
 

 
His Worship the Mayor 
Councillors 

City of Marion 
 
 
 

Notice of Review and Selection 
Committee 
 
Chamber - Admin, Council Administration Centre 
245 Sturt Road, Sturt 
 
Tuesday, 5 August 2025 at 5.30 pm 
 

The CEO hereby gives Notice pursuant to the provisions under Section 83 of the 
Local Government Act 1999 that a Review and Selection Committee will be held. 
 
A copy of the Agenda for this meeting is attached in accordance with Section 83 of 
the Act. 
 
Meetings of the Council are open to the public and interested members of this 
community are welcome to attend. Access to the Committee Rooms is via the main 
entrance to the Administration Centre on Sturt Road, Sturt. 
 

 
Tony Harrison 

Chief Executive Officer 
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1 Open Meeting 
 
2 Kaurna Acknowledgement 
We acknowledge the Kaurna people, the traditional custodians of this land and pay our respects to 
their elders past and present. 
 
3 Elected Member Declaration of Interest (if any) 
 
4 Confirmation of Minutes 
4.1  Confirmation of Minutes of the Review and Selection Committee Meeting held on 6 May 2025 

 
4.1 Confirmation of Minutes of the Review and Selection Committee Meeting held on 6 May 
2025 
Report Reference RSC250805R4.1  
Originating Officer Manager People and Culture – Kate McKenzie 
Corporate Manager N/A 

General Manager Chief Executive Officer – Tony Harrison 
 
RECOMMENDATION 
That the minutes of the Review and Selection Committee Meeting held on 6 May 2025 be taken as 
read and confirmed. 
 
ATTACHMENTS 

1. RS C 250506 - Public Minutes [4.1.1 - 4 pages] 
  



 

 

 

 

 

 

 

 

 

 

Minutes of the Review and Selection Committee 

held on Tuesday, 6 May 2025 at 5.30 pm 

Chamber - Admin, Council Administration Centre 

245 Sturt Road, Sturt 
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RSC250506 - Review and Selection Committee - 6 May 2025 

PRESENT 

His Worship the Mayor Kris Hanna 

Councillor Jana Mates 

 

In Attendance 

Acting Chief Executive Officer - Tony Lines 

Acting General Manager Corporate Services – Kate McKenzie 

Chief Financial Officer - Ray Barnwell 

Manager Office of the CEO - Sarah Vinall 

Acting Manager People and Culture - Greg Cansdale 

 
1 Open Meeting 

 

The Mayor opened the meeting at 5.30 pm. 

 
2 Kaurna Acknowledgement 

We acknowledge the Kaurna people, the traditional custodians of this land and pay our respects to 
their elders past and present. 

 
3 Elected Member Declaration of Interest (if any) 

 

The Chair asked if any member wished to disclose an interest in relation to any item being 

considered at the meeting: 

 

No interests were disclosed 

 
4 Confirmation of Minutes 
4.1  Confirmation of Minutes of the Review and Selection Committee Meeting held on 4 February 2025 

 

4.1 Confirmation of Minutes of the Review and Selection Committee Meeting held on 4 
February 2025 

Report Reference RSC250506R4.1 

  

Moved Councillor Mates Seconded Mayor Hanna 

  

That the minutes of the Review and Selection Committee Meeting held on 4 February 2025 be 
taken as read and confirmed. 

Carried Unanimously 
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RSC250506 - Review and Selection Committee - 6 May 2025 

5 Confidential Items 
5.1  Cover Report - CEO Performance Review and Timeline 
 

 

5.1 Cover Report - CEO Performance Review and Timeline 

Report Reference RSC250506F5.1 

 

 

Moved Councillor Mates Seconded Mayor Hanna 

That the Review and Selection Committee recommends to Council: 

1. The endorsement of the process and timeline in attachment 1 for the CEO performance 
review. 

2. The appointment of Allison Ashby as the independent person to provide advice to Council on 
the assessment of the CEO performance. 

 

Carried Unanimously 

6 Reports for Discussion - Nil 
 
7 Reports for Noting 
 
7.1  Council and CEO KPI Report Quar 
 

 
ter Three 2024-25 

7.1 Council and CEO KPI Report Quarter Three 2024-25 

Report Reference RSC250506R7.1 

 

Moved Councillor Mates Seconded Mayor Hanna 

The Committee discussed the report noting that the customer service KPI for ease of lodging 
requests has dropped in performance.  This is being reviewed and monitored to see if there is any 
root cause behind the drop in performance. 

That the Review and Selection Committee: 

1. Notes the FY24/25-FQ3 results contained within the attachments. 

Carried Unanimously 
7.2  Staff Movement and Exits Summary Report - Q3 
 

 

7.2 Staff Movement and Exits Summary Report - Q3 

Report Reference RSC250506R7.2 

 

Moved Councillor Mates Seconded Mayor Hanna 

  

That the Review and Selection Committee: 

1. Review the report and attached exit survey qualitative data. 

Carried Unanimously 
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RSC250506 - Review and Selection Committee - 6 May 2025 

8 Workshop / Presentation Items 
 
9 Other Business 
 
Mayor Hanna requested that the following reports be presented to the next Committee Meeting: 

 
1. Employees with “external employment” (employment/business/boards). 
2. Overview of Human Resource Information System (HRIS) implementation. 

 
10 Meeting Closure 

The meeting shall conclude on or before 6.30pm unless there is a specific motion adopted at the 
meeting to continue beyond that time. 

 

The meeting was declared closed at 5.38 pm. 

