person must be considered prior to
a determination being made to block or
ban them.

5.12 The duration of the block or ban is to be

determined by the General Manager/SMC,
or in the case of a councillor’s social
media platform, the councillor.

5.13 Where a determination is made to block

or ban a person from a social media
platform/all social media platforms, the
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person must, where practicable, be Part 6 _ Use Of SOCiaI

notified in writing of the decision and the

reasons for it. The written notice must also med ia du ri ng

advise the person which social media .
platforms they are blocked or banned emergGHC|es

from and the duration of the block or ban.
) ) 6.1 During emergencies, such as natural
>.14 Where a person that is the subject of a disasters or public health incidents, the

block or ban continues to engage on a General Manager/SMC will be responsible

social media platform(s) using an for the management of content on the

alternative social media account, profile, Council's social media platforms

avatar, etc, a moderator may block or ban

the person from the platform(s) 6.2 Authorised users and council officials
immediately. In these circumstances must not upload content onto the
clauses 5.9 to 5.13 do not apply. Council’s or their own social media

platforms which contradicts advice issued
by the agency coordinating the
emergency response.



Part 7 - Records
management and
privacy requirements

Records management

7.1 Social media information is a ‘record’ for
the purposes of the State Records Act 1998.

7.2 Social media information must be
managed in accordance with the State
Records Act 1998 and the Council’s
approved records management policies
and practices.

Privacy considerations and
requirements

7.3 Social media communications are in the
public domain. Council officials should
exercise caution about what personal
information, if any, they upload onto social
media.

7.4 The Privacy and Personal Information
Protection Act 71998 applies to the use of
social media platforms by the Council and
councillors. To mitigate potential privacy
risks, the Council and councillors will:

a) advise people not to provide personal
information on social media platforms

b) inform people if any personal
information they may provide on social
media platforms is to be used for
official purposes

¢) moderate comments to ensure they do
not contain any personal information

d) advise people to contact the Council or
councillors through alternative
channels if they have personal
information they do not want to
disclose in a public forum.

2 Social Media: Guidance for Agencies and Staff
(Government of South Australia) — page 9
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Part 8 - Private use of
social media

Note: Activities on social media websites are
public activities. Even though privacy
settings are available, content can still be
shared and accessed beyond the intended
recipients.

The terms and conditions of most social
media sites state that all content becomes
the property of the site on which it is
posted?.

8.1 Council officials who engage on social
media in their private capacity should
maintain a separate social media
account(s) for that purpose.

8.2 Council officials should ensure that:

a) they do not identify themselves as a
council official on their private social
media account(s)

b) they do not undertake any functions
associated with their role as a council
official on their private social media
account(s)

C) appropriate privacy settings are
enabled on their private social media
account(s).

What constitutes ‘private’ use?

8.3 For the purposes of this policy, a council
official’s social media engagement will be
considered ‘private use’ when the content
they upload:

a) is not associated with, or refers to,
the Council, any other council
officials, contractors, related entities
or any other person or organisation
providing services to or on behalf of
the Council, and



8.4

b) is not related to or does not contain

information acquired by virtue of their
employment or role as a council
official.

If a council official chooses to identify
themselves as a council official, either
directly or indirectly (such as in their user
profile), then they will not be deemed to
be acting in their private capacity for the
purposes of this policy.

Use of social media during
work hours

8.5

8.6

Council staff may access and engage on
social media in their private capacity
during work hours for a period of time to

be specified by their manager (OPTION 1).

OR

Council staff may only access and engage
on social media in their private capacity
while at work during breaks (OPTION 2).

OR

Council staff must not access or engage
on social media in their private capacity
during work hours (OPTION 3).

Council staff who do access and engage
on social media in their private capacity
during work hours must ensure it does
not affect their required performance.

