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The Gardewn Vi”age

Special Council Meeting to be held
Thursday 9 December 2010
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Shire of Nannup

NOTICE OF A SPECIAL COUNCIL MEETING
Dear Council Member,

At the request of the Shire President in accordance with Section 5.4 of the
Local Government Act 1995 a Special Council Meeting of the Shire of
Nannup will be held Thursday 9 December 2010 in the Council Chambers,
Nannup commencing at 4pm.

Agenda

1. DECLARATION OF OPENING/ANNOUNCEMENT OF VISITORS

2. RECORD OF ATTENDANCE / APOLOGIES / LEAVE OF ABSENCE
3. PUBLIC QUESTION TIME

4, PETITIONS/DEPUTATIONS/PRESENTATIONS

5. PROCESS FOR SELECTION OF CHIEF EXECUTIVE OFFICER

6. CLOSURE OF MEETING

-

SHANE COLLIE
CHIEF EXECUTIVE OFFICER
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AGENDA NUMBER: 5.1

SUBJECT: Process of Selection — Chief Executive Officer
LOCATION/ADDRESS:

NAME OF APPLICANT:

FILE REFERENCE: PSN 22

AUTHOR: Shane Collie — Chief Executive Officer
DISCLOSURE OF INTEREST:

DATE OF REPORT: 8 December 2010

Attachments: 1. Local Government Operational Guidelines # 10.
2. Advertisement for CEO Position.
3. Fee Quotation — Fitzgerald Strategies.
4. Vehicle Benefit Estimations (March 2010).
5. List of Potential Relieving CEOs.

BACKGROUND:

As advised by email 7 December 2010 Council is required to formalise a
process for the recruitment of a new Chief Executive Officer. Finish date for
the current CEO will be the end of January 2011 (Friday 28 January 2011)
with all meeting requirements addressed for that meeting cycle.

The Local Government Act, specifically Administration Regulation 18C reads
as follows:

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

This requirement presents a potential timing conflict given the approaching
Christmas period and is the purpose hehind the calling of the Special meeting
today. To advertise before Christmas it really needs to be done this week,
hence the confirmation of a recruitment process is the first step.

COMMENT:

Initially the Industry Standard guidelines for the appointment of a CEO are per
attachment 1. If there is any doubt or advice needed these guidelines can
assist. Likewise per recent email contact Mr Mike Fitzgerald, Council's
normai Industrial Advisor has been contracted to undertake the recruitment
process. The list of tasks to be undertaken and his fee is per attachment 3.

There should be a draft contract ready for tabling at today's meeting and
Council will have ample opportunity to scrutinise this document and alter as
seen fit. This document will only come into play when Council arrives at the
preferred applicant stage. There are however some fundamental points that
Council may wish to confirm at this stage which would impact on the content
of the advertisement. These are:
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1. Length of contract. The Local Government Act stipulates that
contracts for CEOs (and other senior officers) are to be between 3 and
5 years. Council stipulated a 3 year contract for the position of
Manager Development Services and consideration of this matter
should be given as it may impact on the advertisement.

2. Salary package. Again a statutory requirement which must be
included in advertising, notwithstanding there is scope to negotiate with
the preferred applicant within a range specified. The current draft
advertisement contains a package amount up to $130,000 comprised
of the following:

Salary (cash component) $100,000 per annum
Motor Vehicle $14,640 per annum
Employer Superannuation (up to) $9,000 per annum
Telephone (average Annual Cost) $500 per annum
Subsidised Housing Rent ($80 per week) $4,160 per annum
Water (Average Annual Cost) $300 per annum
Electricity Subsidy $1,200 per annum
Gas Subsidy $200 per annum

The motor vehicle estimate is approximated from attachment 4 and is
based on unrestricted private use. The subsidised house rental is
based on housing being provided at Lot 233 Carey Street, market
rental amount $160 per week subsidised by 50%.

Hence the process suggested for the selection and appointment of a CEO is
as per the recommendation to this item. Council may choose to add, alter as
it sees fit.