 

CONFIRMED THIS 5 DAY OF AUGUST 2025 

 

 

 

_________________________________ 

CHAIRPERSON 
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5 Confidential Items 
 
5.1  Cover Report - Independent Member - Finance, Risk and Audit Committee 
 

 
5.1 Cover Report - Independent Member - Finance, Risk and Audit Committee 

Report Reference RSC250805F5.1  
Originating Officer Business Support Officer - Governance and Council Support – 

Cassidy Mitchell 

Corporate Manager Manager Office of the Chief Executive - Sarah Vinall 

General Manager Chief Executive Officer - Tony Harrison 
 
REASON FOR CONFIDENTIALITY 

Local Government Act (SA) 1999 S 90 (2) 3  
(a) information the disclosure of which would involve the unreasonable disclosure of information 
concerning the personal affairs of any person (living or dead) 
 
RECOMMENDATION 

Pursuant to Section 90(2) and (3)(a) of the Local Government Act 1999, the Committee 
orders that the public be excluded from attendance at that part of this meeting relating to 
Agenda Item RSC250805F5.1 Independent Member Finance Risk and Audit Committee, 
except the following persons: Chief Executive Officer, Manager People and Culture, 
Manager Office of the Chief Executive and Chief Financial Officer,  to enable the Committee 
to consider this item in confidence on the basis the Committee considers it necessary and 
appropriate to act in a meeting closed to the public (excepting those persons listed above) 
in order to receive, discuss or consider in confidence the following information or matter 
relating to Item Independent Member Finance Risk and Audit Committee:- Information 
concerning the personal affairs of any person (living or dead), the disclosure of which 
would be unreasonable being information relating to the term of appointment for an 
independent member, which is sensitive and are details which are only known to those who 
have participated in the review process.  

  
Determines, on this basis, the principle that meetings of the Committee should be 
conducted in a place open to the public has been outweighed by the need to keep 
consideration of the matter confidential given the information relates to personal affairs of 
an individual.   
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6 Reports for Discussion - Nil 
 
7 Reports for Noting 
 
7.1  HRIS Implementation 
 

 
7.1 HRIS Implementation 

Report Reference RSC250805R7.1  
Originating Officer Manager People and Culture – Kate McKenzie 

Corporate Manager N/A 

General Manager General Manager Corporate Services - Tony Lines 
 
REPORT OBJECTIVE 
To provide the Review and Selection Committee with an overview of the implementation of a 
Human Resources Information System (HRIS). 
 
EXECUTIVE SUMMARY 
The City of Marion (CoM) is improving the way it manages people and culture by introducing a new 
Human Resource Information System (HRIS). This system will make everyday tasks like managing 
recruitment, onboarding, position maintenance, learning / development and employee records much 
faster and more accurate. It will store all employee information in one secure place, allowing staff 
and managers to access what they need easily, without relying on multiple systems or manual 
processes. This change will save time, reduce errors, and improve the experience for both 
employees and the People and Culture (P&C) team. 
 
Until now, P&C processes have been handled using a mix of spreadsheets, online documents, and 
other tools, which has made things less efficient and harder to manage, especially when it comes to 
tracking staff numbers or planning for the future. In 2020, the CoM began using Aurion for payroll 
and other HR tasks. However, it soon became clear that while Aurion was suitable for payroll, it 
didn’t meet the needs of a full HRIS. After careful consideration, it was decided that Aurion would 
continue to be used for payroll only. 
 
To find the right HRIS, the CoM launched a formal project through its Information Systems Strategic 
Plan. In September 2024, the Executive Leadership Team agreed to move forward with the 
procurement of a HRIS, either one with its own payroll module or one that integrates with CoM’s 
broader information systems goals. A key focus has been to choose a system that puts people first, 
is secure, and works well with existing technology. 
 
Information was gathered to assist CoM better understand the strengths and weaknesses of top 
HRIS providers in Australia. The P&C team and IS teams have also worked together to gather input 
from key stakeholders to ensure the new system meets real business needs. 
 
An Expression of Interest (EOI) progressed where 15 vendors submitted proposals. Vendors were 
asked to include the following modules as part of the EOI: 

• Recruitment / Onboarding 
• HR Core 
• Learning and Development 
• Performance 
• Payroll 
• WHS 
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After evaluations of the EOI, shortlisted vendors were invited to take part in the next stage, where 
they were provided more detailed specifications in a Request for Tender (RFT). It was determined 
at this point that payroll would remain with Aurion; however, any HRIS must integrate with payroll, 
and WHS would be removed from the scope, as this was not the core function of the system but 
rather a nice-to-have. 
 
The evaluation team is currently reviewing the detailed proposals from the shortlisted vendors. 
Reference checks are progressing to determine what to test further in live demonstrations and how 
the system works in practice. 
 
Once a preferred vendor is chosen, the next steps will include finalising the contract and then 
starting the rollout of the new HRIS. The implementation will happen in stages, so the organisation 
can adapt gradually to the changes. Each module is expected to take around 12 weeks to build, 
test, and launch, including time for integration with other systems and user training. The system 
implementation may take up to 12 months depending on complexity. 
 
It is anticipated that the HRIS will bring accuracy in reporting/data, efficiencies and a better 
employee experience and significantly reduce manual processes and the use of disparate systems. 
 
RECOMMENDATION 
 
That the Review and Selection Committee: 

1. Notes the report 
 
ATTACHMENTS 
Nil 
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7.2  Council and CEO KPI Report Quarter Four 2024-25 
 

 
7.2 Council and CEO KPI Report Quarter Four 2024-25 

Report Reference RSC250805R7.2  
Originating Officer Business Intelligence Analyst – David Mackay 

Corporate Manager Manager Office of the Chief Executive - Sarah Vinall 

General Manager Chief Executive Officer - Tony Harrison 
 

 
REPORT HISTORY 
To advise the Committee of the results of the Council and CEO KPI’s for fiscal quarter four (FQ4) 
for the 2024/25 financial year (FY24/25). 
 
EXECUTIVE SUMMARY 
Monitoring performance of the Council and CEO KPI’s is critical for ensuring that the Council is 
contributing to the achievement of its objectives in both the Strategic Plan and the 4-Year Business 
Plan 2023-2027.  
 
Details of the results are provided in Attachments 1 – 3.  
 
This report includes the FY24/25-FQ4 results. 
 
