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AUTHORISATION  
 
This Policy was endorsed by resolution of Council at a Council Meeting on 7 December 2021. 
 
 
1. OVERVIEW 
 
The Wellington Shire Council (Council) Chief Executive Officer (CEO) Employment and 
Remuneration Policy sets out the framework for CEO recruitment, contract terms, remuneration 
and performance reviews. 
 
This policy is written in accordance with section 45 of the Local Government Act 2020 and section 
21 of the Victorian Independent Remuneration Tribunal and Improving Parliamentary Standards 
Act 2019 and is to be read in conjunction with the CEO’s Contract of Employment. 
 
 
2. CEO EMPLOYMENT AND REMUNERATION FRAMEWORK 

 
2.1 Principles 
 
Council will ensure that the following best practice principles apply: 

• Decision-making principles that are fair, transparent, and applied consistently. 

• Decisions and actions that are conducive to ongoing good governance. 

• Documentation that is clear and comprehensive to render decisions capable of effective 
review. 

• Employment decisions that are based on the proper assessment of an individual’s work-
related qualities, abilities, and potential against the genuine requirements of the role; and 

• Decisions to appoint a new employee that are based on merit. 
 
  



 
 

2.2 CEO Recruitment Overview 
 
On behalf of Council, the CEO Performance Review Committee will appoint an independent 
recruitment consultant to manage the end-to-end CEO recruitment process which should include:  

• Taking a detailed brief from the Council on the role and the ideal candidate  

• Preparing a detailed schedule outlining the end-to-end process  

• Developing a strategy to attract suitable candidates  

• Assisting Council to conduct first and second round interviews (if required) to determine a 
shortlist of candidates  

• Conducting relevant psychometrics (if required) to determine best fit  

• Conducting reference checks on the preferred candidate  

• Performing probity checks on the preferred candidate  

• Working with Council’s General Manager Corporate Services and the Human Resources 
team to prepare and issue the CEO’s Contract of Employment  

 
The CEO Performance Review Committee will also: 

• prepare communications for Council to announce the appointment of the new CEO 

• lead the induction of the new CEO in conjunction with the General Manager Corporate 
Services. 

• Work with the new CEO to mutually agree the Performance Objectives and Key Result 
Areas (KRAs). 

 
2.3 Key Contract Terms 
 
Key contractual terms and conditions for the CEO as per section 44 of the Local Government Act 
2020 are: 

• A contract of employment is to be offered for a period of up to five years 
(section 45 of the LGA 2020). 

• A CEO is eligible to be reappointed under a new contract of employment 
(section 45 of the LGA 2020).  

• If there is a vacancy in the office of the CEO or the CEO is unable to perform the duties of 
the office of the CEO, the Council must appoint a person to be the Acting CEO (section 45 
of the LGA 2020)  

• Other conditions to be detailed in the CEO’s Contract of Employment  
 

2.4 Corporate Credit Card 
 
The CEO may be provided with a Corporate Card to use in transactions related to their role. 
Corporate Card expenditure will be reviewed by the Mayor and authorised by the Manager 
Corporate Finance. The independent Audit & Risk Committee will receive quarterly reports on all 
CEO corporate card transactions.  
 
The Council will meet expenses incurred by the CEO including:  

• Membership and subscription fees payable to professional associations which are 
reasonably necessary or desirable in performance of duties and / or what is also agreed in 
the CEO’s Contract of Employment  

• Reasonable costs incurred where attending conferences, seminars or undertaking study  

• Reasonable costs incurred in performance of duties. 



 
 

2.5 CEO Remuneration Principals 
 
CEO total remuneration arrangements and decisions should be robust, transparent, based on 
rigorous analysis and guided by the following principles:   

• remuneration should be compared and aligned to appropriate industry benchmarks 

• remuneration may be guided by the outcomes of section 21 of the Victorian Independent 
Remuneration Tribunal and Improving Parliamentary Standards Act 2019 

• remuneration should be a fair and reasonable recompense for performing the inherent 
requirements of the role.  

• remuneration decisions should have regard to Council’s fiscal and economic conditions  

• remuneration should be set at a competitive level for the relevant market and sector to attract 
and retain talent.  

• remuneration should reflect the non-financial benefits of local government employment. 
 
2.6 CEO Performance Review 
 
The CEO’s performance review process will be undertaken by Council’s CEO Performance Review 
Committee. This review may include, at Council’s cost, the assistance of a mutually agreed (CEO 
and Committee) independent consultant, to assist with:  

• developing the CEO’s relevant, achievable, measurable, and timed KRAs, linked to an 
approved Council Plan and including, as required, other relevant infrastructure, economic 
development, operational, financial and governance matters.  

• assessing the performance of the CEO against the KRAs, 

• developing new KRA’s for the following performance year.  
 
The performance review will also include the opportunity for Council to provide the CEO with 
performance related feedback and input into the CEO’s development plan.  
 
The CEO will also provide feedback on the performance of the Council as part of a 360-degree 
feedback process, which will be facilitated by the independent consultant.  
 
The performance review will be completed annually to coincide, if possible, with the anniversary of 
the CEO’s commencement date.  
 
Details of the performance review will be provided to the CEO by no later than one month prior to 
the commencement of such review. 
 
A performance review will be conducted within 6 months of the formal annual review each year 
thereafter. This review will provide the CEO with feedback and the opportunity to adjust any of the 
objectives set in the formal performance review if required.  
 
Following the CEO’s annual formal performance review, Council will work with the independent 
consultant to review the remuneration of the CEO. Any decision to increase the remuneration of 
the CEO must be in accordance with the CEO Remuneration Principles outlined herein. 
 
 
3. BREACH OF POLICY  
 
Failure to maintain and comply with this policy may be a breach of Section 45 of the Local 
Government Act 2020 and accordingly be subject to review by the Local Government Inspectorate. 
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