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Introduction

Metropolis Research Pty Ltd was engaged by the Local Government Professionals
Association Inc (LGPro) to examine the behaviours and attitudes of current and former
local government Chief Executive Officers (CEOs) and potential CEOs. The research
includes:

® Quantify the demographic profile of current and potential CEOs
® Examine the career paths, options and plans of potential CEOs

® Explore CEO and potential CEO views on the skills, traits, knowledge and
experience required to be a successful local government CEO

® Examine methods of ensuring potential CEOs have access to the necessary
professional development to equip them to be successful local government
CEOs

The project was designed to assist LGPro to assess the human resources that are
currently available and will be available to lead the sector over the next decade. This
knowledge will assist the LGPro in developing CEO professional development
programs.

Methodology

Metropolis Research Pty Ltd contacted the CEO at each of the 79 councils across
Victoria and asked if they were willing to participate in the project. Participating CEOs
were forwarded a copy of the Current and Former CEO Survey. Participating CEOs were
also sent copies of the Director and Potential CEO Survey for distribution to members of
council’s executive management team and other managers or coordinators which the
CEO believed may be a potential future CEO candidate.

Both CEO and potential CEOs were provided with a reply paid envelope for returning
the survey to Metropolis Research Pty Ltd for processing.

In addition to the paper based CEO and potential CEO surveys, Metropolis Research
Pty Ltd conducted follow up telephone interviews with a number of current and former
CEOs, a small number of Mayors and local government focused employment agencies.
These interviews were designed to examine in more detail some of the issues raised in
this study, and are presented in a separate report.
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Response rate

Of the 688 surveys distributed between both CEOs and potential CEOs, a total of 300
were returned to Metropolis Research Pty Ltd for inclusion in the study - representing a
response rate of 43.5%.

CEOs were considerably more likely to complete a survey than potential CEOs with 59
of the 79 CEOs responding (74.7%). This may in part reflect the fact that CEOs were
contacted directly by LGPro via email in advance of the project commencing and were
then contacted through their personal assistants or directly by officers of Metropolis
Research Pty Ltd inviting them to participate. Potential CEOs were provided with a
survey pack via the CEOs office in each council and may therefore have received less
information on the project or direct encouragement to participate.

The response rate of both the CEOs and potential CEO surveys is very good for a mail
out survey. Higher response rates tend to reflect the importance respondents place on
the issue covered in the survey. The sample obtained is sufficiently large and
representative of the population to provide a meaningful basis for analysis and ensure
that the results reflect the broad range of current opinions of municipal management in

Victoria.
Response rate by council type
LGPto - CEO Development Project
(Number and percent of distributed surveys)
CEO Potential CEO Response
Type of empl
pe Ot emploer Distributed Returned  Response  Distributed Returned  Response rate
City council 31 23 74.2% 287 107 37.3% 40.9%
Rural city council 11 9 81.8% 61 46 754%  76.4%
Shire council 37 27 73.0% 261 88 33.7%  385%
Total 79 59 74.7% 609 241 39.6% 43.5%
Response rate
LGPto - CEO Development Project
(Number and percent of distributed surveys)
. CEO Potential CEO
Region - _
Distributed  Returned Distrbited Returned

Western 6 5 50 21
Southwest 7 6 64 21
Southeast 8 5 65 30

Northwest 7 6 49 29

Northern 3 0 21 0

Northeast 10 7 85 32
Central 38 30 275 108

Total 79 59 609 241

Responsg 74.7% 39.6%
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Employment profile

Time in local government sector

Respondents were asked:
“For how many years have you worked in the local government sector?”

The vast majority of surveyed CEOs (89.1%) reported that they had worked in the local
government sector for 10 years or more, with the majority having worked in the sector
for 20 years or more (62.7%).

The potential CEOs reported a greater variety of lengths of time employed in the local
government sector, with a substantially lower proportion reporting that they had
worked in the sector for 10 years or more (59.8%).

These results are not unexpected, as they are likely to reflect, at least in part, the
movement of individuals through their careers in the local government sector. CEOs
are more likely to have been in the sector for a longer period of time building the
experience required to be appointed a council CEO compared to potential CEOs who
will have a greater variation in their length of service.

Number of years worked in local government sector
LGPro - CEO Development Project
(Number and percent of total respondents)

Period CEOs Potential CEOs

Number Percent Number Percent
Less than one year 2 3.4% 9 3.7%
1 to less than 2 years 0 0.0% 11 4.6%
2 to less than 5 years 1 1.7% 28 11.6%
5 years to less than 10 years 4 6.8% 49 20.3%
10 years to less than 20 years 15 25.4% 66 27.4%
20 years or more 37 62.7% 78 32.4%
Total 59 100% 241 100%
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Current role

Respondents were asked:

“Which of the following best describes your current situation?”

Just under two-thirds (65.0%) of potential CEOs included the survey reported being
currently employed as a General Manager/Director, with almost all of the remaining
potential CEOs currently employed as Managers or Coordinators.

This concentration of potential CEOs in the middle and upper levels of council
management reflects at least in part, the current CEOs’ view of where potential CEOs
are likely to be sourced within the organisation. This is due to the fact that the CEO of
each council was ultimately responsible for the distribution of the surveys within the
organisation.

Current role
LGPro - CEO Development Project
(Number and percent of total respondents)

Situation CEOs Potential CEOs
Number Percent Number Percent
Current CEO 58 98.3% 0 0.0%
Former CEO 1 1.7% 0 0.0%
General Manager/Director 0 0.0% 157 65.1%
Manager/Coordinator 0 0.0% 78 32.4%
Other 0 0.0% 6 2.5%

Total 59 100% 241 100%
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Previous role

Respondents to the Directors and Potential CEO Survey were asked:

“Which of the following best describes your previous position?”

Reflective of the previously discussed results in relation to current role, a little under
two-thirds of potential CEOs (59.3%) reported that their previous position was as a
Manager or Coordinator in local government. These results reinforce the view that
local government management has a relatively linear career path leading from
management to senior management to CEO roles.

Previous role - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

Situation Potential CEOs

Number Percent
CEO 10 4.1%
General Manager/Director 64 26.6%
Manager/Coordinator 143 59.3%
Other 24 10.0%
Total 241 100%

Current employer

Respondents were asked:
“Which of the following best describes your current local government employer?”

Both CEO and potential CEO survey respondents were relatively evenly split between
city and shire councils, approximately 40% from each location for both respondent
groups. A smaller proportion of respondents were from rural city councils. These
results reflect in broad terms the distribution of surveys between the types of councils
as outlined in the response rate section of this report.

Current employer
LGPro - CEQO Development Project
(Number and percent of total respondents)

Emplover CEOs Potential CEOs
pioy Number Percent Number Percent
City Council 23 39.7% 107 44.4%
Rural City Council 9 15.5% 45 18.7%
Shire Council 26 44.8% 89 36.9%
Not stated 1
Total 59 100% 241 100%
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Time employed in current position

Respondents were asked:

“How long have you been employed in your current position?”

Both CEO and potential CEO survey respondents reported varying periods of time in
their current role.

A little over one-quarter of both CEO and potential CEO respondents had been in the
current role for less than one year (29.3% and 27.1% respectively), with a little under
half having been in their current role less than two years (44.8% and 42.5%
respectively).

These results suggest that there is a mix of experienced and less experienced
management within the local government sector. It is important to bear in mind
however that the overwhelming majority of both CEOs and potential CEO were
previously employed in management roles elsewhere in the local government sector,
and are therefore less experienced in their current role but likely to be quite experienced
in local government management more broadly.

Particular attention is drawn to the high proportion of CEO survey respondents who
have been in their current role for less than one year. This does appear to be a
relatively high proportion and reflects the LGPro Inc hypothesis underpinning this
research that there has been a high degree of turnover in CEO positions in Victorian
councils in recent years.

Time in current position
LGPro - CEO Development Project
(Number and percent of total respondents)

Period CEOs Potential CEOs

Number Percent Number Percent
Less than one year 17 29.3% 65 27.1%
1 to less than 2 years 9 15.5% 37 15.4%
2 to less than 5 years 14 24.1% 82 34.2%
5 years to less than 10 years 15 25.9% 37 15.4%
10 years to less than 20 years 3 5.2% 20 8.3%
Not stated 1 0

Total 59 100% 241 100%
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Expected time to remain in current position

Respondents were asked:

“How long do you expect to remain in your current position?”

A large proportion of both CEO and potential CEO survey respondents reported an
intention to remain in their current role for between two and five years (40.7% and
46.5% respectively). This is an interesting result as it suggests that there remains in the
local government sector a substantial degree of movement within and between senior
management roles.

Interestingly there is not a substantial difference in the intentions of CEOs compared
to potential CEOs in relation to the time they intend to stay in their current position.

Expected time to remain in current position
LGPro - CEO Development Project
(Number and percent of total respondents)

Period CEOs Potential CEOs
Number Percent Number Percent
Less than one year 6 10.2% 20 8.3%
1 to less than 2 years 8 13.6% 28 11.6%
2 to less than 5 years 24 40.7% 112 46.5%
5 years to less than 10 years 20 33.9% 60 24.9%
10 years or more 0 0.0% 5 2.1%
Can't say 1 1.7% 16 6.6%
Total 59 100% 241 100%
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Reasons for potentially leaving current position

Respondents were asked:

“What, if any, are all the reasons you would consider leaving your current position?”

Respondents were asked to select from a pre-coded list all of the reasons why they
would potentially leave their current position. Both CEOs and the potential CEOs
selected an average of 3.5 responses each suggesting that a range of factors may
influence their future career decisions.