FY24/25-FQ4 results: 
 
Of the nine KPIs, the following results were achieved: 

• 3 KPIs met their targets with clear confirmation. 
• 3 KPIs did not meet the Core Target for the Quarter / Year. 
• 1 KPI partially met the Core Target. 
• 2 KPIs are assessed on an annual basis, with results to be reported at the end of the fiscal 

year. 
 
Items to Note: 

• KPIs not meeting Core Target: 
o KPI3 – Total Employee Costs. This was impacted by a lower than expected vacancy 

rate and a catch-up payment for the indoor agreement. 
 

• KPI partially met the Core Target: 
o KPI4 – Staff Engagement achieved the 50% participation rate but fell short on the 

survey result. 
 
 
RECOMMENDATION 
That the Review and Selection Committee: 

 
1. Notes the FY24/25-FQ4 results contained within the attachments. 
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ATTACHMENTS 

1. Attachment 1 - 2024-25 Q4 KPI Results [7.2.1 - 4 pages] 
2. Attachment 2 - FTE Composition [7.2.2 - 1 page] 
3. Attachment 3 - Labour Movement [7.2.3 - 1 page] 
 

 



Core / Stretch Target Measure Result / Comments Results

1
Financial 

Sustainability

Core Target: Council maintains, on average, 

a break-even or better funding (cash) 

position over the Long Term Financial Plan

Stretch Target: Council maintains a break-

even or positive cash funding position in 

delivering its annual budget

This target compares 

funding cash position at 

the relevant budget 

review with the adopted 

budget figure. 

Q4 (BR3) = $1.257m
The stretch target is currently 

predicted to be met with a net surplus 

of $1.257M forecast, following the 

completion of 24-25 Budget Review 3.

The core target is also on track to be 

met with a revised forecast of 

$1.736m over the ten years of the 

LTFP.

2

Asset Renewal 

Funding Ratio 
(A measure to assess that we 

are renewing or replacing 

non-financial assets in 

accordance with our future 

Asset Management renewal 

requirements)

Core Target: Asset Renewal Funding Ratio 

Between 90 and 110%

Stretch Target: Asset Renewal Funding Ratio 

greater than or equal to 100%

This is an annual measure and will be 

reported at the end of the 2024-25 reporting 

period

The Asset Renewal 

Funding Ratio indicates 

whether Council is 

renewing or replacing 

existing assets at the rate 

of consumption.

This is an annual measure with the 

next result to be reported at the end of 

2024-2025.

3
Total Employee 

costs (including 

agency staff)

Core Target: Less than or equal to 4.5% 

increase in actual employee costs (including 

agency staff) against prior year's actual costs-

adjusted for Council endorsed changes to 

meet resourcing requirements

Stretch Target: Less than or equal to 4% 

increase in actual employee costs (including 

agency staff) against prior year's actual costs-

adjusted for Council endorsed changes to 

meet resourcing requirements

The result includes 

adjustment for Council 

endorsed changes and 

additional Grant funded 

positions. 

Q4 (BR3) = 6.37%

The core target for FY24/25 is not 

expected to be met. This result was 

impacted by a lower than expected 

vacancy rate and a catch up payment 

for the Indoor agreement.

Fi
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KPI

CEO AND COUNCIL KEY PERFORMANCE INDICATORS 2024-2025
QUARTER 4: APR'25 - JUN'25
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CEO AND COUNCIL KEY PERFORMANCE INDICATORS 2024-2025
QUARTER 4: APR'25 - JUN'25

4 Staff engagement

Core Target: Achievement of an overall 

employee pulse survey result of 70%, with at 

least 50% employee participation per SLT 

department 

Stretch Target:

Achievement of an overall employee pulse 

survey result of 75%, with at least 50% 

employee participation per SLT department 

Staff Teamgage survey 

results based on five 

meterics 

Q4 = 69%

The core target was not met in Q4

5

Delivery of agreed 

projects identified 

in the Annual 

Business Plan and 

the second-year 

targets in the 4 

year plan

Core Target: Greater than or equal to 95%

Stretch Target: No stretch target

Monthly data collated for 

each quarter
Q4 = 100%

6

Delivery of 

Council's capital 

works program

Core Target: Greater than or equal to 85% 

delivery of Council’s planned capital works 

program (adjusted for extraordinary items)

Stretch Target: Greater than or equal to 90% 

delivery of Council’s planned capital works 

program (adjusted for extraordinary items)

This is an annual measure 

that will be reported on 

at the end of the 2024-25 

reporting period.

This is an annual measure with the 

next result to be reported at the end of 

2024-2025.
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CEO AND COUNCIL KEY PERFORMANCE INDICATORS 2024-2025
QUARTER 4: APR'25 - JUN'25

En
vi

ro
n

m
e

n
t 

7

Carbon Neutrality- 
carbon emissions 

footprint, measured 

against Council’s 

endorsed Carbon 

Neutral Plan 

(applicable 2021-2022 

onwards)

Core Target: Actual annual emissions less 

than the plan’s annual target emissions 1,600 

tCO2e (for FY24/25)

Stretch Target: Actual annual emissions 5% 

less than the plan’s annual target emissions 
1,520 tCO2e (for FY24/25)

Carbon emissions 

footprint, measured 

against Council’s 

endorsed Carbon Neutral 

Plan.

This figure is reported 

every 6 months (Q2 

reported in May, and the 

final annual figure for the 

year reported in 

October/November).

FY24/25 = 1,755

The forecasted result for FY24/25 is 

expected to exceed the core and 

stretch target.

8

Overall satisfaction 

with Council’s 

performance 
(measured annually)

Core Target: Greater than or equal to 75% 

rated as satisfied or above

Stretch Target: Greater than or equal to 85% 

rated as satisfied or above

Annual Measure

FY24/25 = 66.00%

Survey undertaken between:

Oct 2024-Dec 2024

*Note - Market research conducted by 

Newfocus indicates that the 

benchmark target for SA councils is 

62%

9

9a
Ease of lodging 

requests

Core Target: 75% satisfied or more

Stretch Target: 80% satisfied or more

Responses included 

within the result relate to 

cases created within the 

reporting period

Q4 = 84.10%

The core and stretch targets were met 

for the Q4 reporting period.  