A final point is that there is almost certainly going to be a period where an
Acting CEO is required assuming that there is a time lag between the CEO
appointment and commencement. At this stage that time lag is expected to
be 2 months and steps are being taken to cover that period. Attachment 5
refers. A recommendation to Council on the appointment of an Acting CEOQ is
likely at either the December 2010 or January 2011 ordinary meetings.
Council’s Manager Corporate Services has indicated he is not in a position to
undertake this role.

STATUTORY ENVIRONMENT:

l.ocal Government Act 1995 and Administration Regulation 18C.

POLICY IMPLICATIONS: Nil.

FINANCIAL IMPLICATIONS:

Council has a budget amount set aside for recruitment expenses which is

likely to be exceeded. The initial costs will be the cost of the Industrial Advisor
and advertising.
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STRATEGIC IMPLICATIONS: Nil.

RECOMMENDATIONS:

1.

That Council implements the following process for the recruitment of a
Chief Executive Officer:

Advertising commencing 11 December 2010, West Australian
newspaper. Position closing 14 January 2011.

Tasks to be undertaken per Industrial Advisor Fitzgerald Strategies
Letter 7 December 2010 (Attachment 3).

Salary package to be maximum $130,000.

Housing to be offered Lot 233 Carey Street.

Length of contract to be XXX years.

That Council be provided with a future report as soon as available in
respect of the appointment of an Acting CEO for an approximate two
month period February/March 2011.

VOTING REQUIREMENTS

" SHANE COLLIE
CHIEF EXECUTIVE OFFICER
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Appointing a CEO

LOCAL GOVERNMENT
OPERATIONAL GUIDELINES
Number 10

August 2005

Department of Local Government

478
Q\I"Q and Regional Development
~

Government of Western Australia




Introduction

Selecting and appointing a CEO is one of the most important tasks
elected members may underlake during their term of office.
Cheosing the right person is critical 1o the success of the council and
the local government.

ft is essential that corect processes are followed so that every
opporiunity is given o the candidales to pul the appropriale
information forward so the council can choose lhe person most
suited o the position. It is imporient that elected members
understand that when they appoint s CEQ they are entering into a
contractual relationship with the CEO. A commitment to trsst and
good faith by both parties will lead to an effective relationship
between the council and the CEOQ, This guideline has been
developed lo assist councils to conduct an effeclive process when
selecting thelr new CEQ.

Legislation

There are three sections of the local Governmant Act 1995 {the Act)
that have direct application to the appointment of a CEQ. Section
5.36 of the Act requires a local government to employ a “suitably
quatified” person to fill the position of CEO. Section 5.39 contains
provisions for the contracts of CEOs. Section 5.40 requires that all
employees are to be selected in accordance with the principles of
merit and equity.

The principles of merit and equity refer to the process of filling
vacancies whereby a thorough assessment is made of the
candidates’ skills, knowledge and abililies against the work related
requirements of the vacancy. The process must be open, compelitive
and free from bias, unlawful discrimination, nepolism or patronage.

"Suitably qualified” is not defined in the legislalion but the imention
is not limited to academic qualifications. Through the posilion
description and selection criteria the council needs lo ensure thal
processes are in place to appoint the person that best meets the
qualities required in terms of academic gualificalions, experience,
skills and knowledge.

Outsourcing the Recruitment Process

Depending on lhe size of the local government and the availability
and skills of staff, oulsourcing the recruitmemt process may be the
best option.

Generally recruitment consultants provide a professionat service and
possess a wide range of knowtedge and skills in staff recruitment. It
is recommended that rigorous checks be conducted on any
recruitment consultants before they are appointed e ensure they
have the necessary skills and experience f{local government
recruliment experience would be beneficial} to effectively assist the
council in its selection of a CEQ.

An early decision needs to be made by council on whether it will
Randle the recrpitmeant in-house or appoint a consultant o coordinate
the appointment process. if a recruitment consultant is chosen,
council should provide the consultant with a copy of these guidelines
as part of the appointment process,

10.

