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Purpose 
Council has established an advisory committee to be known as the CEO Employment and 
Remuneration Committee (the Committee) to help Council fulfil its obligations in respect of 
recruitment of the CEO, determining the CEO’s performance criteria, assessing the CEO’s 
performance against that criteria, and reviewing the CEO’s remuneration arrangements. 

 

Scope 
This policy sets out the composition, role and functions of the CEO Employment and 
Remuneration Committee. 

 

Policy Context 
Under the provisions of the Local Government Act 1989 (the Act) Council is responsible for 
the appointment of the Chief Executive Officer (CEO) (section 94(1)) and at least once each 
year a Council must review the performance of its CEO (section 97A(1)). 
 

Council is also responsible for determining the remuneration of the CEO.  
 
This policy has been developed to support the requirements of the Local Government Act 1989 
through the establishment of an advisory committee known as the Chief Executive Officer 
Employment and Remuneration Committee.  The Committee will assist Council to fulfil its 
responsibilities relating to CEO employment, performance and remuneration matters. 
 
Council will carry out its functions relating to the appointment, performance review and 
remuneration of the Chief Executive Officer in accordance with best practice principles 
including: 
 
• decision-making processes that are fair, accessible and applied consistently in 

comparable circumstances; 
• decision-making criteria that is relevant, objective and available to the people who are 

responsible for or subject to the decision; 
• documentation that is sufficiently clear and comprehensive to make decisions transparent 

and capable of effective review; 
• employment decisions that are based on the proper assessment of an individual’s work-

related performance, qualities, abilities and potential against the requirements of the role; 
and 

• decisions to appoint new employees that are based on transparent processes and 
objective criteria. 
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Policy Statement 

1. COMMITTEE COMPOSITION AND MEETING FREQUENCY 

 

1.1 Membership of the Committee  
 
The Committee will consist of: 
• the Mayor; 
• the Deputy Mayor;  
• two other Councillors appointed by Council; and 
• an independent member appointed by Council (to commence on the first 

anniversary of the Committee’s inaugural meeting). 
 
1.2  Chair 
 

The Independent member will chair all meetings of the Committee; during the period in 
which there is no Independent member, the Mayor will chair the meeting. 

 

1.3 Quorum 

 
A quorum will be achieved when three (3) people including the Mayor or immediate 
past Mayor and at least two other members of the Committee are in attendance. 

 
1.3 Meeting frequency 
 

The Committee will meet at least four times a year with authority to reschedule 
meetings or convene additional meetings as circumstances require. 

 
1.4 Recruitment and Term of Independent Member 

 

The independent member will be appointed by Council following a public process 
seeking Expressions of Interest from suitably qualified and experienced candidates to 
fill the position of independent member of the Committee.  
 
The term of appointment will be two years, with the option of a further two, one-year 
terms or one, two-year term extension at the discretion of the Council. 

 
1.5 Role of Independent Member 
 

Duties of the independent member include: 
 
• Actively participate in the Committee’s annual review of the Chief Executive Officer’s 

performance and development of a draft performance plan for the next 12-month 
period for consideration by Council. 

• Provide advice and guidance to the Committee on any matter pertaining to the Chief 
Executive Officer’s employment with Council. 
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1.6 Remuneration of Independent Member 
 

The role of independent member will be remunerated as follows: 
 
(1) A sitting fee per meeting, together with reimbursement of travel costs (where 

applicable) in line with the ATO amount, will be paid to the independent member.  
The fee to be paid has regard for the specific roles and responsibilities of the 
independent member as set out in this policy. 

 
(2) The fee will be paid to the independent member immediately following his/her 

attendance at each of the four scheduled committee meetings; and 
 
(3) an additional fee will be paid to the independent member for every meeting of 

the Committee attended over and above the four meetings required each year.  
 

2. ROLE AND FUNCTIONS OF THE COMMITTEE 

 

The Committee’s role is to assist and advise Council on matters pertaining to the 
employment of the Chief Executive Officer, including: 

 
2.1 Recruitment of Chief Executive Officer  
 

It is Council’s role to appoint the CEO. 
 
The Committee will assist Council by identifying and recommending a suitable person 
for appointment for Council’s consideration.  To achieve this, the Committee will 
undertake the following: 

 

2.1.1 Recruitment Consultant 

 
In accordance with Council’s Procurement Policy and with the assistance of Council’s 
Manager People, Performance and Culture, the Committee will seek and appoint a 
recognised Recruitment Consultant to manage the process of selecting a suitable 
candidate for the position of CEO.  
 