Customer Experience
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CEO AND COUNCIL KEY PERFORMANCE INDICATORS 2024-2025
QUARTER 4: APR'25 - JUN'25

9b

Time taken to 

address and action 

requests

Core Target: 65% satisfied or more

Stretch Target: 70% satisfied or more

Responses included 

within the result relate to 

cases created within the 

reporting period

 Q4 = 74.10%

The core target was met for the Q4 

reporting period.  

9c
Satisfaction with 

requests handling

Core Target: 55% satisfied or more

Stretch Target: 60% satisfied or more

Responses included 

within the result relate to 

cases created within the 

reporting period

Q4 = 72.30%

The core and stretch targets were met 

for the Q4 reporting period.  
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Recruitment in progress (required position) 11

Currently under review 0

Vacant Required position 14.43

Attachment 2

There are currently 25.43 FTE  temporary vacant positions 

comprised of:  

The number of FTE employees (staff and agency) employed across the organisation as at 30 June 2025

The following tables provide comparative FTE data with the Gap Year Team Members, Pool Staff, and Grant Funded positions being excluded.  
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2024/2025 2023/24 2022/23 2021/22 2020/21 2019/20 2018/19 2017/18 2016/17

$000’s $000’s $000’s $000’s $000’s $000’s $000’s $000’s $000’s

48,470 45,567 42,378 40,134 38,238 36,487 34,861 33,274 32,221

% Movement on Prior Year 6.37% 7.53% 5.59% 4.96% 4.79% 4.66% 4.77% 3.27% 1.40%

Total Number of Employees 421 406 394 387 370 358 365 360 344

(FTE as at 30 June)*

% Movement on Prior Year 3.81% 3.05% 1.81% 4.59% 3.35% -1.90% 1.38% 4.80% 0.60%

5-Year average FTE to June 2024 396 383

*2024/25 as at 30 June 2025

Total Employee Costs (including 

Agency) 

LABOUR AND FTE MOVEMENT SUMMARY

Attachment 3
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7.3  Staff Movements & Exit Survey Data Report 
 

 
7.3 Staff Movements & Exit Survey Data Report 

Report Reference RSC250805R7.3  
Originating Officer Unit Manager Human Resources – Greg Cansdale 

Corporate Manager Manager People and Culture - Kate McKenzie 

General Manager Chief Executive Officer – Tony Harrison 
 
REPORT OBJECTIVE 
To provide a level of understanding of the current workforce composition in the City of Marion, and 
the changes which have occurred in the last quarter including the exit survey data which was 
gathered from exiting employees. 
 
EXECUTIVE SUMMARY 
Summaries of the City of Marion workforce as of 30 June 2025 are provided below: 

• Staff head count: 479 (405.03 Full Time Equivalent (FTE)) 
• Temporary Labour Head Count: 27 (16.42 FTE) 
• Volunteers: 292 
• Exiting Staff for the quarter: 29 

 
RECOMMENDATION 
That the Review and Selection Committee: 

1. Notes the Report 
 
DISCUSSION 
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Twenty-nine staff exited the City of Marion during the period 1 April 2025 to 30 June 2025 in 
comparison to 13 staff exiting in the same period last year. This was higher due to several seasonal 
staff from Marion Outdoor Pool finishing casual contracts following the end of the 24/25 pool 
season. On average over the last 12 months there have been six (6) departures per month. 
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Fourteen new employees joined the City of Marion during the period 1 April 2025 to 30 June 2025 in 
comparison to 22 new employees in the same period last year. 
 

 
Sixteen staff changes during the period 1 April 2025 to 30 June 2025 in comparison to 19 staff 
changes in the same period last year. 
Attachment one provides an aggregated summary of exit survey data for the period 1 April 2025 to 
30 June 2025 including key themes and learnings. In addition to submitting exit feedback online, 
staff are provided the opportunity to discuss their responses further with their People and Culture 
Partner. Two staff indicated they wished to avail themselves of this opportunity in Q4 but did not 
reply to contact from the P&C Partners. 
The exit survey improves the employee experience by providing an opportunity for the exiting 
employee to be heard thus providing closure and a more positive opinion of the organisation. Any 
concerns, areas for improvement or positive feedback provided through the exit interview process 
are discussed with the relevant People Leader, unless there is a valid reason not to do so, such as 
the matter being sensitive or confidential. Useful insights into staff employment experiences and 
perceptions provide opportunities to learn from staff experiences and will inform continuous 
improvement initiatives. 
In Q4, 34% of staff exiting the organisation completed an exit survey. 
Those staff who are exited due to unsatisfactory performance are not offered an exit interview due 
to the nature of the departure. 
 
 
Feedback from exiting staff in Q4 is predominantly positive indicating that: 

• most agreed or strongly agree that their leader was approachable and supportive; 
• most would highly recommend the City of Marion as an employer; 
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• all indicate they would consider working at the City of Marion again; 
• all indicate they experienced a safe working environment; and 
• most indicate they had a strong sense of belonging. 

Exit survey feedback also indicates that: 
• there was nothing that could have been done to change the minds of exiting staff about 

leaving; 
• people at the City of Marion and positive connection with community are the key contributors 

to people’s enjoyment of their time with City of Marion 
• there was appreciation for the variety of work available 
• some frustration with the limitations of their position and not provided an opportunity to apply 

their skillset and expertise; and 
• a perceived lack of leadership opportunities for part-time employees. 

 
 
ATTACHMENTS  
 
1. Exit Survey Qualitative Data April to June 2025 [7.3.1 - 1 page] 
 

 



Date Submitted Department Mode of Exit I am leaving because
Is there anything that would have 

changed your mind about leaving?
What industry are you moving 

to?

The expectations and 
responsibilities of my role were 

clear

 I was able to use my skills, 
knowledge and experience in 

my role.