1.

4.1
12.

13.

14,

15.

A recruitment consultant may be involved in the following aspects of

the seleclion process:

. development or review of the position description;
. development of selection criteria;

. drafting of the adverisement;

. preliminary assessment of the applications,

. finat shortlisting;

. drafting of the questions for interview;

. coordinating interviews; and

. finalising the contract.

If a decision is made to oulsource the recruilment process it is
imperative that the council maintains a high level of involvement in
the process and enters into a formal agreement {contract) with the
consultant. In order (o manage the contract efficiemly and ensure an
elfective outcome, regular contact with the consultant is required
during the process.

Reviewing Necessary Documentation

There are twao very important documents thal need to be reviewed
and approved by council prior 1o advertising the position. These are
the Position Description Form and the Contract of Employment.

Position Description Form

The Position Description Form, particularly the selecifon criteria and
performance criteria (where it is included in the Position Description
Form) should be reviewed prior to advertising. The council, a
commiltee of council or the consultant {if one is used) should
undertake this task.

Counci! needs to determine what they want their CEO to do and
whether the selection crileria will facifitate the appointment of a
person with the appropriate set of skills. For example, it may be very
important that a CEO work with diverse elements of the community
such as developers, mine operators, Indigenous communities or
other specific interest groups. Therefore, a selection criterfon might
be “Proven ability to work and negoliale with diverse groups in the
community”. If such a criteria is not included an assessment of the
applicants’ abililies in this area may be overlooked. This is why
councils must decide when commencing the task of appointing a
new CEO that the skills and qualilies required are well understood
and documented.

Selection criteria are generally classified as “essenlial” and
“desirable”™. Applicants who are able to satisly all the essential
criteria shoutd be considered for interview. ¥ an application does
not fully address the essential selection ¢riteria the applicant shoutd
not be considered for interview. However, on occasions an
application may be received where the applicant has the skills and
experience which indicate a capacity 1o salisly the essential
selection crileria even though il is not clearly elaborated in the
application. In these circumstances the application may warrant
further consideration. Desirable criteria are nol an essential
requirement of the position. They are normally identified to alract
applicants who may have a wider range of skills and experience
which an employer would eonsider dasirable.

Council may decide that it would be more appropriate to altract
applicants with a wider range of knowledge, experience and
management skills than just tocal government. [F this is the case the
selection criteria should accommodate this.
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16.
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20.

21.
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23.

24.

25.

26.

Performance Criteria

Performance eriteria are quantitative and/or qualitative measures of
performance. There are two broad categories of performance
criteria. Those that have general application and apply at all times
and specific criteria that apply for a limited period of lime, An
example of the first type would be, “Advice to council is refevam,
accurate and timely,” An example of the second type of performance
criteria would be, “Calling of tenders for the new recreation cenlre is
undertaken on ime and in compliance with the law. ™ It is obvious that
the first is always going to be required, whereas at other limes the
local governmant will not be building a new recreation centre.

Council may sel ongoing permanent performance criteria that will
be included in the contract. The successful applicamt needs to be
informed that performance criteria relevant 10 a specific project/s
witl afso be subject to annual negotiation. These will be assessed at
least once during each year.

In seiting performance crileria, councit will need to determine what
it is they want their CEO to do over and above legislative
requirements. Councils need to be realistic in terms of their
expeclations and provide appropriale resources to facilitate
achievement of performance criteria. The performance criteria must
be consistent with the position description and the selection criteria.

It is not essential that performance criteria relating lo a specific
project/s are identified prior to the appointment but, if not, they must
be identified very soon afier so that the neww CEQ s aware of what
is required of him or her in the coming year or years.

Contract of Employment

The councit should review and amend, where necessary, the existing
terms and conditions of the CEOQ contract before proceeding lo
advertise the posilion. In accordance with section 5.39(7} of the Act,
a local government is to lake into account the secommendalions
contained in the report of the Salaries and Allowances Tribunal as
to the remuneration to be paid te a CEOQ.