Reasons for potentially leaving current position
LGPro - CEO Development Project
(Number and percent of total respondents)

Reason CEOs Potential CEOs
Number Percent Number Percent
New opportunities 33 60.0% 143 59.3%
Have acheived goals in current position 26 47.3% 115 47.7%
Change in work/life balance - more life 24 43.6% 97 40.2%
Seek change in career direction 18 32.7% 68 28.2%
Ambition for career advancement 17 30.9% 120 49.8%
More convenient/accessible location 15 27.3% 38 15.8%
Lack of motivation in current role 11 20.0% 30 12.4%
Seeking higher remuneration 11 20.0% 77 32.0%
Personal reasons 10 18.2% 33 13.7%
Difference of opinion regarding Council's future vision 9 16.4% 19 7.9%
Difficulty working with current team/councillors 7 12.7% 36 14.9%
Dislike culture of organisation 1 1.8% 25 10.4%
Change in work/life balance - more work 1 1.8% 6 2.5%
Other 7 12.7% 17 7.1%
Total responses 190 824
Total respondents providing response 59 241
Average number of responses 3.3 35

Almost two-thirds of both CEOs and potential CEOs cited “new opportunities” as a
reason for potentially leaving their current position (60.0% and 59.3% respectively)

It is interesting to note that there was relatively little variation between CEOs and
potential CEOs in relation to the reasons for potentially leaving their current position,
although potential CEOs were much more likely to cite “ambition for career
advancement” as a reason (49.8% compared to 30.9%) and “seeking higher
remuneration” (32.0% compared to 20.0%). This variation clearly reflects ambition on
the part of many potential CEOs to advance their careers in the future within local

goverrEwt asa CEO.
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It is interesting to note that potential CEOs were also more likely than current CEOs to
cite “dislike culture of organisation” (10.4% compared to 1.8%).

Current CEOs were more likely than potential CEOs to cite “more
convenient/accessible location”, “lack of motivation in current role” and importantly
“difference of opinion regarding Council’s future vision” (16.4% compared to 7.9%).
That one in six CEO respondents cited “differences of opinion regarding Council’s
future vision” as a reason for potentially leaving their current role is an important
finding, as it highlights the importance CEOs place on there being a synergy between
senior management and the elected Council when making future career decisions.

The following table provides a breakdown of these results for potential CEOs broken
down by type of council.

Reasons for potentially leaving current position by region - Potential CEOs

LGPro - CEO Development Project
(Number and percent of total respondents)

Potential CEOs

Reason City Rural City Shire
New opportunities 59.8% 55.6% 60.7%
Have acheived goals in current position 53.3% 46.7% 41.6%
Change in work/life balance - more life 36.4% 53.3% 38.2%
Seek change in career direction 29.0% 33.3% 24.7%
Ambition for career advancement 55.1% 46.7% 44.9%
More convenient/accessible location 12.1% 6.7% 24.7%
Lack of motivation in current role 10.3% 11.1% 15.7%
Seeking higher remuneration 25.2% 33.3% 39.3%
Personal reasons 11.2% 22.2% 12.4%
\Izggenrence of opinion regarding Council's future 6.5% 8.9% 9.0%
Difficulty working with current team/councillors  14.0% 17.8% 14.6%
Dislike culture of organisation 8.4% 15.6% 10.1%
Change in work/life balance - more work 3.7% 2.2% 1.1%
Other 5.6% 6.7% 9.0%
Total responses 354 162 308
Total respondents providing response 105 45 89
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The following table provides a break down of the potential CEO results to the question
by both gender and age groups. While there is little substantial variation between the
results for each of the four listed groups, it is however interesting to note that female
potential CEOs more frequently reported that they may potentially leave their current
position to seek more life in their work-life balance compared to male potential CEOs
(49.3% compared to 36.8%).

Reasons for potentially leaving current position by age and gender - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

Reason Gender Age
Male Female Up to 45yrs  46yrs and over

New opportunities 55.2% 44.8% 60.4% 58.5%
Have acheived goals in current position 46.0% 52.2% 51.9% 44.4%
Change in work/life balance - more life 36.8% 49.3% 34.9% 44.4%
Seek change in career direction 26.4% 32.8% 28.3% 28.1%
Ambition for career advancement 50.6% 47.8% 66.0% 38.5%
More convenient/accessible location 16.1% 14.9% 12.3% 18.5%
Lack of motivation in current role 11.5% 14.9% 10.4% 14.1%
Seeking higher remuneration 33.9% 26.9% 37.7% 27.4%
Personal reasons 13.2% 14.9% 11.3% 15.6%
\Iig:‘;rence of opinion regarding Council's future 8.0% 75% 47% 10.4%
Difficulty working with current team/councillors  15.5% 13.4% 12.3% 17.0%
Dislike culture of organisation 8.0% 16.4% 8.5% 11.9%
Change in work/life balance - more work 3.4% 0.0% 1.9% 3.0%
Other 8.0% 4.5% 65.1% 37.8%
Total responses 579 245 366 458

Total respondents providing response 174 67 106 135

Male potential CEOs were more likely than their female colleagues to cite “new
opportunities” (55.2% compared to 44.8%) and “seeking higher remuneration” (33.9%
compared to 26.9%). These gender based variations, although not dramatic in terms of
scale, reflect some subtle variation in the career calculations of male vis-a-vis female
potential CEOs.

Older respondents were more likely to report that they were potentially leaving their
current position seeking more life in the work/life balance, compared to younger
potential CEOs (44.4% compared to 34.9%). Older potential CEOs were also twice as
likely as their younger counterparts to cite “differences of opinion regarding Council’s
future vision” (10.4% compared to 4.7%).

As would be expected, younger potential CEOs were more likely to cite reasons relating
to career advancement and ambition as well as higher remuneration.
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Future employment

Next career move

Respondents were asked:

“Which, if any, of the following would you consider as your next career move?”
and
“From the list above, which is your preferred option?”

Respondents were asked to select from a pre-coded list the roles they would consider
for their next career move. Respondents were also asked to select which of these roles
was their preferred next career move.

There is a clear preference displayed in these results for future roles in a city council,
with 29 of the 59 CEO respondents (53.7%) citing “another role in a city council” as a
potential career move, and almost one third citing “another role in a city council” as
their preferred next career move (31.5%). A CEO role in a rural city council was also a
commonly preferred move (20.4%).

Attention is drawn to the fact that just 22.4% of CEOs identified a preference to move
into a role outside the local government sector.

Potential and preferred career moves - CEOs
LGPro - CEO Development Project
(Number and percent of CEQs)

Career move Potential Preferred
Number Percent Number Percent
Another role in a City Council 29 53.7% 17 31.5%
Another role in a Rural City Council 18 33.3% 11 20.4%
Role in a Government agency 19 35.2% 3 5.6%
Role in the private sector 19 35.2% 5 9.3%
Retire 19 35.2% 8 14.8%
Another role in a not-fot-profit enterprise 14 25.9% 1 1.9%
Another role in a Shire Council 12 22.2% 2 3.7%
Another role with current Council 3 5.6% 0 0.0%
Consultancy 3 5.6% 2 3.7%
Seasonal Work 2 3.7% 1 1.9%
Not Stated 0 0.0% 9 16.7%
Total responses 138 59
Total respondents providing response 59 59
Average number of responses 2.3 1
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A slightly more diverse picture is apparent for potential CEOs in relation to their next
career move. Promotion appears to be a favored option over a similar role (sideways
step) for many potential CEOs. There is also a preference for a role within the same
council or a city council, with a role in a shire council the least preferred option.

It seems apparent than many potential CEOs would prefer to work in a city council
over a regional council and would prefer promotion over a sideways move.

It is of note that only a very small proportion of potential CEOs reported a preference
for a move into the private sector (6.3%), a government agency (6.2%) or the not-for-
profit sector (4.0%) - be it as a sideways step or a promotion. This is a very important
finding as it reinforces the impression that at least some individuals making a career for
themselves in the local government sector are reluctant to explore options outside the
sector. This expectation of a linear career path within local government is a theme
throughout this research, and is in large measure self perpetuating within the local
government sector.

Potential and preferred career moves - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

Career move Potential Preferred
Number Percent Number Percent
Promotion with current Council 111 46.1% 57 25.6%
Promotion with a City Council 98 40.7% 39 17.5%
Promotion in a government agency 79 32.8% 11 4.9%
Promotion in a Shire Council 73 30.3% 17 7.6%
Promotion in a Rural City Council 71 29.5% 12 5.4%
Similar role within a City Council 70 29.0% 25 11.2%
Similar role in a government agency 60 24.9% 3 1.3%
Similar role in the private sector 60 24.9% 10 4.5%
Promotion in private sector 48 19.9% 4 1.8%
Promotion in a not-for-profit enterprise 40 16.6% 4 1.8%
Similar role within a Rural City Council 36 14.9% 6 2.7%
Similar role in a not-for-profit enterprise 34 14.1% 5 2.2%
Similar role within a same Council 23 9.5% 5 2.2%
Similar role within a Shire Council 17 7.1% 3 1.3%
Retire 17 7.1% 11 4.9%
Other 15 6.2% 11 4.9%
Total responses 852 223
Total respondents providing response 241 223

When split by the type of current employer (city, rural city, or shire council), some
interesting variation is evident between the three groups. Respondents from city
councils were most likely to report that their preference is to seek a promotion either
with their current council or with another city council. Similarly, the most frequently
cited future career moves cited by respondents currently employed in a shire council
were dpromotion with their current council or a promotion with another shire council.