Note: Councils that adopt clause 8.5
(Option 3) should delete clause 8.6.
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Part 9 - Definitions

In this Model Social Media Policy, the following terms have the following meanings:

authorised
user

council
official

minor

personal
information

SMC

social media

members of council staff who are authorised by the General Manager or SMC to
upload content and engage on the Council’s social media platforms on the Council’s
behalf

in the case of a council - councillors, members of staff and delegates of the council
(including members of committees that are delegates of the council);

in the case of a county council — members, members of staff and delegates of the
council (including members of committees that are delegates of the council);

in the case of a joint organisation — voting representatives, members of staff and
delegates of the joint organisation (including members of committees that are
delegates of the joint organisation)

for the purposes of clause 4.3(b) of this policy, is a person under the age of 18 years

information or an opinion (including information or an opinion forming part of a
database and whether or not recorded in a material form) about an individual whose
identity is apparent or can reasonably be ascertained from the information or opinion

is a council's social media coordinator appointed under clause 2.7 of this policy

online platforms and applications - such as social networking sites, wikis, blogs,
microblogs, video and audio sharing sites, and message boards - that allow people
to easily publish, share and discuss content. Examples of social media platforms
include, but are not limited to Facebook, Twitter, Snapchat, LinkedIn, Yammer,
YouTube, Instagram, Flicker and Wikipedia
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MODEL COUNCILLOR AND STAFF INTERACTION POLICY
2020

ACCESS TO SERVICES

The Office of Local Government is located at:

Street Address: Levels 1 & 2, 5 O'Keefe Avenue, NOWRA NSW 2541
Postal Address: Locked Bag 3015, Nowra, NSW 2541

Phone: 02 4428 4100
Fax: 02 4428 4199
TTY: 02 4428 4209
Email : olg@olg.nsw.gov.au
Website: www.olg.nsw.gov.au

OFFICE HOURS

Monday to Friday

9.00am to 5.00pm

(Special arrangements may be made if these hours are unsuitable)
All offices are wheelchair accessible.

ALTERNATIVE MEDIA PUBLICATIONS
Special arrangements can be made for our publications to be provided in large print or an alternative
media format. If you need this service, please contact Client Services on 02 4428 4100.

DISCLAIMER

While every effort has been made to ensure the accuracy of the information in this publication, the
Department of Planning, Industry and Environment expressly disclaims any liability to any person in
respect of anything done or not done as a result of the contents of the publication or the data
provided.

© Department of Planning, Industry and Environment 2020
Produced by Department of Planning, Industry and Environment
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Preface

Positive working relationships
between councillors and staff: a
council’s key asset

Positive, professional working relationships
between councillors and staff are a key
element of any council’s success. If
relationships between councillors and staff are
functioning effectively, the council is more
likely to perform effectively. If relationships are
dysfunctional, then the council’s performance
will suffer.

A good relationship between councillors and
staff is based, in large part, on both having a
mutual understanding and respect for each
other’s roles and responsibilities. These are
defined in the Local Government Act 1993 (the
LGA) and the Model Code of Conduct for Local
Councils in NSW (the Model Code of Conduct).

In broad terms, a councillor's role is a strategic
one. As members of the governing body,
councillors are responsible not only for
representing the community, but also for
setting the strategic direction of the council
and keeping its performance under review. A
comprehensive outline of the role of a
councillor is provided in Part 4 of this Policy.

The role of council staff, under the leadership
of the general manager, is to carry out the day-
to-day operations of the council and to
implement the decisions, plans, programs and
policies adopted by the governing body.

Access to information: the key to the
relationship

Councillors need access to information about
the council’s strategic position and
performance to perform their civic functions
effectively. The general manager and staff are
responsible for providing councillors with this
information to facilitate the decision-making
process.

Given councillors’ role in setting the council's
strategic direction and keeping its performance
under review, councillors are entitled to
request information about a range of issues.
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However, in requesting information, councillors
should not be seeking to interrogate the
minutiae of the council’s operations or to
direct or influence staff in the performance of
their duties. Councillors should also recognise
that a council’s resources are finite, and they
need to be mindful of the impact of their
requests.

Above all, interactions between councillors and
staff should be positive, respectful and
professional.

The development and intent of this
policy

This Model Councillor and Staff Interaction
Policy has been developed by the Office of
Local Government (OLG) in consultation with
councils. It is applicable to councils, county
councils and joint organisations.

It provides an exemplar approach,
incorporating examples of best practice from a
diverse range of NSW councils. At its core, the
policy has two main goals:

e  to establish a framework by which
councillors can access the information
they need to perform their civic functions,
and

e to promote positive and respectful

interactions between councillors and staff.