It is also recommended that council obilains advice on the contract
where alterations of amendments are proposed and there is
the slightest doubt as lo the meaning of those alterations
o amendments.

The Department has worked with the Western Australian Local
Government Association and Local Government Managers Australia
to prepare a model conwact. R is recommended that lhis model be
used as the basis for the contract of employment with the new CEC.
The maodel contract can be downloaded from the Department's
websile at www.digrd.wa.gov.au.

Advertising the Vacancy

Ideally, the position should be advertised as widely as possible o
attract the best possible fietd. The minimum requirement for
advertising under local Government {Administration) Regulation
18A(1) is for the posilion to be adverlised in a newspaper
circulaling generally throughout the State.

Requtation 1BA(2) prescribes the minimum requirememts to be
included i an advertisement for the position of CEO.

The content and context of adveriisements should be carefully
considered. An atractive and well constructed adverlisement is more
likely Lo atract the interest of potential candidales.

A comprehensive application kit comprising documentation relevant
1o the vacamt position should be developed and provided to
potential applicants on request. Reference to, and instruclions on
how to access the kit should be included in the advertisement.

27.

28,
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37.

38.

Altowy sufficient ime within the advertisemen for polential applicants
to prepare and forward applications. It is recommended that the
position be open for a minimum of two weeks wilh a definite date
and time after which applicatons will not be considered.

Confidentiality

From lhe beginning to the conclusion of the process, absolute
conflidentiality maust be maintained by every person involved in the
selection process. This cannot be emphasised enough, as any
information which finds Hs way into the public domain before a
recommendation is wmade lo council may well compromise the
salection process,

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

Setection and Appointment Process

The selection and appointment process to be applied to a CEO
position must be approved by council prior 1o advertising as
prescribed under Lacal Government (Admiristration) Regufalion 18C.

Extensive consideration should be given to the overall process,
especially the shorllisting, whether prefiminary interviews will be
conducted and whether final interviews will be with fedl council,
Council must he very clear about the methods, tlechnigues and
queslions used during the sefection process,

k is essential that the council manages the process professionally

and members invelved in the process have a thorough

understanding of thelr roles and responsibilities.

Council may decide to establish a commitlee to coordinate the
preliminaries of the setection process. This committee should liaise
with the employment consuftant if one is appointed,

The respective roles of a consultant, council committee, full council
and an individual elected member must be clear.

Applicants should be shortlisted according to their capacily lo
address the relevant sefection criteria. Where there is a large pool
of applicanis, the most competitive should be shortlisted for
interview. h is the responsibility of the interview panel/selection
committee 1o determine how many applicants it will interview. Their
assessment must involve detaited consideration of the applications
and may involve a preliminary inmerview.

Erected members may act as referees for applicants. This most often
accurs when a person already employed by the local governmment
applies for the CEQ position. When this occurs it is recommended
that the member provide a written referee report prior o interview
{assuming the applicant is granted an interview).

Elected members should declare any previous assoclation with a
potential applicant at the time of shortlisting if they are part of the
interview panel/selection commitiee established for the purpose.
Similarly, if the inlerviews involve the full council, the elected
member should make an appropriale declaration before lhe
interviews commence. Il a member’s relationship with an applicant
is significant and may result in claims of nepotism or patronage, the
member should exclude themselves from the selection process.

Where rating scales and other scoring tools are used o assess the
refative performance of applicants, it is important thal all elected
members and other members involved in the interview undesstand
how these are applied so they produce meaninghil resulis. The
inlerview panel/selecion commiltee may also consider using
psychologicat or other lesting as part of the selection process.
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Conducting the Interview

The interview process can be challenging for both panel members
and applicanis.

It is a practice in local government that the full council be invelved
with the final interview and selection. This is perfectly
understandable, as all members of counci! have lo work closely wilh
this person and trust them. Often, all elected members feel they need
(o be involved in the assessment and firtal seleciion. [f this does not
occur it is desirable that at the very least, all members of council
have the opportunity to meel the recommended applicant prior ta the
appointmem being considered by council.