LGPro — 2008 CEO Development Project CEO Survey Report /’7 W

Respondents currently employed by a rural city council most frequently cited a
promotion with their current council as their preferred next career move. They were
uniquely however equally likely to report that were would seek promotion with another
government agency as they were to report seeking a promotion with another rural city

council.
Preferred career moves by region - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)
Potential CEOs . . .
Career move Number Percent City Rural City Shire

Promotion with current Council 57 25.6% 23.8% 31.7% 24.7%
Promotion with City Council 39 17.5% 30.7% 4.9% 7.4%
Promotion in government agency 11 4.9% 5.9% 9.8% 1.2%
Promotion in Shire Council 17 7.6% 2.0% 4.9% 16.0%
Promotion in Rural City Council 12 5.4% 1.0% 9.8% 8.6%
Similar role within City Council 25 11.2% 13.9% 2.4% 12.3%
Similar role in government agency 3 1.3% 1.0% 4.9% 0.0%
Similar role in private sector 10 4.5% 3.0% 4.9% 6.2%
Promotion in private sector 4 1.8% 3.0% 0.0% 1.2%
Promotion in not-for-profit enterprise 4 1.8% 3.0% 0.0% 1.2%
Similar role within Rural City Council 6 2.7% 0.0% 4.9% 4.9%
Similar role in not-for-profit enterprise 5 2.2% 1.0% 0.0% 4.9%
Similar role within same Council 5 2.2% 1.0% 9.8% 0.0%
Similar role within Shire Council 3 1.3% 0.0% 2.4% 2.5%
Retire 11 4.9% 5.0% 4.9% 4.9%
Other 11 4.9% 5.9% 4.9% 3.7%
Total responses 223 100% 107 45 89

The following table displays the same results by gender. Some variation is evident
between male potential CEOs and female potential CEOs.

Some of the roles male potential CEOs were more likely to prefer include a promotion
in a shire council (10.2% compared to 1.5%), a similar role in the private sector (6.4%
compared to 0.0%), a similar role in a not for profit enterprise (3.2% compared to
0.0%), or a similar role in the same council (3.2% compared to 0.0%).

Some of the roles female potential CEOs were more likely to prefer include a
promotion in a city council (24.2% compared to 14.6%), a promotion in a government
agency (7.6% compared to 3.8%), or a promotion in a not for profit enterprise (4.5%
compared to 0.6%).
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Preferred career moves by gender - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

Potential CEOs

Career move Number Percent Males Females
Promotion with current Council 57 25.6% 24.2% 28.8%
Promotion with City Council 39 17.5% 14.6% 24.2%
Promotion in government agency 11 4.9% 3.8% 7.6%
Promotion in Shire Council 17 7.6% 10.2% 1.5%
Promotion in Rural City Council 12 5.4% 5.7% 4.5%
Similar role within City Council 25 11.2% 12.1% 9.1%
Similar role in government agency 3 1.3% 1.3% 1.5%
Similar role in private sector 10 4.5% 6.4% 0.0%

Promotion in private sector 4 1.8% 1.9% 1.5%
Promotion in not-for-profit enterprise 4 1.8% 0.6% 4.5%
Similar role within Rural City Council 6 2.7% 1.9% 4.5%
Similar role in not-for-profit enterprise 5 2.2% 3.2% 0.0%
5
3

Similar role within same Council 2.2% 3.2% 0.0%
Similar role within Shire Council 1.3% 1.3% 1.5%
Retire 11 4.9% 5.1% 4.5%
Other 11 4.9% 4.5% 6.1%
Total responses 223 100% 157 66

The following tables provide breakdown of preferred next career move by type of
potential future employer and period of potential future employment.

Current CEO preferred next career move
LGPro - 2008 CEO Development Project Survey
(Number and percent of total respondents)

Preferred next career move City council Shire council Regional city council
Shorter Longer Shorter Longer Shorter Longer
Local government 35.7% 33.3% 66.7% 75.0% 66.7% 33.3%
Government agency 0.0% 0.0% 5.6% 0.0% 16.7% 0.0%
Not-for-profit sector 7.1% 0.0% 0.0% 0.0% 0.0% 0.0%
Private sector 21.4% 11.1% 5.6% 0.0% 0.0% 0.0%
Retire 7.1% 0.0% 16.7% 25.0% 16.7% 33.3%
Other 7.1% 0.0% 5.6% 0.0% 0.0% 33.3%
Not stated 21.4% 55.6% 0.0% 0.0% 0.0% 0.0%
Total 14 9 18 8 6 3

Please note: Shorter term is up to 5 years and longer terms is 5 years and over
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Potential CEO preferred next career move
LGPro - 2008 CEO Development Project Survey
(Number and percent of total respondents)

Preferred next career move City council Shire council Regional city council
Shorter Longer Shorter Longer Shorter Longer
Local government 61.9% 83.4% 69.1% 69.2% 68.7% 60.1%
Government agency 9.2% 0.0% 0.0% 0.0% 10.3% 13.4%
Not-for-profit sector 5.2% 0.0% 5.5% 7.6% 0.0% 0.0%
Private sector 5.2% 8.3% 9.1% 3.8% 6.9% 0.0%
Retire 3.9% 4.2% 3.6% 7.7% 3.4% 6.7%
Other 6.6% 4.2% 3.6% 0.0% 3.4% 6.7%
Not stated 7.9% 0.0% 9.1% 11.5% 6.9% 13.3%
Total 76 24 55 26 29 15

Please note: Shorter term is up to 5 years and longer terms is 5 years and over

CEO and potential CEO preferred next career move
LGPro - 2008 CEO Development Project Survey
(Number and percent of total respondents)

Preferred next career move CEOs Potential CEOs
Shorter Longer Shorter Longer
Local government 52.7% 50.0% 65.8% 72.2%
Government agency 7.9% 0.0% 6.2% 3.0%
Not-for-profit sector 2.6% 0.0% 4.4% 30.0%
Private sector 10.5% 5.0% 6.9% 4.6%
Retire 13.2% 15.0% 3.8% 6.2%
Other 5.3% 5.0% 5.0% 3.1%
Not stated 7.9% 25.0% 8.1% 1.7%
Total 38 20 160 65

Please note: Shorter term is up to 5 years and longer terms is 5 years and over

CEO and potential CEO preferred next career move
LGPro - 2008 CEO Development Project Survey
(Number and percent of total respondents)

Gen. Man / Directors Manager / Coordinator
Preferred next career move

Shorter Longer Shorter Longer
Local government 60.5% 78.4% 71.5% 55.7%
Government agency 6.1% 0.0% 7.1% 11.2%
Not-for-profit sector 3.0% 0.0% 7.2% 11.2%
Private sector 7.1% 4.3% 7.2% 5.6%
Retire 6.1% 8.7% 0.0% 0.0%
Other 7.1% 4.3% 1.8% 0.0%
Not stated 10.1% 4.3% 5.4% 16.7%
Total 99 46 56 18

Please note: Shorter term is up to 5 years and longer terms is 5 years and over
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Intention to apply for CEO role

Respondents to the Directors and Potential CEO Survey were asked:

“Would you apply for a CEQ role either with your current employer or another Council?”

Approximately one-third of potential CEOs surveyed reported that they would
consider applying for a CEO role, most likely with their current council (39.8%) and
least likely with a city council (27.0%).

It is worth noting that a relatively similar proportion of potential CEOs would consider
applying for a CEO role regardless of the type of council. Naturally, there is a slight
tendency to remain in the same type of council but this appears to be relatively minor.

Intention to apply for a CEQ role by council type

LGPro - CEO Development Project
(percent of total respondents)
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These results suggest that for those potential CEOs with ambitions to become a local
government CEO, this career goal appears to often outweigh any preference the
respondent may have for the type of council or location. It would appear more
important to these respondents to take a CEO role as offered rather than waiting for
their preferred location. Given the limited number of CEO roles available in Victoria
this would appear to be a realistic approach.

The following graph displays the same results by gender. It is clear that male potential
CEO respondents were slightly more likely to apply for a CEO position if one became
available regardless of location, but were quite a deal more likely to apply for a CEO in
their current council (43.1% compared to 31.3%) or a rural city council (32.8%
compared to 22.4%).
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Intention to apply for CEO role by council type and gender

LGPro - CEO Development Project
(percent of total respondents)
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Just over one-third of potential CEOs in city or shire councils reported that they would
consider applying for the CEO role with their current council (39.8%), compared to
almost half the rural city council potential CEO respondents (46.7%). There is still
apparent in these results the preference of respondents to remain in the same type of
council if possible, as previously discussed.

Intention to apply for CEO role by region - Potential CEOs

LGPro - CEQO Development Project
(Percent of total respondents)

Current employer

Type of Counil City Rural city Shire
City Council 43.0% 20.0% 11.2%
Shire Council 17.8% 33.3% 46.1%
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Reasons for not applying for CEO position

Respondents to the Directors and Potential CEO Survey were also asked:

“If you would not apply for a CEO role, please describe your reasons?”

Respondents who reported that they would not apply for a CEO role identified a broad
range of reasons why they would not. The most commonly identified reason for not
applying for a CEO role was lack of experience/qualifications (35.9%). Slightly under
one-fifth of respondents reported that they would not apply for a CEO role due to
concerns over work life balance (17.6%). One-fifth of respondents reported that they
would not apply for a CEO role outside of their current location (metropolitan, rural,
or shire) due to issues with moving to another location (14.5%).

There was some interesting variation between male and female respondents in relation
to reasons for not applying for a CEO role. Female respondents were significantly
more likely than male respondents to identify a lack of experience as a reason for not
applying for a CEO role (47.2% compared with 31.6%). This result is consistent with
feedback obtained from the interviews with current and former CEO suggesting that
females were more concerned than males with having what they perceived to be the
necessary levels of experience prior to applying for a CEO role.