The Model Councillor and Staff Interaction
Policy is structured as follows:

Part 1 Introduction

Part 2 Sets out the scope of the policy

Part 3 Describes the policy’s objectives
Part 4 Sets out the respective roles and

responsibilities of councillors and
staff and the principles that should
guide their interactions

Part 5 Sets out the administrative
framework for a councillor requests
system

Part 6 Identifies which staff councillors can

contact directly

Part 7 Addresses councillors’ entitlement
to access council buildings



Part 8 Describes appropriate and

inappropriate interactions between

councillors and staff

Schedule 1  Contains a template for a list of

staff councilors can contact directly

under Part 6 of the policy

Adoption

While not mandatory, the Model Councillor
and Staff Interaction Policy reflects best
practice and all councils, county councils and
joint organisations are encouraged to adopt it.
In doing so, they are free to adapt the policy to
suit their local circumstances and operating
environments or to supplement it with their
own provisions.

Provisions which can be adjusted are marked in
red.

Note: In adopting the policy, joint
organisations should adapt it to substitute the
terms “board” for “council”, “chairperson” for
“mayor”, “voting representative” for
“councillor” and "executive officer” for “general

manager”.

Note: In adopting the policy, county councils
should adapt it to substitute the term
“chairperson” for “mayor” and “member” for
“councillor”.
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Enforcement

Clause 3.1(b) of the Model Code of Conduct
provides that council officials must not
conduct themselves in a manner that is
contrary to a council’s policies. If adopted by a
council, a breach of the policy may also
constitute a breach of council’s code of
conduct.

Concerns or complaints about the
administration of a council's councillor request
system should be raised with the general
manager in the first instance.
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Model Councillor and Staff Interaction

Policy

Part 1 - Introduction

1.1

1.2

13

14

The Councillor and Staff Interaction Policy
(the Policy) provides a framework for
councillors when exercising their civic
functions by specifically addressing their
ability to interact with, and receive advice
from, authorised staff.

The Policy complements and should be
read in conjunction with (Insert name of
Council's) Code of Conduct (the Code of
Conduct).

The aim of the Policy is to facilitate a
positive working relationship between
councillors, as the community’s elected
representatives, and staff, who are
employed to administer the operations of
the Council. The Policy provides direction
on interactions between councillors and
staff to assist both parties in carrying out
their day-to-day duties professionally,
ethically and respectfully.

It is important to have an effective working
relationship that recognises the important
but differing contribution both parties
bring to their complementary roles.

Part 2 - Application

2.1

2.2

2.3

2.4

2.5

This Policy applies to all councillors and
council staff.

This Policy applies to all interactions
between councillors and staff, whether
face-to-face, online (including social media
and virtual meeting platforms), by phone,
text message or in writing.

This Policy applies whenever interactions
between councillors and staff occur,
including inside or outside of work hours,
and at both council and non-council
venues and events.

This Policy does not confer any delegated
authority upon any person. All delegations
to staff are made by the General Manager.

Clause 3.1(b) of the Code of Conduct
provides council officials must not conduct
themselves in a manner that is contrary to
a council’s policies. A breach of this Policy
will be a breach of the Code.



Part 3 - Policy objectives

3.1 The objectives of the Policy are to:

a)

b)

Q

d)

e)

9)

h)

establish positive, effective and
professional working relationships
between councillors and staff defined
by mutual respect and courtesy

enable councillors and staff to work
together appropriately and effectively
to support each other in their
respective roles

ensure that councillors receive advice
in an orderly, courteous and
appropriate manner to assist them in
the performance of their civic duties

ensure councillors have adequate
access to information to exercise their
statutory roles

provide direction on, and guide
councillor interaction with, staff for
both obtaining information and in
general situations

maintain transparent decision making
and good governance arrangements

ensure the reputation of Council is
enhanced by councillors and staff
interacting consistently, professionally
and positively in their day-to-day
duties

provide a clear and consistent
framework through which breaches of
the Policy will be managed in

accordance with the Code of Conduct.
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Part 4 - Principles, roles
and responsibilities

4.1

4.2

4.3

Several factors contribute to a good
relationship between councillors and staff.
These include goodwill, understanding of
roles, communication, protocols, and a
good understanding of legislative
requirements.