Appticants should be provided with at leasl five working days notice
of the impending interview wherever possible to allow them to
adequalely prepare for the interview. Obviously, if you are a councit
in regional Western Australia and are expecling an applicant to
travel, then sufficient lime needs to be allowed. Interviewing over a
weekend may be an option,

Itis important to provide an environment that puts the interviewee at
ease and allows them to perform at the highest possible tevel. ln this
regard, consideration should be given to environmental factors such
as location and lighting etc. A well organised process will ensure
that everything runs smoothly,

The importance of the chairperson in managing the interview
process cannot be overstated. The chairperson Is responsible for
ensuring that the interview is managed efficiently and effectively.

ldeally. all elected members who are to be in allendance at the finat
interview should be involved in planning the inlerview process, Fach
applicant must be subject to the same assessment method, ie
interview questions, tests etc. It is quite acceptable for the panet 1o
ask additional questions to clarfy a point or lease ouwl further
infermation during the interview,

it is not necessary for all elecled members to have the oppoitunity to
ask a question. Often, it is best 10 allocate the questions to a small
group of elected members (maximum 3) which ensures consistency
of approach.

At the conclusion of the interview it is appropriate lo provide the
applicant with an opportunity to clarify any issues with the panel/
seleclion commiltee.

Making a Decision

The council should not make a decision 1o appoint an applicant until
all available information has been considered. This includes, but is
not limited te, assessment of interview performance, quality of
application, referee reporis, copies of reporls written by the
applicant and the resulls of any psychological or other tests (if used).

The councit must be satisfied regarding the claims by the applicant
about their relative experience and qualifications. Local Government
{Administration) Regulation 18E makes it an offence for a person o
provide false information relating to their academic qualifications.

Given the importance of the posiion of CEG, a police clearance
should be sought.

Referee reports are an important part of the process and should be
inwriting and address the relevant selection criteria for the position.

The council may source a referee who is not one nominated by
an applicant, providing they advise the applicant of their intenlion
1o do so.

62.
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In the event thal a referee who was not nominated by lhe applicam
provides a report that conlains negative comments, the applicant
should be given the opporunity to respond to any such comments.

Finalising the Appointment

Eventually, alter considering all the informalion available to it, the
imerview panel/selection committee then has to make a decision on
which applicant is the moslt suitable for appointment.

A selection report should be prepared for consideration by council
which documents the assessment of each applicant interviewed. The
report should identify the most suitable applicant and include a
recommendation for appointment.

Following approval of the appointment by councii, the successful
applicant should be offered the position, The unsuccessfut applicants
(inctuding those not interviewed) should be notified of the decision
and offered the opportunity lo seek feedback on their application or
interview performance if they were granted an interview.

Should an unsuccessful applcant request feedback, it is
recommended that the chalrperson of the interview panel/selection
commitlee provide this. If a recruitment consultant is used they can

undertake this task.

Lecal Government (Administration) Regulation 18F does not aliow a
tocal government to Increase the value of a CEO's remunieration and
benefits in excess of Whose adverlised when finalising the
appointment. If the remuneration and benefits are to be increased
prior to finalising the appointment, the position must be
readvertised.

It is intended that this Guideline be read in conjunction with the
companton document, “Gender Diversity and the Selection of CEOs
and Senior Staff in Loca! Governmenis”, developed by the Advisory
Commiitee on Women in Local Government.

ABOUT THE GUIDELINE SERIES

This document and others in the series are intended as a guide
1o good practice and should not be taken as a compliance
requirement. The content is based on Departmentat officers’
knowledge, understanding, observation of, and appropriate
consultation on contemporary good practice in locat
government. Guidelines may also involve the Department’s views
on the intent and interpretation of relevant legislation.