Males were twice as likely as females to be unwilling to apply for a CEO role due to
concerns over work/life balance (20.0% compared with 11.1%), and twice as likely to
have issues with moving to another location (16.8% compared with 8.3%). Males were
also twice as likely as females to not aspire to a CEO role (12.6% compared to 5.6%).

It is interesting to note that there was no variation between males and females in
relation to the proportion of respondents who identified issues with
Councillors/politics as a reason for not applying for a CEO role.

Reasons for not applying for CEO role

LGPro - CEO Development Project
(Number and percent of respondents providing response)

Potential CEOs

Reason Number Percent Males Females
Currently lack experience / qualifications 47 35.9% 31.6% 47.2%
Work life balance/current job demanding enough 23 17.6% 20.0% 11.1%
Issues with moving to other location 19 14.5% 16.8% 8.3%
Issues working with Councillors / political elements 15 11.5% 11.6% 11.1%
Do not aspire to the role / no interest 14 10.7% 12.6% 5.6%
Demands greater than rewards 9 6.9% 7.4% 5.6%
Satisfied with current role 5 3.8% 4.2% 2.8%
Looking at retirement / too late in career 4 3.1% 4.2% 0.0%
Difficult for women to gain CEO role 2 1.5% 0.0% 5.6%
Other 12 9.2% 7.4% 13.9%
Total responses 138 110 40

Total re@nts providing response 131 95 36
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Potential time to remain in local government sector

Respondents to the Directors and Potential CEO Survey were asked:

“If seeking a CEO role, how long would you be prepared to stay in local government to gain the
position of CEO before rethinking your goals?”

A little under half of the potential CEO respondents reported that they were prepared
to wait up to five years to apply for a CEO position (43.5%). Male respondents were
slightly less likely to wait more than five years for a CEO role compared to their female
counterparts (54.4% compared to 61.7%).

As would be expected, younger respondents were considerably more likely to be
prepared to wait for a CEO role than older respondents - 66.2% compared to 46.8%.

Time to wait to apply for CEO role - Potential CEOs

LGPro - CEO Development Project
(Number and percent of respondents)

Potential CEOs

Period Number Percent Male Female ~ Upto 45yrs 46yrs & over

Less than one year 1 0.7% 1.0% 0.0% 0.0% 1.3%
1 to less than 2 years 15 10.7% 11.8% 8.8% 8.5% 13.0%
2 to less than 5 years 45 32.1% 33.3% 29.4% 25.4% 39.0%
5 years to less than 10 45 32.1% 34.3% 26.5% 40.7% 27.3%
10 years or more 12 8.6% 8.6% 8.8% 15.3% 3.9%
Time is not a factor 13 9.3% 6.7% 17.6% 8.5% 10.4%
Can't say 5 3.6% 1.9% 8.8% 1.7% 5.2%
Not stated 4 2.9% 2.9% 0.0% 0.0% 0.0%
Total 140 100% 105 35 61 79

Potential CEOs from rural city councils were the most likely to be prepared to wait
longer for a CEO role, with just over two-thirds (69.2%) reporting they were prepared
to wait more than five years, compared with 50.1% for city council respondents and
50.0% for shire council respondents.
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Time to wait to apply for CEO role by region - Potential CEOs
LGPro - CEO Development Project
(Number and percent of respondents)

Potential CEQOs

Period City Rural City Shire
Number Percent

Less than one year 1 0.7% 0.0% 3.8% 0.0%
1 to less than 2 years 15 10.7% 7.8% 3.8% 18.0%
2 to less than 5 years 45 32.1% 39.1% 23.1% 28.0%
5 years to less than 10 45 32.1% 32.8% 38.5% 28.0%
10 years or more 12 8.6% 6.3% 19.2% 6.0%
Time is not a factor 13 9.3% 6.3% 3.8% 16.0%
Can't say 5 3.6% 4.7% 7.7% 0.0%
Not stated 4 2.9% 3.1% 0.0% 4.0%
Total 140 100% 64 26 50

Potential tenure as CEO if successfully appointed

Respondents to the Directors and Potential CEO Survey were asked:

“If you were successful in obtaining a CEO role, how long would you consider remaining in the role in
each of the following types of Council?”

Approximately two-thirds of potential CEOs reported that they would intend to stay
between five and ten years in a CEO role if successfully appointed regardless of the
type of council. There does not appear to be an intention by potential CEOs to obtain
a CEO role in the regions and then attempt within a short period of time to relocate to
a city council if that is indeed their long term preference.

Potential time as CEOQ if successfully appointed
LGPro - CEO Development Project
(Number and percent of respondents potentially applying for CEO role)

Period Current City Rural c_ity Shirg

council council council council
Less than 1 year 0.0% 0.0% 0.0% 0.0%
1 year to less than 2 years 1.0% 0.0% 0.0% 1.3%
2 years to less than 5 years 26.0% 29.2% 33.3% 30.7%
5 years to less that 10 years 61.5% 60.0% 61.1% 57.3%
10 years or more 10.4% 9.2% 4.2% 6.7%
Can't say 1.0% 1.5% 1.4% 4.0%

Total 96 65 72 75
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The Local Government CEO

Important skills for successful CEOs

Respondents were asked:

“Which of the following skills, traits, or knowledge do you believe are important to performing
successfully as a local government CEO?”

and

““Which of the above are the top three skills or traits you consider to be the most important in
performing successfully in a CEO role in local government?”

Both CEO and potential CEO respondents were asked to select from a pre-coded list
the skills, traits or knowledge they believe are important for performing successfully as
a local government CEO.

Both CEO and potential CEO respondents selected an average of 23 of the 40
attributes included in the survey. Consequently, a similar proportion of the attributes
were selected by a majority of respondents. This suggests that both CEOs and
potential CEOs believe a considerable depth/spread of skills, traits and knowledge are
important to performing successfully as a local government CEO. This is an important
observation as it also strongly suggests that potential CEOs have a similar
understanding of the complexity inherent in the role of a local government CEO as do
current CEOs.

In addition to selecting all the skills, traits or knowledge respondents considered
important to performing successfully as a local government CEO, respondents were
asked to identify the three most important skills, traits or knowledge. The following
graph displays the attributes most commonly identified by CEOs and potential CEOs
as the most important in performing successfully as a local government CEO.

Most important skills for successful CEO role

LGPro - 2008 CEO Development Project
(Percent of total respondents)
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It is clear from these results that a similar set of attributes were identified by both
CEOs and potential CEOs the most important skills, traits or knowledge required to
perform successfully as a local government CEO. In addition, the proportion of
respondents selecting each of these attributes is similar in the CEO and potential CEO
results.

The only variations of note is that potential CEOs were more likely than current CEOs
to include “strategic thinking” as one of the three most important skills than CEOs
(37.3% compared to 27.1%), and less likely to include “honesty and integrity” (32.3%
compared to 25.7%) and “resilience” (7.9% compared to 15.3%). These few variations
aside, overall a very similar view of the skills, traits and knowledge required of
successful CEOs emerges from the two respondent groups.

The similarity of results between CEOs and potential CEOs implies that senior
management has a very consistent view of the role of a local government CEO and
values a similar set of attributes to be successful in the role. This observation would
appear to be consistent with the major theme emerging from this research - that the
local government management career path is rather linear and focused on local
government experience. This is not to suggest in any way that this linear model is
inappropriate to the challenges of management in local government but it is an
interesting observation in the context of examining the requirements of management in
any future CEO development program.
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Skills for successful CEO - CEQOs
LGPro - CEO Development Project
(Number and percent of total respondents)

. . All important skills Most important skills
Skill / Trait / Knowledge Number Percent Number Percent
Political awareness 57 96.6% 14 23.7%
Ability to work well with Councillors 56 94.9% 17 28.8%
Understanding principles of good governance 55 93.2% 9 15.3%
Honesty/integrity 55 93.2% 19 32.2%
Strategic thinking 53 89.8% 16 27.1%
Resilience 49 83.1% 9 15.3%
Problem solving 48 81.4% 4 6.8%
Understanding of the principles of leadership 48 81.4% 18 30.5%
Ability to work in a team 47 79.7% 8 13.6%
Ability to manage conflict 47 79.7% 1 1.7%
Ability to communicate effectively 46 78.0% 11 18.6%
Interpersonal skills 44 74.6% 11 18.6%
Self motivation 43 72.9% 3 5.1%
Ethical intelligence 43 72.9% 0 0.0%
Financial management skills 42 71.2% 5 8.5%
Innovative thinking 42 71.2% 3 5.1%
Community engagement skills 41 69.5% 2 3.4%
Ability to persuade others 38 64.4% 2 3.4%
Business acumen 37 62.7% 5 8.5%
Ability to set and meet goals 36 61.0% 2 3.4%
Presentation Skills 36 61.0% 0 0.0%
Public speaking skills 34 57.6% 0 0.0%
Willingness to learn 33 55.9% 1 1.7%
Self-confidence 32 54.2% 0 0.0%
Knowledge of the community 31 52.5% 2 3.4%
Flexibility 31 52.5% 1 1.7%
Loyalty to the local community 29 49.2% 2 3.4%
Hard working 27 45.8% 0 0.0%
Environmental awareness 27 45.8% 0 0.0%
Creativity 27 45.8% 1 1.7%
Assertiveness 25 42.4% 0 0.0%
Loyalty to the organisation 23 39.0% 0 0.0%
Tertiary qualifications in management 22 37.3% 0 0.0%
Ability to identify resources 21 35.6% 0 0.0%
Ability to interpret legislation 17 28.8% 1 1.7%
Ability for independent learning 16 27.1% 0 0.0%
Originality 13 22.0% 0 0.0%
Other 20 33.9% 8 13.6%
Total responses 1,391 177
Total respondents providing response 59 59
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Skills for successful CEO - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