My leader was approachable and 
supported me

1D. My team was effective in meeting its priorities and objectives 2A. Relevant training and development opportunities were offered 2B. I had access to career development opportunities 2C. I had regular performance and development conversations 2D. I felt my contributions were recognised and valued
2E. I had good relationships with others and 

felt a sense of belonging
2F. I experienced a safe working environment What did you like most and least about working for the City of Marion? What suggestions do you have on where the City of Marion could improve?

How likely would you be to 
recommend the City of Marion as 
an employer to your friends and 

family?

Would you consider 
working again for the City 

of Marion?
Any other comments you would like to make?

Would you like to meet 
with your People and 

Culture Business 
Partner to discuss any 

25/06/2025 City Services End of Contract 
Contract end - not moving to 

other employment
Neutral Neutral Strongly Disagree Disagree Disagree Strongly Disagree Disagree Disagree Agree Agree

Please note that my answers as above are relevant to my department  only, not actual City of Marion. 
City of Marion has been wonderful to work for, but my department in general, has not. 

XXXX was the most awful Team Leader I have ever come across, and over the whole time I was 
employed, she bullied, belittled, and treated us terribly. So many staff left the department purely 

because of her leadership. The department was very unhappy and in constant turmoil. I even witnessed 
her hit another staff member over the head, this was never reported. I can't even begin to describe how 

bad it was at times, but I stayed as I liked my role, and assisting Marion residents. 

Just as one instance, I was refused the Bus Coordinator role by XXXX when I interviewed for it, as I 'didn't 
have experience' - I actually had over 10 years' experience in assisting the Bus Coordinator. This news 

was purposely delivered to me 10 mins before going to Xmas break up. 
 

I've enjoyed my role otherwise, although my contract is ending due to my title of Transport Liaison 
Officer, a role which I never applied for, the titles of our roles were changed, and due to this, my role is 
now obsolete. It has been a very upsetting and difficult situation, as only two of us have been ended, 
and others continue on, others that do exactly the same role. It is very unfair and disappointing to be 

treated this way. I am just devastated.

As my 13-year contract has ended, through no fault of my own, it would have been good to have had the 
opportunity to be offered another role at Marion. Length of employment and experience unfortunately 

don't count in this instance.
8 Yes Yes please

23/05/2025 City Development  Resignation  Career progression No. Achieved a promotion. Local Government  Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Neutral
The people at Marion are the best I've worked with. The range of projects is quite unique to local 

government. 

The Chamber can be very adversarial.  Whilst SLT are extremely professional and knowledgeable people 
who are extremely committed to their roles in driving excellence in service delivery for residents, they 

are often treated poorly. The ongoing lack of respect to staff demonstrated in the Chamber is extremely 
disappointing.   

10 Yes I would love to come back as a GM in the future. No thank you

21/05/2025 City Services Resignation  Family / Personal reasons N/A Personal Agree Strongly Agree Strongly Agree Strongly Agree Neutral Agree Neutral Neutral Strongly Agree Strongly Agree
I appreciated the strong sense of community and the opportunity to make a direct, positive impact on 
local residents. The collaborative environment and support from colleagues made it a rewarding place 

to work.
N/A 8 Yes No thank you

9/05/2025 City Development  Resignation  Career progression

No.....I have spent an amazing 14 years at 
Marion which has provided me with 

significant opportunities to grow/ learn 
and achieve. I am leaving to pursue 

opportunities that align to me strengths in 
landscape design with greater variety of 

work.

private Agree Strongly Agree Strongly Agree Strongly Agree Agree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree Friendships made and being able to contribute to the community.
Cultural development and values to support more collaboration. Need to explore more ways to engage 

with staff creating a fun work environment with social engagement
8 Yes no No thank you

2/05/2025 City Services Resignation 
Want to go in a different direction 

with Career
No None at this time Agree Agree Agree Agree Agree Neutral Disagree Neutral Agree Agree Liked the people.  Lack of leadership at times.  Poor communication or none at all. Better Communication 9 Maybe No thank you

28/04/2025 City Services Retirement  Disagree Neutral Neutral Neutral Agree Agree Agree Neutral Neutral Agree No comment No comment 7 Maybe No comment No thank you

14/04/2025 City Development  Resignation 

Different role at lower 
classification level/Lack of 

development 
opportunities /Family / Personal 

reasons/Role Closer to Home

Unlikely, I was headhunted for the role I 
accepted. It is my old school, closer to 

home and family reasons mean it is much 
more suitable at this time, despite the 

salary reduction.

Catholic Education Sector 
(Marketing & Comms)

Strongly Agree Agree Strongly Agree Strongly Agree Agree Neutral Strongly Agree Neutral Strongly Agree Agree

Most:
- Working closely with the community and seeing the impact our team has had on the business community. 

- The feeling of giving back, making a contribution and a sense of belonging. 
- My Unit Manager and his support for my career progression, he has been incredible at encouraging me and building my 

confidence, as well as sharing his knowledge and providing opportunities to grow where possible. He also had deep trust in us 
all to do our roles well.

- My team member, who I job-shared with. This was my first time job-sharing and I feel we did really working together.
- Being able to complete my ACEcD course. 

- Good Salary, Leave provisions and uniform allowances. My uniform has really given me an added sense of belonging and pride. 
- The wonderful people I have met and connected with, so many amazing and supportive people in the organisation. I have really 

enjoyed getting to work alongside the MarComms team, Events team, property, sport and rec, environment and community 
centres.  

Least:
- The continual reviews of our area by upper management. It is not good for morale when you feel like your team is being watched 

and scrutinised. This includes expecting that people can only work 'at their desk' and continual discussions on budgets.
- I felt like while my immediate team valued what we do, it wasn't always felt to be recognised as much from outside. Running day-

to-day projects (ie. events) in Economic Development is very different to building a community centre, as it isn't a 'physical' 
object to show an outcome. It is a sentiment. 

- Decisions made without discussion with those who it affects or explanations of the reasoning for a decision. This is moreso 
reflective of the time we all had to move desks, with little discussions. 