2.1.2 CEO appointment framework 

 
In consultation with the Recruitment Consultant, develop and seek Council’s approval 
for an appointment framework that includes as a minimum:  
 
• a candidate identification strategy (e.g. research, advertising, social media) and 

selection process and timeframe; 
• proposed remuneration arrangements and conditions based on relevant industry 

benchmarks; 
• key accountabilities of the role (i.e. succinct statements about the most important 

things on which the CEO will need to focus); 
• key selection criteria against which applicants will be assessed; 
• development of appropriate candidate material, in consultation with Manager People, 

Performance and Culture and the Recruitment Consultant; and 
• proposed methodology for evaluation of applicants. 
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2.1.3 Long and short-listing of candidates 
 
In conjunction with the Recruitment Consultant, the Committee will: 
 
• Oversee the development of the candidate pool, providing feedback on the quality of 

candidates being identified. 
• Review the Recruitment Consultant’s report on the final candidate pool and 

determine which candidates will be long-listed for consideration by the Consultant 
and/or the Committee. 

• In consultation with the Recruitment Consultant, prepare a report for Council on all 
applications received and recommend the candidates that should be short-
listed for interview by the full Council. 

 
2.1.4 Interviews 
 

• All Councillors will be provided with the opportunity to be part of the interview 
process. 

 

2.1.5 Preferred candidate 
 
• Following identification of a preferred candidate by Council, with the support of the 

Recruitment Consultant negotiate terms and conditions within the general 
employment terms and conditions framework approved by Council. 

• Through the Recruitment Consultant, ensure all candidates are regularly updated on 
the progress and ultimately the outcome of the process. 

• With the assistance of Manager People, Performance and Culture, develop and 
recommend to Council an orientation and on-boarding program for the incoming 
CEO. 

 

2.2 Framing remuneration and other contractual conditions of employment 

 

The CEO remuneration package will be consistent with the principles of the Victorian 
Government Public Entity Executive Remuneration Policy, which stipulate that  
remuneration: 
 

• should be fair and reasonable;  

• should consider entity performance as well as Victorian fiscal and economic 

conditions;  

• decisions should have regard to the financial performance of the entity, together 

with the fiscal and economic conditions of the state, reflected in the Victorian 

Government’s wages policy as updated from time to time; 

• should be competitive;  

• should be set at a competitive level for the relevant market and sector, to attract 

and retain talented people;  

• should not be the overriding factor in attracting and retaining executives, in 

recognition of the fact that there are a variety of non‐financial benefits of public 

sector employment; and  
• arrangements should be consistent and understandable to both the CEO and the 

public. 
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Remuneration arrangements will also have regard for prevailing practice within the 
sector.  Key arrangements will be: 
 
• Maximum term contract of employment for up to five years (can be less). 
• Total remuneration package (includes salary, cost to employer of motor vehicle, 

superannuation and other employment benefits, all including associated Fringe 
Benefits Tax). 

• A probationary period of not less than six months. 
• Provisions for termination of contract by Council or the CEO. 
• Unless specifically determined otherwise by Council, terms and conditions of the 

CEO’s contract will generally be in accord with the Maddocks Lawyer’s Senior 
Officer model contract as updated from time to time. 

• No performance bonus arrangements will apply. 
 

2.3 Determine the CEO’s annual performance review framework  

 

Council is responsible for working with the CEO to determine the CEO’s annual 
performance criteria, assessing the CEO’s performance against that criteria at least 
annually, and determining whether an adjustment to the CEO’s remuneration or to any 
other contractual terms and conditions is appropriate. 
 
To assist Council to fulfil its obligations in this respect, each year the Committee will 
develop a framework for Council’s consideration through which the CEO’s 
performance and remuneration will be reviewed.  As a minimum, the framework will 
provide for the following: 
 
• in consultation with the CEO, identify and agree on performance criteria that will 

be used to measure the CEO’s performance for the next 12-month period;  
• in consultation with the CEO, determine a personal and professional 

development plan for the CEO for the next 12-month period; 
• review of the CEO’s performance against the performance criteria; 
• review of the CEO’s remuneration package as a component of the annual review, 

having regard for expert advice on remuneration benchmarks from a recognised 
recruitment consultant and the provisions of the CEO’s employment contract;  

• through the Manager People, Performance and Culture, report annually to 
Council on the CEO’s performance review to determine outcomes of the review 
process in relation to:  
• the CEO’s performance against the performance criteria; 
• the performance criteria for the next 12-month review period; and  
• whether remuneration should be varied. 