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

aspect of the guideline are welcome. Advice of methods of
improvement in tha area of the guideline lopic that can be
reported 10 other local governments will be especially beneficial.
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NANNUP

The Garden Vitlage

Shire of Nanmup
The Garden Village

CHIEF EXECUTIVE OFFICER

The Shire of Nannup is strategically positioning itself as a sustainable local authority that
is recognised for leadership, innovation and excellence. An exciting opportunity exists for
a passionate manager who will be able to assist in driving and guiding a community that
is preparing itself for on-going change and rapidly expanding development. If you have
the desire to live and work in an exciting and dynamic region then you are invited to
apply for the position of Chief Executive Officer.

A salary package up to $130,000 which includes a cash component of $100,000 and a
contract between 3 to 5 years will be negotiated.

The information package can be obtained from Mike Fitz Gerald on &(08) 94553887 or
mobile 041 990 7443 or via email mike@fitzgeraldstrategies.com.au. Telephone
enquiries regarding the position may be directed to the current Chief Executive Officer
Mr Shane Collie on &(08) 97561018,

Applications, addressing the selection criteria, in hard copy or by email close at 4pm
Friday, 14 January 2011.

Cr Barbara Dunnet
Shire President

PO Box 552
WILLETTON WA 6195
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Tuesday, 7 December 2010
Good afternoon Shane

Thank you for the opportunity to provide Council with a quotation of fees for
the conduct of the recruitment and selection of a new Chief Executive Officer
for the Shire of Nannup.

| recommend that the process be conducted in accordance with the attached
Guideline No 10 - Appointing a CEO, provided by the Department of Local
Government and Regional Development.

In order to comply with the Departmental Guideline, at the outset, Council
should consider undertaking the following procedure at an initial meeting
attended by Fitz Gerald Strategies.

Discuss and resolve the following matters relative to the appointment of
a new Chief Executive Officer:

1 Review and development of the position Description

Review and development of the Performance Criteria

Review and development of a Salary and Conditions Package
Review and development of the draft Contract of Employment
Consideration of the Selection and Appointment Process

Consideration of Advertising and Interview timelines

-~ @& o AW N

Consideration of the Draft Advertisement

Given that the successful applicant may have to give three months notice of
termination, it may be appropriate that this stage of the process be completed
forthwith to allow time for recruitment and selection to be finalised as soon as
possible, thus allowing a smooth transition from one CEO to another.




Fitz Gerald Strategies would then be in a position to assist Council to
undertake the following in respect to the recruitment and selection process:

A.

Drafting and lodgement of advertisements for the position.
[NOTE: Advertisements to be lodged with the publishers (both
electronic and press media) on the Shire of Nannup’ account]

Preparation and distribution of information packages to
prospective  candidates including the revised Position
Description and the Selection Criteria, an information brochure
on Nannup and the proposed remuneration package

Initial assessment of the applications for short list by way of
preliminary interviews where appropriate and final short listing
with the Council

Drafting questions for use by the interview panel in the interview
process and briefing the panel on procedures

Coordination of the interviewing of short listed candidates with
the Council

Assist the Council in selecting a preferred candidate
Reference checking preferred candidate

Negotiating and finalising the documentation of the Contract,
Position Description and Performance Criteria with successful
candidate

Travelling to and from Nannup for up to three meetings with the
Council/interview panel, managing issues that may arise out of
the process and maintaining effective communications with the
Council/interview panel throughout the process

We are prepared to cap the fee for this project at $4400 including GST,
accommodation and travel to and from Nannup.

| look forward to your comments/instructions.

Kind regards

(o 7ot

PRINCIPAL

Fitz Gerald Strategies

9 The Crest CANNING VALE WA 6155
P: 08 94553887

F: 08 9256 2261

C: 0419 907 443
www.fitzgeraldstrategies.com




From:

Sent:

To:

Subject:
Attachments:

Shane,

Simon White [swhite@walga.asn.au]
Wednesday, 17 March 2010 2:49 PM

Shane Collie
iMotor Vehicle Values
imageQ02.jpg

Page 1 of 3

| understand you are looking for information on vehicle benefit values. | believe a Holden Epica would fall

under the four cylinder category however, | have provided the calculations for 2010 below.