- Lack of part-time leadership roles. I am not wanting to work full time at this stage with school-aged children, and unless I do 
there will be no opportunities to progress from my current level. Even short term secondments were made clear to be full time 

with no flexibility. I would love to lead a small team one day.
- When I started I was so excited about learning and development opportunities. At my induction I was told budgets had been 
restricted, and all hopes were dashed. I am grateful to have done the ACEcD program, but aside from that there was minimal 

other avenues to develop, even attending LG Professionals events were often limited to 'random draw' of names. 

- Review your leadership roles. Explore why they cannot be part time and think outside the box. I have 
worked incredibly well in a job share role with a wonderful colleague, it is possible to do with the right 

people!
- Trust in your staff. Understand that people do not need to be visible all the time to be doing their jobs 

and doing them well. 
- Read and address teamgage responses. I began with putting in feedback, but then it wasn't taken in the 

way it was intended or it didn't seem it was addressed. Putting negative marks or comments, actually 
ended up being detrimental to your team, and it was easier to just hold back. 

- More praise for those doing the small things or the day-to-day. It doesn't need to be an award. It could 
be a GM sending a simple email of thanks to a staff member or team.  

- I would love to see more innovation, pushing boundaries and trying new initiatives. I did try a few 
different times to look at initiatives across departments, but there is a lot of silo-ing. I had a lot to give, 

given my entrepreneurial past, but couldn't quite execute it. 

9 Yes

I am really grateful for my time at CoM, and it was a real springboard for stepping 
back into a career after being a business owner for over a decade. It helped me 

grow in confidence and see all my skills and how well they can be applied in 
many situations. It opened my eyes to the opportunities in local government and 

that it is an area I am passionate about, and gave me a sense of belonging. As a 
result, I have two future career paths I want to explore more in the future, the 

intersection of EcoDev and Sport and Rec in local government and I would like to 
explore becoming a Councillor for my local area to give back in a different way. 

This would not have happened if not for this opportunity.

I want to emphasise what a difficult decision this was to leave. If not for being 
tapped on the shoulder for a role closer to home at my old school (and with 

opportunities to move up), I would still be at CoM. CoM took a chance on me and 
I will always be grateful for that. Thankyou for the last 2 years. 

No thank you

11/04/2025 Corporate Services Resignation  Career progression & Salary 
increase

No I don't believe so as there isn't a 
comparable career option at CoM (viz 

leading Corporate Services and Strategic 
Reform).

Public Sector – State Strongly Agree Neutral Strongly Agree Strongly Agree Strongly Agree Agree Strongly Agree Strongly Agree Strongly Agree Strongly Agree

I enjoyed working positively and constructively with others in an environment where people try to 
actively live the organisational values each and every day. I also appreciated the flexibility of work and 
grateful for the range of leadership development opportunities, including the Judith Selleck and John 

Wood/Amanda Pulford work.

Due to the defined responsibilities of my I felt I was only able to apply limited part of my expertise and 
experience for much of the time, although I continually looked for opportunities to extend this, e.g. 

through leading Continuous Improvement Projects, working on reforms to SLT ToR and SLT Editorial 
Committee duties, presenting at Corporate Induction Days, establishing and chairing cross-

organisational groups such as CX Champions, and serving on other committees such as EA Negotiation 
Committee etc.

The performance data in relation to the CX 'customer service is everyone's business' initiative 
demonstrates what can happen when we dismantle the organisational siloes. Activities to assist leaders 

and their teams to 'lift the gaze' and look for collaborative solutions will continue to 'unlock' 
organisational potential. 

10 Yes

Again, I'm grateful for the opportunity to have worked at Marion for the last 4 1/2 
years alongside some very talented leaders and committed people. I leave with 
an enormous appreciation for the value of the local government sector and for 
Marion especially as an organisation that has a strong commitment to living its 

values and strengthening its culture. 

No thank you

8/04/2025 City Services Resignation  Career progression & Culture

being offered ability to progress higher in 
the corporation. which in turn would 

increase my pay.
There has been no discussion for 

improvement from any of my direct 
leaders, i have pushed for courses and not 
given until i pushed harder and even then 
no assistance in the course, which i have 

seen them give to others in the past. 

Public Sector – State Neutral Disagree Disagree Agree Disagree Strongly Disagree Strongly Disagree Disagree Neutral Neutral

i enjoyed the field team members and the way they enjoyed learning new things and developing their 
skills, not all but majority of team embraced direction from an experience i was able to express.

There is a great divide between corporate teams (ie - Civil and Engineering) consultation between parties 
is lacking and in many of occasions due to specific leaders above me, information not given to ensure 
we provide best out come for CoM and blame game then began. more discussion at beginning stages 

needed with people who have the experience to provide best long term out come should occur.

my direct managers have created a very toxic culture (i refer to managers prior to 2025). they created 
and culture of bullying and also unrest where if issue was to be raised that they made it seem they were 
backed by their managers so raising issue against would just paint target on person making complaint.

I believe the corporation could be a great place to work again by gaining respect back, i see many people 
in field being put through many courses and completing but not given opportunity to put learnings into 

play. 
no progression given to people (in civil division), this seems to be given to a select few.

equality should be across the board

3 No

in the time i have been at the City of Marion, i have felt undervalued and not able 
to achieve my full potential for the corporation.

even when exceeding expectations and shown a cut above others in same 
position no acknowledgement given. 

happy to meet with whom would like to hear more on my issues

Yes please

3/04/2025 Corporate Services Retirement  Strongly Agree Strongly Agree Agree Strongly Agree Strongly Agree Strongly Agree Agree Strongly Agree Strongly Agree Strongly Agree I liked most that the CoM staff are very friendly and supportive of each other.
I don't really have any negative feedback.

Nothing that I can think of. 10 Maybe
I would just like to thank Ray Barnwell for being so supportive of me during my 

time at City of Marion. Even though he is always incredibly busy, he always made 
time to discuss issues with me.