The Council's governing body and its
administration (being staff within the
organisation) must have a clear and
sophisticated understanding of their
different roles, and the fact that these
operate within a hierarchy. The
administration is accountable to the
General Manager, who in turn, is
accountable to the Council’s governing
body.

Section 232 of the Local Government Act
7993 (the LGA) states that the role of a
councillor is as follows:

a) to be an active and contributing
member of the governing body

b) to make considered and well-
informed decisions as a member of
the governing body

c) to participate in the development of
the integrated planning and
reporting framework

d) to represent the collective interests
of residents, ratepayers and the local
community

e) to facilitate communication between
the local community and the
governing body

f)  to uphold and represent accurately
the policies and decisions of the
governing body

g) to make all reasonable efforts to
acquire and maintain the skills



necessary to perform the role of a
councillor.

4.4 The administration’s role is to advise the

4.5

4.6

Principle

Equitable and
consistent

Considerate and
respectful

governing body, implement Council’s
decisions and to oversee service delivery.

It is beneficial if the administration
recognises the complex political
environments in which elected members
operate and acknowledge that they work
within a system that is based on
democratic governance. Councillors
similarly need to understand that it is a
highly complex task to prepare
information and provide quality advice on
the very wide range of issues that Council
operations cover.

Council commits to the following
principles to guide interactions between
councillors and staff:

Achieved by

Ensuring appropriate,
consistent and equitable
access to information for all
councillors within
established service levels

Councillors and staff
working supportively
together in the interests of
the whole community,
based on mutual respect
and consideration of their
respective positions

Ethical, open and Ensuring that interactions

transparent

Fit for purpose

between councillors and
staff are ethical, open,
transparent, honest and
display the highest
standards of professional
conduct

Ensuring that the provision
of equipment and
information to councillors is

Accountable and
measurable
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done in a way that is
suitable, practical and of an
appropriate size, scale and
cost for a client group of
(Council to insert the
number of councillors)
people.

Providing support to
councillors in the
performance of their role in
a way that can be
measured, reviewed and
improved based on
qualitative and quantitative
data

4.7 Councillors are members of the Council’s

governing body, which is responsible for
directing and controlling the affairs of the
Council in accordance with the LGA.
Councillors need to accept that:

a) responses to requests for information
from councillors may take time and
consultation to prepare and be
approved prior to responding

b) staff are not accountable to them
individually

c) they must not direct staff except by
giving appropriate direction to the
General Manager by way of a council
or committee resolution, or by the
mayor exercising their functions
under section 226 of the LGA

d) they must not, in any public or
private forum, direct or influence, or
attempt to direct or influence, a
member of staff in the exercise of
their functions

e) they must not contact a member of
staff on council-related business
unless in accordance with this Policy



f)  they must not use their position to
attempt to received favourable
treatment for themselves or others.

4.8 The General Manager is responsible for

the efficient and effective day-to-day
operation of the Council and for ensuring
that the lawful decisions of the Council are
implemented without undue delay.
Council staff need to understand:

a) they are not accountable to individual
councillors and do not take direction
from them. They are accountable to
the General Manager, who in turn is
accountable to the Council's
governing body

b) they should not provide advice to
councillors unless it has been
approved by the General Manager

¢) they must carry out reasonable and
lawful directions given by any person
having the authority to give such
directions in an efficient and effective
manner

d) they must ensure that participation in
political activities outside the service
of the Council does not interfere with
the performance of their official duties

e) they must provide full and timely
information to councillors sufficient to
enable them to exercise their civic
functions in accordance with this
Policy.
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Part 5 - The councillor
requests system

5.1

5.2

5.3

54

55

Councillors have a right to request
information provided it is relevant to
councillor's exercise of their civic
functions. This right does not extend to
matters about which a councillor is merely
curious.

Councillors do not have a right to request
information about matters that they are
prevented from participating in decision-
making on because of a conflict of
interest, unless the information is
otherwise publicly available.

The General Manager may identify
Council support staff (the Councillor
support officer) under this Policy for the
management of requests from councillors.

Councillors can use the councillor
requests system to:

a) request information or ask questions
that relate to the strategic position,
performance or operation of the
Council

b) bring concerns that have been raised
by members of the public to the
attention of staff

¢) request ICT or other support from
the Council administration.