. . All important skills Most important skills
Skill 7 Trait / Knowedge Number Percent Number Percent
Strategic thinking 218 90.5% 90 37.3%
Ability to work well with Councillors 217 90.0% 73 30.3%
Political awareness 213 88.4% 45 18.7%
Honesty/integrity 210 87.1% 62 25.7%
Understanding principles of good governance 204 84.6% 42 17.4%
Understanding of the principles of leadership 200 83.0% 79 32.8%
Ability to communicate effectively 186 77.2% 52 21.6%
Interpersonal skills 181 75.1% 35 14.5%
Ability to work in a team 178 73.9% 20 8.3%
Innovative thinking 172 71.4% 14 5.8%
Ability to manage conflict 172 71.4% 7 2.9%
Problem solving 167 69.3% 12 5.0%
Ethical intelligence 166 68.9% 16 6.6%
Financial management skills 164 68.0% 24 10.0%
Resilience 159 66.0% 19 7.9%
Self motivation 159 66.0% 6 2.5%
Self-confidence 159 66.0% 4 1.7%
Public speaking skills 157 65.1% 5 2.1%
Community engagement skills 155 64.3% 17 7.1%
Presentation Skills 150 62.2% 6 2.5%
Ability to persuade others 148 61.4% 8 3.3%
Business acumen 144 59.8% 16 6.6%
Ability to set and meet goals 140 58.1% 14 5.8%
Flexibility 123 51.0% 2 0.8%
Knowledge of the community 121 50.2% 5 2.1%
Loyalty to the local community 118 49.0% 6 2.5%
Loyalty to the organisation 117 48.5% 4 1.7%
Willingness to learn 117 48.5% 2 0.8%
Hard working 117 48.5% 1 0.4%
Assertiveness 111 46.1% 1 0.4%
Creativity 110 45.6% 3 1.2%
Environmental awareness 95 39.4% 1 0.4%
Ability to identify resources 89 36.9% 4 1.7%
Ability to interpret legislation 81 33.6% 1 0.4%
Tertiary qualifications in management 75 31.1% 3 1.2%
Ability for independent learning 67 27.8% 0 0.0%
Originality 58 24.1% 0 0.0%
Other 53 22.0% 12 5.0%
Total responses 5,471 711

Total respondents providing response 241 241
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Top 10 skills for successful CEO by region - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

Potential CEOs

Kill / Trait / Knowled
SKIll / Trait /- Knowlede City  RuralCity  Shire

Strategic thinking 16.2% 7.1% 13.7%
Understanding of the principles of leadership 14.5% 7.1% 11.2%
Ability to work well with Councillors 16.2% 5.4% 8.7%
Honesty/integrity 12.4% 2.9% 10.4%
Ability to communicate effectively 7.5% 5.0% 9.1%
Understanding principles of good governance 6.6% 2.1% 8.7%
Interpersonal skills 6.2% 3.3% 5.0%
Political awareness 10.8% 2.5% 5.4%
Financial management skills 3.7% 2.1% 4.1%
Ability to work in a team 3.7% 1.2% 3.3%
Resilience 5.4% 0.4% 2.1%
Community engagement skills 1.7% 2.9% 2.5%
Ethical intelligence 3.7% 0.4% 2.5%
Business acumen 2.9% 1.7% 2.1%
Total Responses 308 132 257
Total respondents providing responses 107 45 89

Top 10 skills for successful CEO by gender and age - Potential CEOs

LGPro - CEO Development Project
(Number and percent of total respondents)

Skill / Trait / Knowledge Potential CEOs

Up to 45yrs 46yrs & over Male Female
Strategic thinking 15.8% 21.2% 25.3% 11.6%
Understanding of the principles of leadership 14.9% 17.8% 19.1% 13.7%
Ability to work well with Councillors 11.6% 18.7% 22.8% 7.5%
Honesty/integrity 8.7% 17.0% 17.4% 8.3%
Ability to communicate effectively 8.3% 13.3% 16.2% 5.4%
Understanding principles of good governance 9.5% 7.9% 12.0% 5.4%
Interpersonal skills 6.6% 7.9% 11.2% 3.3%
Political awareness 8.7% 10.0% 12.0% 6.6%
Financial management skills 5.0% 5.0% 9.1% 0.8%
Ability to work in a team 2.9% 5.4% 7.1% 1.2%
Resilience 5.0% 2.9% 5.4% 2.5%
Community engagement skills 2.9% 4.1% 4.6% 2.5%
Ethical intelligence 2.1% 4.6% 4.1% 2.5%
Business acumen 2.9% 3.7% 5.0% 1.7%
Total responses 253 336 413 176
Total respondents providing response 105 136 174 67
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New skills required in the next 5 years

Respondents were asked:

“What, if any, skills, traits or knowledge do you believe to be required in the next 5 years for senior
executives in local government that are different to what is currently required?”

Over half of the surveyed CEOs (57.6%) and potential CEOs (60.5%) identified at least
one attribute they consider may be required in the next five years for senior executives
that are different to what is currently required. This suggests that many in senior
management believe that the attributes required in the next five years will be essential
similar to those currently required, as discussed in the previous sections of this report.

Approximately one-quarter of both CEOs and potential CEOs identified *“good
governance and management skills” skills as new skills that will be required by senior
executives in local government in the next five years (27.1% and 24.5% respectively). It
is worth reflecting on the fact that an understanding of good governance was identified
by over 90% of both CEOs and potential CEOs as an attribute currently required of
successful CEOs, and that 1 in 6 respondents identified good governance as one of the
three most important attributes. That a further one-quarter of respondents identified
good governance as a new attribute required in the next five years may suggest that
these respondents were of the view that the requirements in the area of good
governance will be either greater or somewhat different in the future than currently.

New skills CEOs will require in next five years
LGPro - CEO Development Survey
(Number and percent of total respondents)

Skill CEOs Potential CEOs

Number Percent Number Percent
Good governance and management 16 27.1% 59 24.5%
Social, political and economic awareness 12 20.3% 29 12.0%
Community & employee engagement 12 20.3% 39 16.2%
Environmental awareness 7 11.9% 37 15.4%
Change management 5 8.5% 7 2.9%
Adaptability & flexibility 4 6.8% 5 2.1%
Creativity and innovation 4 6.8% 9 3.7%
Greater accessibility and social skills 2 3.4% 0 0.0%
Strategic thinking 2 3.4% 14 5.8%
Counselling 1 1.7% 0 0.0%
Leadership 1 1.7% 16 6.6%
Ability to work with Councillors 1 1.7% 0 0.0%
Total responses 67 245

Total respondents providing a response 34 146
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The other attributes respondents identified as important in the next five years include
“social, political and economic awareness” (20.3% of CEOs and 12.0% of potential
CEO:s), “community and employee engagement” (20.3% and 16.2% respectively) and
“environmental awareness” (11.9% and 15.4% respectively). These attributes appear to
relate to a perception that local government and therefore CEOs will face an increased
requirement to understand and adapt to these larger trends in the community or society
which are likely to impact on the operations of local government.

The other attribute identified by respondents relates to community and employee
engagement (20.3% of CEOs and 12.0%) of potential CEOs.

Best ways to develop required skills

Respondents were asked:

“What do you believe are the best ways to develop the skills and knowledge required to become a CEO
in local government?”

The vast majority of CEOs (88.1%) and potential CEOs (80.1%) selected professional
mentoring programs as one of the best ways to develop the skills required to become a
CEO in local government.

CEOs were more likely than potential CEOs to identify graduate or postgraduate study
as one of the best ways to develop the necessary skills to be a local government CEO
(54.2% compared to 42.3%). Potential CEOs were more likely than CEOs to identify
non-academic methods including “on the job training” (58.1% compared to 47.5%) and
“job rotation” (47.7% compared to 35.6%). Feedback from the CEO interviews
included the view that although job rotation was considered a very valuable method,
some concerns over its practical implementation within local government was
expressed and is discussed in more detail in the interview report.

Best ways to develop skills and knowledge
LGPro - CEO Development Project
(Number and percent of total respondents)

Trainin CEOs Potential CEOs

J Number Percent Number Percent
Professional mentoring programs 52 88.1% 193 80.1%
Graduate/postgraduate study 32 54.2% 102 42.3%
On the job training 28 47.5% 140 58.1%
Job rotations with an organisation 21 35.6% 115 47.7%
External training courses 19 32.2% 99 41.1%
Sponsored vocational training 11 18.6% 48 19.9%
Internal training courses 6 10.2% 22 9.1%
Other 3 51% 16 6.6%
Total responses 172 735
Total respondents providing response 59 232
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Female potential CEOs were somewhat more likely than their male counterparts to
suggest graduate/postgraduate study (50.7% compared to 39.7%) and job rotation with
an organisation (62.7% compared to 43.1%). Metropolis Research Pty Ltd would
suggest that the large variation between male and female potential CEOs in relation to
“job rotation” may reflect the fact that females are more likely to be concentrated in
community service roles rather than engineering or corporate services, areas from
which a higher proportion of CEOs are currently sourced.