No thank you

Attachment 7.3.1 23

RSC250805 - Review and Selection Committee - 5 August 2025



   24 

 

 
RSC250805 - Review and Selection Committee - 5 August 2025 
 

7.4  Staff with secondary employment 
 

 
7.4 Staff with secondary employment 

Report Reference RSC250805R7.4  
Originating Officer Manager People and Culture – Kate McKenzie 

Corporate Manager Manager People and Culture - Kate McKenzie 

General Manager Chief Executive Officer – Tony Harrison 
 
 
REPORT OBJECTIVE 
To provide the Review and Selection Committee with an overview of the Secondary or Other 
Employment and External Interests Procedure and report on the current number of declarations.  
EXECUTIVE SUMMARY 

In October 2023, the City of Marion implemented the Secondary or Other Employment and External 
Interests Procedure to ensure all employees transparently declare any employment or activities 
undertaken outside their official duties. This procedure supports the Council’s commitment to 
integrity, transparency, and safeguarding its reputation and operations. 

As at 30 June 2025, there are 16 approved declarations of secondary employment or external 
interests submitted by staff across various departments. These have been reviewed and assessed 
in line with the Procedure, with oversight from Leaders and People & Culture. 

Each declaration is valid for up to 12 months and is subject to annual review and renewal. Records 
are centrally maintained by the People & Culture team as part of the broader governance 
framework. 

The Procedure forms part of Council’s corporate governance and internal controls by: 
• Managing Conflicts of Interest: Ensures that personal or financial interests do not 

improperly influence an employee’s public duties. 
• Protecting Organisational Integrity: Prevents reputational damage by ensuring external 

activities align with Council values and community expectations. 
• Safeguarding Wellbeing and Productivity: Ensures secondary work does not adversely 

affect an employee’s performance or health. 
• Ensuring Legal and Policy Compliance: Supports adherence to the City of Marion Code 

of Conduct, Enterprise Agreements, and relevant legislation such as the Long Service Leave 
Act 1987 (which restricts secondary work during long service leave). 

• Supporting Transparency and Accountability: All decisions regarding secondary 
employment are documented and subject to review. 

RECOMMENDATION 
That the Review and Selection Committee notes the report. 
 
ATTACHMENTS 

1. Secondary or Other Employment External Interests Procedure [7.4.1 - 5 pages] 
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1. Rationale 

This Procedure acknowledges that: 
• Employees may seek paid work or pursue other interests or opportunities external of 

the City of Marion; and 
• By undertaking such work employees may obtain skills that may be transferable into 

the work undertaken for City of Marion (CoM). 

This Procedure provides transparency in understanding the conditions under which 
employees of CoM may, with formal approval, undertake secondary or other work outside 
of their normal working hours and is to be read in conjunction with the City of Marion 
Employee Performance Policy. 

2. Scope and implementation 

This Procedure covers all employees employed by the City of Marion. 
The Senior Leader will only grant approval to undertake paid secondary or other work when 
they are satisfied that: 

• The secondary or other work will not interfere with the performance of an 
employee’s duties and responsibilities with CoM in any respect; 

• That the employee’s health and well-being is not put at risk; 
• There is no conflict of interest or inconvenience to CoM; 
• There is no potential adverse impact on CoM branding or reputation; and 
• The requirements under the CoM Code of Conduct can be maintained.  

Approval to participate in paid secondary or other work may be withdrawn at any time 
should the Senior Leader believe that the conditions on which approval was originally 
granted are no longer being met. Approval may also be granted subject to specific 
conditions to be agreed and met by the employee. Approval to engage in paid secondary 
or other work will be granted for a maximum period of twelve (12) months and employees 
must reapply for approval on an annual basis.  

The intent of this Procedure does not include gaining approval to undertake volunteer 
work, other than where the employee may, in the future request emergency services leave. 

Should any employee engage in volunteer work that may present a conflict of interest, the 
relevant section of the Secondary or Other Work Application / Register of External Interests 
form should be completed. 

Employee responsibilities 

City of Marion employees must perform their official duties in such a manner as to ensure 
that public confidence and trust in the integrity and impartiality of the Council is strong.  
As an employee, you are responsible for:  
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• Seeking approval on an annual basis from your People Leader and Senior Leader 
prior to engaging in secondary or other work / external interests.  

• Ensuring that information provided is an accurate and complete record of all 
secondary or other work / external interests undertaken.  

• Reporting any change of circumstances as previously understood by the employer 
in relation to secondary or other work / external interests.  

• To attend work in a fit and ready state following any secondary or other work / 
external interests undertaken.  

• For renewing your Secondary or Other Work Application / External Interests form 
and re-applying on an annual basis.  

People Leader responsibilities 
The People Leader is responsible for:  

• Ensuring that any endorsement provided to participate in secondary or other work 
/ external interests is in accordance with this Procedure.  

• Providing any further information to the Senior Leader to assist the Senior Leader 
in determining their decision.  

• Progressing endorsed Secondary or Other Work Application / Register of External 
Interests forms to their Senior Leader for consideration.  

• Ensuring that any issues regarding conflicts of interest are addressed immediately 
and referred to the Senior Leader or Manager People & Culture where applicable.  

Senior Leader responsibilities 
The Senior Leader is responsible for:  

• Ensuring that any approval granted to participate in secondary or other work / 
external interests is in accordance with this Procedure.  

• Forwarding all determined Secondary or Other Work Application form / Register of 
External Interests forms to People & Culture.  

• Ensuring that any issues regarding conflicts of interest are addressed immediately 
and referred to the Manager, People & Culture if required.  

People & Culture responsibilities 
The People & Culture Team are responsible for:  

• Providing information to employees about their obligations and responsibilities 
with respect to secondary or other work / external interests through the Induction 
and Onboarding process.  

• Providing advice and guidance to leaders in considering employee requests to 
undertake secondary or other work / external interests.  