2010
Category Vehicle Unvrestricted Restricted Commuting®
Private Private®
Luxury Volkswagon Passat, Mazda $16,301 $11,411 $4,075
CX9 or Holden
Statesman/Calais.
Four Wheel Toyota Landeruiser $15,275 $10,692 $3,819
Drive Prado/Kluger, Ford Territory,
Hyundai Santa Fe or Nissan
Pathfinder.
All Wheel Nissan X-Trail, Mazda CX7, $12,805 $8,904 $3,201
Drive Subaru Forester, Toyota RAV4
Six Cylinder Ford Falcon, Holden $13,162 $9,213 $3,201
Commodore, Subaru Liberty,
Mazda 6
Four Cylinder | Toyota Camry/Corolla or Ford $8,700 $6,090 $2,175
Focus
Category Vehicle Min-Max Average
Purchase Price [ Category Price
Mazda CX9 $47,867
Luxury Volkswagon Passat $44,246 $44,335
Holden Statesman $44,784
Holden Calais $40,443
Toyota Landeruiser Prado $46,918
Toyota Kluger $42,197
Four Wheel Drive Nissan Pathfinder $44,184 $40,915
Ford Territory $40,246
Hyundai Santa Fe $31,030
Mazda CX7 $34,875
All Wheel Drive Subaru Forester $31,616 $32,682
Toyota RAVA4 $33,352
Nissan X-Trail $30,883
Ford Falcon $31,617
Six Cylinder Holden Commodore $32,387 $33,874
Subaru Liberty $38,400
Mazda 6 $33,093
Toyota Camry $25,240
Toyota Corolla $21,875
Four Cylinder Ford Focus $20,952 $19,001
Toyota Yaris $17,655
Hyundai Accent $14,242
Holden Barina $14,042

file://C:\Documents and Settings\shane.nannupsh\My Documents\Motor Vehicle Value... 7/12/2010




ne"Loo  uoisiastieATDa1ad 9c09

716 081 L1¥0| 6EPF ¥LC6| BEC8 V.76 Buninsuco pue spafoid O35| SOpUPOOAA SNUSAY PUCIRS ¥ suien|  Jeled| JIA
G512 VM NOLLITHM

Jeuueu@eipsamis| GH0 OL6 8CF0 5968 CEEB Buiqaol @ sypelold 880D I8JUel § aipgam] | usAslg| JIN

3m.EOU.cm_.cwm:_om@m_:_rcm.n

Asnysp ¥809 VA ONIYILLIHD

LGE ¥8C BEVO 1178 L266| @alntes snousBipu) B soueuseA0B ‘wiojel [eInjonag| ¥IAOT PeOY Buueiyd 6141 YW gedl N
LGL9 uHed

NE"jauIaulgIsuuNSy 9056 L9E6 aspJadxe uiwpe 1B Ayend|  YINog 1S SPUSiAl 968 Xod Od JBuung Ageg] s
netjoulpu@opeas 0919 VA FTLNVINTHS

L6% 980 60%0 080l GEE6 80elS | 8ulEiN 309 alesg gog| JIN
2519 VA YHVYMY YA

woopuodbig@gsqol| 0L9 088 820 YZET 95F6 Q30 BAL(] BUUBIBAA . goy ud| 4N
aneg| [euosiad Jo spoled €619 VM LNVSYId
Jo} geis Joluss Bulnaias Bupniour ‘1osload wiei-rebuo 1IN 12248 Blpud|o 959

ne wos Buynsuoody@Aiusy| 6¥6 906 6110 YZPF POCH| B U0 MSE) [BWS B IBYYD 10} 's90iAlas Jo abuel-apia uosiead Aual| I
Z2E29 YM NOLY3

ne'woolewszo@belA| 890 1€8 6L¥0 808) 6261 c€L0L G2/6 sposfoid B OID 080/ Xod uey Aegl N
9189 VM MHVd ANJCESO