Councillors must, to the best of their
knowledge, be specific about what
information they are requesting, and
make their requests respectfully. Where a
councillor's request lacks specificity, the
General Manager or staff member
authorised to manage the matter is
entitled to ask the councillor to clarify
their request and the reason(s) why they
are seeking the information.



5.6 Staff must make every reasonable effort to

5.7

5.8

5.9

assist councillors with their requests and
do so in a respectful manner.

The General Manager or the staff member
authorised to manage a councillor request
will provide a response within (Council to
insert timeframes for responding to
councillor requests). Where a response
cannot be provided within that timeframe,
the councillor will be advised, and the
information will be provided as soon as
practicable.

Councillors are required to treat all
information provided by staff
appropriately and to observe any
confidentiality requirements.

Staff will inform councillors of any
confidentiality requirements for
information they provide so councillors
can handle the information appropriately.

5.10 Where a councillor is unsure of

5.11

confidentiality requirements, they should
contact the General Manager, or the staff
member authorised to manage their
request.

The General Manager may refuse access

to information requested by a councillor
if:

a) theinformation is not necessary for
the performance of the councillor's
civic functions, or

b) the councillor has previously declared
a conflict of interest in the matter
and removed themselves from
decision-making on it, or

c) the General Manager is prevented by
law from disclosing the information,
or

d) if responding to the request would, in
the General Manager’s opinion, result
in an unreasonable diversion of staff
time and resources.
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5.12 Where the General Manager refuses to

provide information requested by a
councillor, they must act reasonably. The
General Manager must advise a councillor
in writing of their reasons for refusing
access to the information requested.

5.13 Where a councillor's request for

information is refused by the General
Manager on the grounds referred to
under paragraph c) of clause 5.11, the
councillor may instead request the
information through a resolution of the
council by way of a notice of motion.

5.14 Where a councillor persistently makes

requests for information which, in the
General Manager’s opinion, result in a
significant and unreasonable diversion of
staff time and resources the council may,
on the advice of the General Manager,
resolve to limit the number of requests
the councillor may make.

5.15 A report will be provided to councillors

regularly (at least quarterly) regarding the
performance and efficiency of the
councillor requests system against
established key performance indicators.



Part 6 — Access to Council
staff

6.1

6.2

6.3

6.4

6.5

6.6

6.7

Councillors may directly contact members
of staff that are listed at Schedule 1 of this
Policy. The General Manager may amend
this list at any time and will advise
councillors promptly of any changes.

Councillors can contact staff listed at
Schedule 1 about matters that relate to the
staff member's area of responsibility.

Councillors should as far as practicable,
only contact staff during normal business
hours.

If councillors would like to contact a
member of staff not listed on Schedule 1,
they must receive permission from the
General Manager.

If a councillor is unsure which authorised
staff member can help with their enquiry,
they can contact the General Manager or
the Councillor Support Officer who will
provide advice about which authorised
staff member to contact.

In some instances, the General Manager or
a member of the Council’s executive
leadership team will direct a council staff
member to contact councillors to provide
specific information or clarification relating
to a specific matter.

A councillor or member of staff must not
take advantage of their official position to
improperly influence other councillors or
members of staff in the performance of
their civic or professional duties for the
purposes of securing a private benefit for
themselves or for another person.
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Part 7 - Councillor access
to council buildings

7.1

7.2

Councillors are entitled to have access to
the council chamber, committee room,
mayor’s office (subject to availability),
councillors’ rooms, and public areas of
Council’s buildings during normal business
hours for meetings. Councillors needing
access to these facilities at other times
must obtain approval from the General
Manager.

Councillors must not enter staff-only areas
of Council buildings without the approval
of the General Manager.



Part 8 - Appropriate and
inappropriate interactions

8.1 Examples of appropriate interactions

8.2

between councillors and staff include, but

are not limited to, the following:

a)

b)

Q

d)

e)

councillors and council staff are
courteous and display a positive and
professional attitude towards one
another

council staff ensure that information
necessary for councillors to exercise
their civic functions is made equally
available to all councillors, in
accordance with this Policy and any
other relevant Council policies

council staff record the advice they
give to councillors in the same way
they would if it was provided to
members of the public

council staff, including Council’s
executive team members, document
councillor requests via the co