• Maintaining records of approved applications to perform secondary or other work 
/ external interests.  
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3. Process/steps  

To seek approval to undertake secondary or other work / external interests an employee 
must complete and submit the Secondary or Other Work Application / Register of External 
Interests  form for consideration by their People Leader and approval by their Senior 
Leader.  
In assessing an employee’s application to undertake secondary or other work, the People 
Leader and Senior Leader should consider any anticipated difficulties in management or 
supervision arising from permission being granted. In instances where a decision or 
agreement cannot be made, the matter will be referred to the General Manager for a 
decision.  
The People Leader will advise the employee of the decision on the application in writing. 
The employee’s approved Secondary or Other Work Application / Register of External 
Interests form will be forwarded to People & Culture for record management purposes.  

4. Frequently Asked Questions 

Are all employees covered by this Procedure?  
All employees of CoM are covered by this Procedure and must seek approval prior to 
commencing any form of secondary or other work.  

What about conflicts of interest?  
In accordance with the CoM Code of Conduct, employees must ensure that personal 
interests, including financial interests, do not influence or interfere with the performance 
of their role.  
It is the responsibility of employees who wish to engage in secondary or other work or 
external interests to declare any conflict of interest between the secondary or other work 
and the interests of the CoM.  
The relationship between the nature of the secondary or other work / external interests 
and the role of the employee, Portfolio or Organisation needs to be examined for any 
inherent opportunities in that relationship for unfair commercial/financial/personal 
advantage.  

How does an employee dispute a decision?  
If an employee is not satisfied with the outcome, they are encouraged to speak directly 
with their People Leader or Senior Leader to discuss the matter and where necessary 
provide additional information.  
If an employee remains unsatisfied with the outcome, the employee may lodge a grievance 
in accordance with their respective Enterprise Agreement and or Award. 

Can I have a second role in another CoM Department?  
Employees may wish to apply for dual employment within CoM (e.g. part-time position in 
Finance and part-time position at the Marion Outdoor Pool). This form of employment 
across Departments will be managed on a case-by-case basis.  
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The People Leader will assess and forward the application to the Senior Leader for final 
approval. If approval is given, and where relevant, the employee will be provided with a 
separate contract of employment which outlines the conditions of employment and salary 
level as determined by that role/position description and the relevant Enterprise 
Agreement. People & Culture must be consulted before any approval is given.  

What happens if I move roles in CoM, will I have to seek approval again?  
Should an employee’s conditions of employment change, e.g. offered a position in another 
Department/Division/Unit in CoM, the employee must submit a new application to 
undertake secondary or other work for consideration by their new People Leader and 
approval of their new/existing Senior Leader.  
The onus is on the employee to ensure that a new application is submitted. The 
new/existing Senior Leader must then assess/reassess the application to ensure 
compliance with this operating Procedure.  

Is there any impact on workers compensation?  
Senior Leaders should be aware that if an injury occurs that is accepted as compensable 
under Workers’ Compensation:  
• During CoM employment  

o Workers’ Compensation payable will take into account all earnings from the 
secondary or other work, irrespective of whether or not approval to undertake 
secondary or other work has been granted.  

• During external employment  
o Compensation payable (including CoM salary) will be the responsibility of the 

secondary or other employer.  

Can I take time off work to undertake work elsewhere?  
• All employees will be subject to CoM rostering schedules and work conditions, 

regardless of any existing secondary or other work requirements. All employees 
must consider their employment with CoM to be their employment priority.  

• Employees undertaking secondary or other work whilst on any form of paid or 
unpaid leave must ensure compliance with the requirements of this operating 
Procedure by seeking approval from the Senior Leader prior to engaging in 
secondary or other work and disclosing and ensuring that information provided is 
an accurate and complete record of all secondary or other work undertaken.  

PLEASE NOTE: Approval will not be permitted for secondary or other work whilst on long service leave, 
as this contravenes the provisions of the Long Service Leave Act, 1987.  

What if I don’t disclose my secondary or other employment or external interests?  

All employees are responsible for ensuring they seek approval from their Senior Leader for 
any secondary or other work / external interests they may be participating in. Failure to do 
so may be a breach of the Code of Conduct, which could result in disciplinary action.  
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5. Definitions 

Term Definition 

Secondary or Other Work Activities undertaken by an CoM employee for an organisation, group 
or individual external of or separate to their role with CoM, for which 
they receive a salary, commission, fee, allowance or benefit. 
Secondary or Other work may include, but is not limited to: casual 
work, part time work, consultancy work, running your own business, 
board or committee membership, contracting of services and 
lecturing/tutoring.  

External Interests Activities undertaken by an CoM employee for an organisation, group 
or individual external of or separate to their role with CoM, for which 
they do not receive a salary, commission, fee, allowance or benefit. 
Unpaid secondary or other work / external interests may include but 
are not limited to: a partner or family member’s business or 
volunteering at a local sporting club.  

Enterprise Agreement The terms and conditions of employment for employees to whom it 
applies: 

• Administration Staff Enterprise Agreement; and 

• Field Staff Enterprise Agreement 

which may be changed from time to time. 

People Leader An employee’s direct manager/supervisor 

Senior Leader A senior leader who is a member of the Senior Leadership Team 

General Manager A senior leader who is a member of the Executive Leadership Team 

6. References 

City of Marion 
• Administration Staff Enterprise Agreement No. 10 2022 
• Field Staff Enterprise Agreement No.11 2021 
• City of Marion Human Resource Delegations 
• City of Marion Code of Conduct 
• City of Marion Employee Performance Policy 

 
Other 
• Municipal Salaried Officers Award 
• Local Government Employees Award 

7. Review and evaluation 

This Procedure will be reviewed by People and Culture and the Executive Leadership Team 
as deemed necessary, or when relevant Enterprise Agreement changes are implemented.  
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8 Workshop / Presentation Items 
 
9 Other Business 
 
10 Meeting Closure 
The meeting shall conclude on or before 6.30pm unless there is a specific motion adopted at the 
meeting to continue beyond that time. 
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