ne‘joupuodBblg@uuo| 6 L28 vEY0 998 v Buiinsuoo p Abajesss sjosfoud ‘030 g0glL xog Od| @oBesiearl|  suyg| I
6%719 VM

wod pucdBig@uonny sawel TrLZ 0LES spsfoid|  'ONINDT] SuspieD [I2r0g ¥ UOHD| sower| JIN

sj09f01d VM plojpag (wnr)

neRpuRuIgbIARA] 61 196 L170 GZhl 9LE8 18y10 3 03J0 selR! ‘suojewebiewe/Bulinonsay JealS pJemp3l 601 Aley H3| N
0909 ¥M INDIOA

nejeulsuNd]osueW 0.9Z ¥¥e6| 0/92 ¥FE6 UOISSIWLIOD SIUBID anuaAy ucpiolD g MO[PEH Aeyl g

ne‘lauleun@Aqpiownbuet Juawesbebus AJUNWLUGD

‘uoneyioe) doysxiom ‘Buitued sysem csaz ‘poddns 0LOS VA

0.2 ¥7/ LLPD| #SEL £8E6| LLEO BEB souBuIaA0B ‘malnss Aoiod ‘Buiuueld oifelens| INOWIHY1D peoy Bung gz|  Apjouus uepl sy

ne-woojeusnido@uolenib| ¥.0 646 6710 980¢ S626 SmalAal uoiebajep pue AJllod 'SM3IAS] ME[ B30T Bulepunpy py lleg ¥ ucli=ilio uyor| iy
G519 VA ONINGTT

woo puodBig@Auneyerepl| 84/ 006 80¥0 116G 2EEH sjooloid unog ued ¢| Auneyea| Aespurt| JiN
1G9 VM OQVIHNITHO

NE'Wo071BuUISeMBY0I0aoue]| 6571 £5661 659l £566 spafoid 3 030 yeng weybulg g yorp| soueq| I

31e10d100 [Biausb Wy Juswiabebus

Aunwwos 1dojeasp jeuoiesiuefiic ‘Buiuued #90¢ SAOHECID 1S

[euonesadoyabaiesns ‘yoiial Jopang Wb josfoid 891 BUOOYOOM BEZ doysig pubul s
bugunoooe Z90¢ VM YANVHON

ne-euleun@oequoll #0 686 2170 Z0G| 9/Z61pue sousul Justuulasob [eoo] ‘eouewsacb sjelodio) 190.41G 181S10 ¥ yoeg uod| N
0LZ9 VA
IANPSYHD suspieg) apIsaXeT]

LE1 960 80¥0} S00S L8S6[ 9006 L8S6 04D Jueosald poomAsuung Lg Buuuy ud| N

jlewg JIOI Xed BUOUd QWOH] uoijesijeidadg LSSaiphy alleN 1seT JWeN 1S3l




0619 yoopiniy

nejpueun@usammd| 00 6€6 8170| 19,8 €LE6| 196 €LEB yoseesal g spoaloid wis) Hoys 89B|d JBWLIOT | JSORIAA|  Bonug|  JIA
7009 VM

woo-ejdoad@sapuuc| 08€ 61 L0¥0| ¥0T) 22€6| POCL 8ZE6 yoleosal g sjosfoid| HINTd 1Sy @oBLSL [20f |  HOOISSAA|  USISH| SN
LS9 VM

Ne’wos um@siuemu £681 8EVB Ajlige)iea o} yoalgns - sjusuuodde 030 NO.LOIF 199418 WEYXAIM 0T SUIBAA ION| N
nevjsulsuli@elAeoia 2668 YM OWOD

GZ88 0S76| 7288 0S¥6 sposfoid 3 030 L1908 Od Aleoip|  auneT| I

[ews B[O xed BUOY d SWOH]| uonesijeivadg LSSAIpPY SWepN 3seT jWeN 1S4 ajuL