Best ways to develop skills and knowledge (Potential CEOs by gender)
LGPro - CEO Development Project
(Number and percent of potential CEO respondents)

Trainin Males Females

. Number Percent Number Percent
Professional mentoring programs 141 81.0% 57 85.1%
Graduate/postgraduate study 69 39.7% 34 50.7%
On the job training 100 57.5% 44 65.7%
Job rotations with an organisation 75 43.1% 42 62.7%
External training courses 74 42.5% 27 40.3%
Sponsored vocational training 33 19.0% 16 23.9%
Internal training courses 17 9.8% 5 7.5%
Other 10 5.7% 7 10.4%
Total responses 519 232
Total respondents providing response 171 66

Aspects considered when applying for a position

Respondents were asked:

“On a scale of O (lowest) to 10 (highest), how important are the following aspects when applying for a
new position?”

Both CEOs and potential CEOs were asked to rate the importance of a range of
aspects when applying for a new position. The results are presented in the following
graph and table as mean (average) scores on a scale of 0 (lowest) to 10 (highest) with
the 95% confidence interval for the mean score also represented in the graph as the
blue bar for each aspect. The graph compares mean importance scores for each aspect
between CEOs and potential CEOs.

Scores are considered measurably different if the confidence intervals are mutually
exclusive, i.e. they do not overlap, and in the case of the graph this is apparent if the
vertical bars do not overlap.
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Importance of selected aspects when applying for new role
LGPro - 2008 CEO Development Project Survey
(Index score scale O - 10)
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The results are statistically speaking very similar between CEOs and potential CEOs,
with just “flexible working hours” showing a statistically significant variation between
the importance placed on this aspect by CEOs (4.88) and by potential CEOs (6.46).
That said, there is a trend in these results whereby the more practical or personal
aspects were slightly, but in many cases almost measurably, were rated as more
important by potential CEOs than current CEOs.

The second important observation when examining these results is that they appear to
cluster relatively neatly into three distinct categories: *“organisation aspects” - including
the organisations goals/visions, ability to affect change, culture of organisation; “job or
role related aspects” - including level of responsibility, ability to chose team, variety of
work tasks; and “personal/career related aspects” - including flexible working hours,
job security, salary and benefits.

The results when examined by these categories appear as follows:

® Organisation aspects were rated as the most important as a group with
mean scores at around 8 - 8.75 out of 10.

® Job/role related aspects were rated as less important than organisation
aspects with mean scores at around 7.5 - 8 out of 10.

® Personal or career related aspects were rated as the least important - but
clearly still important none the less with mean scores at around 6.5 - 75 put
of 10.
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The one obvious exception to this neat categorisation is “greater professional
challenge” which was rated by both CEOs and potential CEOs as the second most
important aspect (8.71 and 8.50 respectively). This result represents another clear
theme in this report - namely the importance CEOs and potential CEOs place on new
opportunities and new challenges when making career choices and the preference for
promotion over sideways moves when changing roles. Respondents are making clear
throughout this report that they seek out opportunities to grow professionally by taking
on and meeting new challenges in their professional lives.

Aspects considered when applying for new position
LGPro - CEO Development Project
(Number and index score scale O - 10)

Aspect Lower Mean Upper Can't
say
CEOs (n =59)
Ability to affect change 8.55 8.78 9.01 0
Greater professional challenge 8.37 8.71 9.05 0
Culture of organisation 7.83 8.22 8.61 0
Organisation’s vision/goals 7.62 7.97 8.31 1
Variety of work 7.55 7.95 8.35 0
Greater responsibility 7.00 7.51 8.01 0
Ability to choose team members 7.23 7.68 8.13 0
Opportunities for career advancement 7.00 7.52 8.03 1
Job location/accessibility 6.93 7.37 7.82 0
Salary 6.93 7.31 7.68 0
Benefits and conditions 6.68 7.07 7.45 0
Access to training and development 6.10 6.68 7.26 0
Job security 5.79 6.32 6.86 0
Flexible working hours 4.22 4.88 5.54 1
Potential CEOs (n = 241)
Ability to affect change 8.41 8.56 8.72 0
Culture of organisation 8.34 8.50 8.66 0
Greater professional challenge 8.15 8.30 8.46 0
Variety of work 8.00 8.16 8.32 1
Organisation's vision/goals 7.78 7.96 8.15 0
Job location/accessibility 7.57 7.76 7.96 0
Greater responsibility 7.56 7.74 7.93 0
Salary 7.54 7.71 7.88 0
Opportunities for career advancement 7.17 7.38 7.60 2
Access to training and development 7.00 7.38 7.42 1
Benefits and conditions 7.16 7.34 751 1
Ability to choose team members 6.97 7.19 7.42 1
Job security 6.45 6.69 6.92 1
Flexile wbrking hours 6.16 6.46 6.75 5
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The following table provides the results to this question expressed as the percentage of
respondents rating agreement with each aspect as low (0 - 4), medium (5 - 7) and high
(8 to 10). This data is useful as it gives some indication of the variation in respondent
views.

Aspects considered when applying for new position
LGPro - CEO Development Project
(Number and percent scale 0 - 10)

Low High Can't
Aspect Number 0104 5t07 81010 say
CEOs (n = 59)
Ability to affect change 59 0.0% 8.5% 91.5% 0
Greater professional challenge 59 1.7% 8.5% 89.8% 0
Culture of organisation 59 0.0% 25.5% 74.5% 0
Variety of work 59 1.7% 25.5% 72.8% 0
Organisation's vision/goals 58 1.7% 31.0% 69.1% 1
Greater responsibility 59 6.8% 27.2% 66.1% 0
Ability to choose team members 59 5.1% 37.3% 57.6% 0
Job location/accessibility 59 6.8% 40.7% 52.5% 0
Opportunities for career advancement 58 6.8% 29.4% 63.7% 1
Salary 59 5.1% 37.3% 57.7% 0
Flexible working hours 58 37.8% 44.8% 17.2% 1
Benefits and conditions 59 8.5% 44.1% 47.5% 0
Access to training and development 59 15.3% 44.1% 40.7% 0
Job security 59 11.9% 57.5% 30.5% 0
Potential CEOs (n = 241)

Ability to affect change 241 0.4% 16.6% 83.0% 0
Greater professional challenge 241 0.8% 21.6% 77.6% 0
Culture of organisation 241 0.8% 19.9% 79.3% 0
Variety of work 240 0.4% 23.2% 76.4% 1
Organisation's vision/goals 240 2.4% 31.1% 66.5% 1
Greater responsibility 241 2.5% 34.4% 36.9% 0
Ability to choose team members 240 8.3% 44.0% 47.7% 1
Job location/accessibility 241 2.4% 34.0% 63.6% 0
Opportunities for career advancement 239 4.1% 42.0% 53.9% 2
Salary 241 1.2% 35.2% 63.6% 0
Flexible working hours 236 18.1% 40.2% 41.7% 5
Benefits and conditions 240 2.9% 46.9% 50.2% 1
Access to training and development 240 6.2% 46.0% 47.8% 1
Job security 240 10.3% 53.1% 36.6% 1
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Aspects considered when applying new job by gender

The statistically significant i.e. measurable gender based variations are as follows:

® Female potential CEOs tended to rate the importance of the “organisation
aspects” somewhat higher than male potential CEOs - with means scores at
around 8.5 - 9.0 for females compared to means scores at around 8.0 - 8.5

® Female potential CEOs rated the importance of “greater professional
challenge” measurably higher than male colleagues (8.61 compared to 8.16)

® Female potential CEOs rated the importance of “flexible working hours”
measurably higher than male potential CEOs (7.03 compared to 6.23)

® Female potential CEOs rated the importance of “access to training and
development” considerably and certainly measurably higher than male
potential CEOs (7.83 compared to 6.98).

Aspects considered when applying for new position - Potential CEOs by gender
LGPro - CEO Development Project
(Number and index score scale O - 10)

Aspect Respondent Lower Mean Upper Cg; t
” Males 8.28 8.47 8.66 0
R ek Females 8.56 8.81 9.05 0
Greater professional challenge Males 7.99 8.18 8.38 0
Females 8.36 8.61 8.87 0
Culture of organisation Males L sl e L
Females 8.61 8.90 9.18 0
. Males 7.81 7.76 8.20 0
Variety of work Females 831 8.57 8.82 0
L Males 7.54 7.76 7.99 1
Organisation's vision/goals Females 817 8.48 878 0
I Males 7.40 7.62 7.85 0
Greater responsibility Females 776 8.06 836 0
i~ Males 6.86 7.13 7.39 1
Ability to choose team members Females 6.94 736 778 0
. . Males 7.52 7.76 8.00 0
Job location/accessibility Females 742 778 814 0
Opportunities for career advancement Males B i sl L
Females 7.35 7.74 8.13 2
Salary Males 7.55 71.75 7.96 0
Females 7.31 7.60 7.89 0
Flexible working hours Males — ez £l .
Females 6.51 7.03 7.55 0
. .. Males 7.13 7.33 7.54 0
Benefits and conditions Females 702 735 768 1
- Males 6.73 6.98 7.23 0
Access to training and development Females 749 783 817 1
Job securit Males 6.30 6.58 6.86 1
y Females 6.52 6.96 7.39 0
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Aspects considered when applying new job by age

The statistically significant i.e. measurable age based variations observed in these results
were that older potential CEOs rated the “personal/career related aspects” as less
important on average than their younger colleagues - with mean scores at around 6.0 to
7.5 for older respondents compared to mean scores at around 7.0 to 8.0 for younger
respondents.