 
The framework will also observe the following principles: 
 
• the CEO is aware of the performance review process to be undertaken; 
• the CEO has an opportunity to submit a self-assessment performance report 

and to present that report to both the Committee and the full Councillor group; 
• all Councillors are invited to provide feedback to the Committee in respect of the 

CEO’s performance as measured against the performance criteria approved by 
Council; 

• the CEO is provided with timely feedback on the outcomes of the Committee’s 
review of his/her performance. 
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2.4 Determine the Chief Executive Officer’s annual performance criteria, monitor 
performance and review remuneration 

 

To assist Council to fulfil its obligations in this respect, in or around July each year and 
in accordance with the approved performance review framework, the Committee will 
undertake the following: 
 
• review the CEO’s performance against the adopted performance criteria and having 

regard for the provisions of the CEO’s employment contract, form a view about 
whether remuneration should be varied;  

• prepare draft performance criteria for the next review period for Council’s 
consideration; and 

• through the Manager People, Performance and Culture, report formally to Council on 
the CEO’s performance review. 

 

3. INDEPENDENT PROFESSIONAL ADVICE 

 
Through the Manager People, Performance and Culture and in accordance with the 
provisions of Council’s Procurement Policy, the Committee may obtain independent 
professional advice to help it discharge its obligations in respect of any matter dealt with 
in this Policy.  This can be on any basis the Committee considers will deliver the best 
outcomes for Council, including: 
 

• for a specified term (e.g. appointed for a 12-month term to assist the Committee 
to meet its obligations under this Policy); and/or 

• for a specific purpose (e.g. to support the Committee’s preparation of a draft 
performance review framework, or to undertake benchmarking in respect of the 
CEO’s annual remuneration review). 
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Roles and Responsibilities 
These management positions are responsible for implementation and compliance monitoring 
of the policy in their work areas: 
 

Party / Parties Roles and Responsibilities 

Chief Executive Officer Responsible for ensuring the Committee is provided with: 

• information and any necessary training for Committee 
members in relation to their responsibilities under the 
Local Government Act 1989 and this Policy; 

• independent advice in respect of matters before the 
CEO Employment and Remuneration Committee; and 

• Administration and logistical support. 

General Manager Business 
Excellence 

Responsible for ensuring compliance with the 
requirements of this policy. 

Required to review and update the policy as required 
through the passing of time, changing circumstances or 
amendments to the Act or its successor legislation. 

Manager People, 
Performance and Culture 

Assist the Committee to discharge its responsibilities, as 
set out in this policy.  

 

References and Supporting Documents 
Chief Executive Officer’s employment contract 

East Gippsland Shire Council Procurement Policy 

Local Government Act 1989 and any successor Act 

Victorian Government Public Entity Executive Remuneration Policy 

 

Privacy and Human Rights Consideration 
All personal information collected by East Gippsland Shire Council in connection with any matter 
pertaining to the Chief Executive Officers employment will be handled in accordance with all 
applicable privacy legislation and will be used only to assist Council to manage the recruitment, 
performance management and remuneration of the Chief Executive Officer. 
 

The policy has been assessed as compliant with the obligations and objectives of the Victorian 

Charter of Human Rights and Responsibilities Act 2006. 
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Definitions 
 

 

  

Term Meaning / Responsibility 

Act Local Government Act 1989 

Chief Executive Officer or 
CEO 

Person appointed Chief Executive Officer of East Gippsland 
Shire Council 

Committee The Chief Executive Officer Employment and Remuneration 
Committee appointed by Council 

Contract Chief Executive Officer’s employment contract 

Council East Gippsland Shire Council 

Councillors Individuals publicly elected to service in the role of Councillor 
as defined by the Act  

Independent member Appropriately qualified person engaged to act as the 

independent member of the Committee who is not a 

Councillor or officer of East Gippsland Shire Council.  The 

independent member will have: 

• demonstrated human resource management skills, senior 
business experience and/or local government experience 
and/or employment law background; 

• demonstrated ability in relation to performance 
management and development of Executive level staff; 
and 

• previous experience working with Executives, 
Governance bodies or Board Members in membership 
and/or facilitation roles. 

• Strong analytical skills. 

Mayor A Councillor elected by Council to perform the role of Mayor 
as defined in the Act. 
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