Aspects considered when applying for new position - Potential CEOs by age

LGPro - CEO Development Project
(Number and index score scale O - 10)

Aspect Respondent Lower Mean Upper Csaar;'t
Abilty t affect chnge "oder  sst e s 0
Greater professional challenge Yglljggfr gg; ggz gig 8
Culture of organisation Younger o o o 0
Older 8.28 8.47 8.67 0
Variet ofvork “oder 1 81 sm 0
Organisation's vision/goals Yg:ggf ‘ ;g; 2733 ggj (1)
Greater responsibility Yglfggre ' ;gi ;;g ?83 g
Ability to choose team members Y(o)tljggrer ggg ;gg ;gg (1)
Job location/accessibility Yglljggf ' ;gi ggg ggg 8
Opportunities for career advancement Ygt:ggfr ;gg ;?2 ?gg (2)
Selry Younger 7.69 7.94 8.20 0
Older 7.30 7.53 7.75 0
Flexible working hours Yglljgg: ' 222 ggg gig :.
Benefits and conditions Yglfggf ' ZSZ ;?? ;2(1) é
Access to training and development Yglljgg:ar (73%2 ;gg ;;Z’ (1)
Job scuriy Odr et em  om 1

Please note: younger refers to respondents aged up to 45 years and older refers to respondents aged 46 years and over
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Most important characteristics of potential CEOs

Respondents were asked:

“On a scale of O (lowest) to 10 (highest), how important are the following characteristics of a potential
CEO in local government?”

Both CEOs and potential CEOs rated experience in local government in Victoria the
most important characteristic for a potential CEO to possess, rating it significantly
higher than the other characteristics - 6.49 and 6.89 respectively. Importantly both
CEOs and potential CEOs rated the importance of local government experience
measurably higher than the other characteristics. In addition, local government
experience and experience in a similar council were the only two aspects rated above 5
out of a potential 10.

This is a very important observation which reinforces the very significant theme
identified throughout this report of a senior management career path that is very linear
in character. In other words, individuals making their careers in local government and
aiming for a CEO role ultimately appear to be almost exclusively anticipating and
aiming for local government management roles. This is observed in relation to
previous roles, anticipated future roles, the attributes required of successful CEOs and
now in relation to characteristics required of potential CEOs.

Importance of selected characteristics of potential CEOs in local government
LGPro - CEO Development Project
(Index score O - 10)

Characteristic Lower Mean Upper Can't say
CEOs (n = 59)
Experience in local government in Victoria 5.95 6.49 7.03 0
Experience working at similar Council 4.45 5.09 5.72 0
Experience working in government agency 4.23 4.86 5.49 0
Experience working in private sector 3.20 3.80 4.39 0
Experience working for not-for-profit enterprise 3.33 3.76 4.20 0
Experience working within the same Council 2.46 3.07 3.68 0

Potential CEOs (n = 241)

Experience in local government in Victoria 6.64 6.89 7.14 0
Experience working at similar Council 5.04 5.34 5.65 0
Experience working in government agency 4.73 5.02 5.30 0
Experience working in private sector 4.44 4.71 4.98 0
Experience working for not-for-profit enterprise 3.79 4.06 4.32 1
Expetiencé working within the same Council 3.23 3.54 3.84 0
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Importance of selected characteristics of potential CEOs in local government

LGPro - CEQ Development Project
(Number and percent of total respondents)

Can't
say

Experience O0to4 5t07 81010

CEOs

Experience working at similar Council 39.0% 40.8% 20.3% 0

Experience working in government agency 42.4% 42.4% 15.3% 0

Experience working for not-for-profit enterprise 67.7% 30.5% 1.7% 0

Potential CEOs

Experience working at similar Council 34.5% 44.5% 21.0% 0

Experience working in government agency 37.3% 49.5% 86.8% 0

Experience working for not-for-profit enterprise ~ 52.1% 45.5% 2.4% 1

Page 38 of 49




LGPro — 2008 CEO Development Project CEO Survey Report

RESE "

Female potential CEOs rated the importance of experience in government agencies
measurably and significantly higher than their male counterparts (6.51 compared to
4.98). Female potential CEOs also rated the importance of experience in the not-for-
profit sector slightly but not measurably higher than male potential CEOs.

Male potential CEOs rated the importance of experience in local government in
Victoria slightly but not measurably higher than female potential CEOs.

Importance of selected characteristics of potential CEOs in local government

LGPro - CEO Development Project
(Index score scale 0 - 10)
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Other experience required of potential CEOs

Respondents were also asked:

“What, if any, other types of experience (work experience, academic experience or life experience) do you
believe it is important for a potential CEO to have?”

A wide variety of other experience respondents considered important for a potential
CEO to have were provided. These are listed in the following table and appear in large
measure to reinforce the skills, traits, knowledge and experience discussed in other
sections of this report.




LGPro — 2008 CEO Development Project CEO Survey Report /’7 W

Other experience important for potential CEOs

LGPro - CEO Development Project
(Number and percent of total responses)

Experience Number

CEOs

Proven relationship management skills

Working within a political environment

Experience in managing a complex service delivery organisation at a departmental level
Leadership

Community involvement

Experience in a range of pursuits that equip them for a leadership/political interface role
Work/Career experience outside local government

Continual Improvement such as Business Excellence framework

Health Sector CEOs are well suited

High level academic achievement in principles to match career achievement

Passion, commitment and enthusiasm

Scale and complexity of issues dealt with over the last 10 years

To be a successful CEO in Victorian Local Government, you need a very good standing in Local
Government in Victoria - outside CEO appointments have generally failed badly

Variety is the key - Councils have a wide range of services and clients - need to be able to relate to

P PP PFPEPPFPNDNNDDNDOWPSOO

1
all
Balance of work commitments and out of work interests 1
Government business enterprise 1
Managing large number of employees 1
Total 37

Potential CEOs

A breadth of successful experiences across work, study and life. 19
Broad experience across Government and/or Private sector 18
Community awareness and governance 14
Management and leadership ability 14
Experience at a senior management role 6
Academic qualifications, legislature knowledge 5
Work experience 4
Ability is more important than experience alone i.e. leadership ability 3
Experience in dealing with and enjoying diversity 3
An ability to work/communicate with all levels of an organisation 2
Capacity and resilience to work and thrive n the dynamics of a diverse, democratically elected servici 1
CEOs with an operations understanding/exposure 1
Common sense 1
Emotional intelligence (empathy) 1
Knowledge of social issues/challenges 1
Remembering not to feel "too important in the role" 1
You unfortunately display a Vicnocentric view of the world 1
Total 95
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Respondent profile
Age
Respondents were asked:

“Please indicate which of the following best describes you?”

The majority of CEOs surveyed were aged 46 years or over, with the largest proportion
of these being aged between 46 and 60 years. Approximately half of the potential
CEOs surveyed were aged 46 years or above. It is interesting to note that the age
profile of potential CEOs is younger than that of the CEOs, with one-third of potential
CEOs surveyed aged between 36 and 45 years and 1 in 10 (10.8%) aged between 20 and
35 years.

Age structure
LGPro - CEO Development Project

(Number and percent of total respondents)

Age CEOs Potential CEOs

Number Percent Number Percent
Less than 20 years 0 0.0% 3 1.2%
20 - 35 years 0 0.0% 26 10.8%
36 - 45 years 8 13.6% 77 32.0%
46 - 60 years 49 83.1% 131 54.4%
61 - 75 years 2 3.4% 4 1.7%
76 years and over 0 0.0% 0 0.0%

Total 59 100% 241 100%
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Gender

Respondents were asked:
“What is your gender?”

A total of 1 in 10 of the surveyed CEOs (10.9%) was female. The proportion of female
CEOs was notably lower than the proportion of female potential CEOs (27.8%).

Female CEOs were more likely to be employed by city councils (17.4%) than rural
cities (11.1%) or shires (7.7%). Similarly, female potential CEOs were more often
employed in a city council (31.8%), compared to either rural city or shire councils.

Gender
LGPro - CEO Development Project
(Number and percent of total respondents)

Gender CEOs Potential CEOs
Number Percent Number Percent
Male 52 88.1% 174 72.2%
Female 7 11.9% 67 27.8%
Total 59 100% 241 100%

Gender by region
LGPro - CEO Development Project
(Number and percent of total respondents)

Redion CEOs Potential CEOs
g Male Female Male Female
City Council 82.6% 17.4% 68.2% 31.8%
Rural City Council 88.9% 11.1% 73.3% 26.7%
Shire Council 92.3% 1.7% 76.4% 23.6%

Total respondents 59 241

x
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Highest level of education

Respondents were asked:
“What is the highest level of qualification you have completed since leaving high school?”

A majority of CEO respondents reported that they have a postgraduate qualification
(57.6%). By comparison, potential CEOs were less likely to report that they had a
postgraduate qualification (35.7%) and were more likely instead to have either a
bachelor degree or a graduate diploma.

Highest qualification
LGPro - CEO Development Project
(Number and percent of total respondents)

Qualification CEOs Potential CEOs

Number Percent Number Percent
No further qualification 0 0.0% 0 0.0%
Certificate 0 0.0% 5 2.1%
Advanced diploma or diploma 1 1.7% 18 7.5%
Bachelor degree 13 22.0% 77 32.0%
Graduate diploma 11 18.6% 55 22.8%
Postgraduate degree 34 57.6% 86 35.7%
Total 59 100% 241 100%

It is interesting to note that all of the female CEOs surveyed had a postgraduate
qualification, compared to just over half of the male CEOs. Female potential CEOs
were also more likely to have a postgraduate qualification than male potential CEOs,
with 41.8% of female potential CEOs having a postgraduate qualification compared to
33.3% of male potential CEOs, but slightly less likely to have a graduate diploma.

Highest qualification by gender
LGPro - CEO Development Project
(Number and percent of total respondents)

Qualification CEOs Potential CEOs

Male Female Male Female
No further qualification 0.0% 0.0% 0.0% 0.0%
Certificate 0.0% 0.0% 2.3% 1.5%
Advanced diploma or diploma 1.9% 0.0% 6.9% 9.0%
Bachelor degree 25.0% 0.0% 32.2% 31.3%
Graduate diploma 21.2% 0.0% 25.3% 16.4%
Postgraduate degree 51.9% 100.0% 33.3% 41.8%

Total 52 7 174 67
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Three-quarters (75.0%) of CEOs aged up to 45 years had postgraduate degrees,
compared to just over half of the CEOs aged 46 years and over (54.9%), although again
many of the older CEOs who did not have a postgraduate degree had a postgraduate

diploma. There was very little variation in the qualifications of potential CEOs when
examined by age.

Highest qualification by age
LGPro - CEO Development Project
(Number and percent of total respondents)

Qualification CEOs Potential CEOs
Up to 45 yrs 46 yrs and over Up to 45 yrs 46 yrs and over

No further qualification 0.0% 0.0% 0.0% 0.0%
Certificate 0.0% 0.0% 2.8% 1.5%
Advanced diploma or diploma 0.0% 2.0% 6.6% 8.1%
Bachelor degree 25.0% 21.6% 34.9% 29.6%
Graduate diploma 0.0% 21.6% 17.9% 26.7%
Postgraduate degree 75.0% 54.9% 37.7% 34.1%
Total 8 51 106 135

There was relatively little variation in the qualification profile of CEOs when examined
by type of council. In contrast however there was a significantly higher proportion of
potential CEOs from city councils with postgraduate degrees - 49.5% compared to just
on one-quarter of potential CEOs from both rural city and shire councils.

Highest qualification by region
LGPro - CEO Development Project
(Number and percent of total respondents)

Qualification CEOs Potential CEOs
City Rural City Shire City Rural City Shire

No further qualification 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Certificate 0.0% 0.0% 0.0% 0.0% 6.7% 2.2%
Advanced diploma or diploma 4.3% 0.0% 0.0% 4.7% 8.9% 10.1%
Bachelor degree 17.4% 33.3% 23.1% 29.0% 31.1% 36.0%
Graduate diploma 17.4% 11.1% 19.2% 16.8% 28.9% 27.0%
Postgraduate degree 60.9% 55.6% 57.7% 49.5% 24.4% 24.7%
Total 23 9 26 107 45 89
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Main field of study

Respondents were asked:

“What was the main field of study for your highest qualification?”

Approximately half of the surveyed CEOs and potential CEOs had qualifications in the
fields of business or management, with three-quarters of these having postgraduate
degrees - MBAs and similar. Readers are advised that this question was asked as an
open ended question where respondents wrote in the field of study.

Main field of study

LGPro - CEO Development Project
(Number and percent of total respondents)

Field of study CEOs Potential CEOs

Number Percent Number Percent
Business/Management Postgraduate 28 47.5% 83 34.4%
Business/Management Undergraduate 7 11.9% 32 13.3%
Engineering 6 10.2% 24 10.0%
Local Government 5 8.5% 0 0.0%
Planning 4 6.8% 34 14.1%
Social Work 2 3.4% 0 0.0%
Economics 2 3.4% 9 3.7%
Science 2 3.4% 4 1.7%
Accounting 1 1.7% 14 5.8%
Political Science 1 1.7% 2 0.8%
Health/Medicine 1 1.7% 5 2.1%
Arts 0 0.0% 9 3.7%
Education 0 0.0% 9 3.7%
Psycology 0 0.0% 4 1.7%
Other 0 0.0% 12 5.0%
Total 59 100% 241 100%

Engineering and planning qualifications were prominent for both CEOs and potential
CEOs although it is of note that approximately twice as many potential CEOs had
planning qualifications as CEOs (14.1% compared to 6.8%). This variation may well
result, at least in part, from the large number of planning managers employed in many

councils. This variation may also result from the anecdotally apparent lower propensity
of planning managers to be appointed as CEOs, despite some recent examples to the

contrary.
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Male potential CEOs were slightly more likely than their female counterparts to have
business or management qualifications (36.8% compared to 28.4%). Male potential
CEOs were considerably more likely to have engineering or economics qualifications
than their female counterparts.

Female potential CEOs were more likely to have qualifications in the fields of arts,
education, health/medicine and psychology. This variation in the fields of study is
likely to reflect the variation in the roles in which male vis-a-vis female managers and
directors are currently employed.

Relatively little variation in the field of study of potential CEOs is observed when
examined by age group. Older potential CEOs are slightly more likely to have
qualifications in engineering or science and less likely to have qualifications in
undergraduate level business/management or health/medicine.  This variation is
relatively minor and not suggestive of any generational shift in the field of study of
senior management in local government in Victoria.

Main field of study by age and gender - Potential CEOs
LGPro - CEO Development Project
(Number and percent of total respondents)

. Gender Age
Field of study Male Female ~ Upto 45 yrs 46 yrs & over

Business/Management Postgraduate 36.8% 28.4% 35.8% 33.3%
Business/Management Undergraduate 14.4% 10.4% 15.1% 11.9%
Engineering 13.2% 1.5% 7.5% 11.9%
Planning 10.3% 23.9% 15.1% 13.3%
Accounting 6.3% 4.5% 4.7% 6.7%
Economics 5.2% 0.0% 3.8% 3.7%
Arts 2.9% 6.0% 3.8% 3.7%
Education 2.3% 7.5% 3.8% 3.7%
Science 1.7% 1.5% 0.0% 3.0%
Health/Medicine 1.1% 4.5% 3.8% 0.7%
Psycology 0.6% 4.5% 0.9% 2.2%
Political Science 0.6% 1.5% 0.9% 0.7%
Other 4.6% 6.0% 4.7% 5.2%
Total 174 67 106 135
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The following table provides the same breakdown of field of study by age and gender
for current CEO respondents. A broadly similar pattern of variation by age and gender
is observed in the CEO results as in the potential CEO results.

Attention is drawn to the higher proportion of female CEOs with planning
qualifications along with the previously discussed arts, education, health/medicine, and
psychology.

Male CEOs are more likely to have qualifications in business/management (both
postgraduate and undergraduate), engineering (13.2% compared to just 1.5%), and to a
lesser degree accounting (6.3% compared to 4.5%).

Very little variation at all is apparent in the CEO results when examined by age.

Main field of study by age and gender - CEOs

LGPro - CEO Development Project
(Number and percent of total respondents)

. Gender Age
Field of study Male Female ~ Upto45yrs 46 yrs & over
Business/Management Postgraduate 44.2% 71.4% 62.5% 45.1%
Business/Management Undergraduate 13.5% 0.0% 0.0% 13.7%
Engineering 9.6% 14.3% 0.0% 11.8%
Planning 7.7% 0.0% 12.5% 5.9%
Accounting 1.9% 0.0% 12.5% 0.0%
Economics 3.8% 0.0% 0.0% 3.9%
Arts 0.0% 0.0% 0.0% 0.0%
Education 0.0% 0.0% 0.0% 0.0%
Science 3.8% 0.0% 12.5% 2.0%
Health/Medicine 0.0% 14.3% 0.0% 2.0%
Psycology 0.0% 0.0% 0.0% 0.0%
Political Science 1.9% 0.0% 0.0% 2.0%
Local Government 9.6% 0.0% 0.0% 9.8%
Social Work 3.8% 0.0% 0.0% 3.9%
Other 0.0% 0.0% 0.0% 0.0%

Total 52 7 8 51
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Appendix 1: Participating Councils

Of the 79 municipalities in Victoria a total of 70 participated in the study, either the
CEO or one or more potential CEOs.

Alpine Shire Council

Ballarat City Council

Bass Coast Shire Council
Bayside City Council
Boroondara City Council
Campaspe Shire Council
Central Goldfields Shire Council
Corangamite Shire Council
East Gippsland Shire Council
Gannawarra Shire Council
Glenelg Shire Council

Greater Bendigo City Council
Greater Geelong City Council
Hepburn Shire Council
Hobsons Bay City Council
Hume City Council

Knox City Council

Macedon Ranges Shire
Mansfield Shire Council
Maroondah City Council
Mildura Rural City Council
Monash City Council
Moorabool Shire Council
Mount Alexander Shire Council
Murrindindi Shire Council
Northern Grampians Shire Council
Pyrenees Shire Council
Southern Grampians Shire Council
Strathbogie Shire Council

Swan Hill Rural City Council
Warrnambool City Council
West Wimmera Shire Council
Whittlesea City Council

Yarra City Council
Yarriambiack Shire Council
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Ararat Rural City Council
Banyule City Council

Baw Baw Shire Council
Benalla Rural City Council
Brimbank City Council
Cardinia Shire Council

Colac Otway Shire Council
Darebin City Council
Frankston City Council

Glen Eira City Council
Golden Plains Shire Council
Greater Dandenong City Council
Greater Shepparton City Council
Hindmarsh Shire Council
Horsham Rural City Council
Indigo Shire Council

Latrobe City Council
Manningham City Council
Maribyrnong City Council
Melton Shire Council
Mitchell Shire Council
Moonee Valley City Council
Moreland City Council
Moyne Shire Council
Nillumbik Shire Council

Port Phillip City Council
South Gippsland Shire Council
Stonnington City Council
Surf Coast Shire Council
Towong Shire Council
Wellington Shire Council
Whitehorse City Council
Wodonga Rural Shire Council
Yarra Ranges Shire Council
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Appendix Two: Survey forms
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