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Purpose 
This policy provides direction and guidance on the management of the employment of the Chief Executive 
Officer including recruitment, appointment, contracting, performance monitoring and review, and end of 
contract processes. It also sets out the terms of reference for the CEO Employment and Remuneration 
Advisory Committee. 
 
Scope 
This policy applies to the Council in its administration and management of the employment of the Chief 
Executive Officer. 
 
Policy 
The Council is responsible for the recruitment and appointment of the Chief Executive Officer (CEO), 
determining with the CEO the CEO’s employment contract conditions, remuneration and performance 
criteria, monitoring and annually reviewing the CEO’s performance against that criteria and administering the 
end of contract process. 
 
This policy has been developed to implement the requirements of the Local Government Act 2020 relating to 
CEO employment and remuneration. 
 
Council functions and responsibilities 
The Council has the following functions and responsibilities: 
 

1. To approve the position description of the CEO; 
2. To appoint the CEO; 
3. To approve the contract of employment of the CEO, including performance criteria; 
4. To approve the annual performance review of the CEO, including any adjustments to the performance 

criteria and remuneration increase; 
5. To determine actions under the contract of employment, including termination of the contract, in 

accordance with the terms of the contract and the law. 
 

Council will carry out its functions relating to the recruitment, appointment, remuneration and performance 
appraisal of the CEO in accordance with a number of leading practice principles: 

6. Decision-making processes that are fair, accessible and applied consistently in comparable 
circumstances; 

7. Decision-making criteria that are relevant, objective and transparent; 
8. Decisions and actions that are conducive to ongoing good governance; 
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9. Documentation that is sufficiently clear and comprehensive to render decisions transparent and 
capable of effective review; 

10. 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;  

11. Decisions to appoint new employees that are based on merit, competitive selection, open processes 
and objective criteria;  

12. Is guided by the Charter of Human Rights and Responsibilities Act 2006 (the Charter) and principles of 
embracing diversity and inclusiveness;  

13. Equal employment opportunities are provided; 
14. Public sector employees have a reasonable avenue of redress against unfair or unreasonable 

treatment; 
15. Recruitment and advertising processes have regard to gender equity, diversity and inclusiveness. 

 
The responsibility to advise and assist the Council with its obligations regarding CEO recruitment, 
appointment, contracting, performance monitoring and review and contract management will be performed 
by the CEO Employment and Remuneration Advisory Committee. 
 
The CEO Employment and Remuneration Advisory Committee 
The Council establishes a committee known as the CEO Employment and Remuneration Advisory Committee 
(the Committee).  The role of the Committee is to: 
 

1. Recommend a position description for the CEO; 
2. Recommend the appointment of a recruitment consultant for the recruitment of the CEO; 
3. Oversee the recruitment process leading to the recommendation of a preferred candidate for the CEO 

position; 
4. Recommend employment conditions, including a remuneration package and performance criteria for 

the CEO position; 
5. Oversee the monitoring and annual review of the CEO’s performance against the performance 

criteria; 
6. Recommend an outcome of the annual review, with any adjustments to the performance criteria and 

remuneration increase; 
7. Oversee the process for the CEO’s contract ending to comply with the contract of employment and 

the law. 
8. Ensure that all processes affecting the CEO have due regard to the CEO’s wellbeing, health and safety. 

 
The membership of the Committee comprises: 
 

• All councilors with the Mayor as the chairperson; 

• An independent member. 
 
The independent member will be appointed by the 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 independent member will have: 
 

• Human resources qualifications and demonstrated management skills, senior business experience 
including in local government and/or an employment law background; 

• Demonstrated ability in relation to executive level performance appraisal, professional development 
and remuneration; 

• Significant experience working with executives and board members in a similar professional advisory 
role. 
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The independent member will be appointed for a term of up to 4 years. At the conclusion of the term of 
appointment, the member will be eligible to apply to be reappointed for a further term or terms up to a total 
maximum appointment of 8 years. 
 
The duties of the independent member are to actively participate as a member of the Committee. The 
independent member must comply with the Standards of Conduct in the Local Government (Governance and 
Integrity) Regulations 2020 as if they applied directly to the independent member, except where these are 
contradicted by a more specific provision of this policy. 
 
The Committee will meet as required.  A quorum will consist of the Chairperson, the independent member 
and at least two other members.  A quorum must be reached in order to transact business.  The Committee 
must comply with the conflict of interest obligations in the Local Government Act 2020. 
 
Secretarial support for the Committee will be provided or organised by the Executive Manager People and 
Governance who will also provide (on request) information, advice and arrange training for Committee 
members. 
 
Authority 
The Committee is an advisory committee only and has no delegated decision making authority. 
 
Recruitment of the CEO  
The Council is responsible for the appointment of the CEO and setting the CEO employment contract 
conditions. 
 
In accordance with Council’s Procurement Policy and with the assistance of the Executive Manager People 
and Governance, the Council will appoint a suitably qualified recruitment consultant to: 
 

• Manage the process of selecting suitable candidates for the position of CEO; 

• Manage interviews for the position of CEO; 

• Provide advice on remuneration for the CEO; 

• Provide advice on contract conditions for the CEO; 

• Provide advice on performance criteria for the CEO. 
 
In conjunction with the recruitment consultant, the Committee will develop and agree upon: 
 

• The key selection criteria for the consultant to consider when preparing a list of candidates to 
recommend to the Committee for interview. 

• Remuneration arrangements and other employment conditions that should be sufficient to attract, 
retain and motivate senior executives of the quality required and be consistent with industry 
benchmarks, any statement of wages policy issued by the Victorian Government and any 
determination in effect under section 21 of the Victorian Independent Remuneration Tribunal and 
Improving Parliamentary Standards Act 2019, including: 

o A contract of employment for up to five years; 
o A total remuneration package including salary, motor vehicle, superannuation and other 

employment benefits including all associated fringe benefits tax; 
o A probationary period of 6 months; 
o Assessment for annual remuneration increases based on CPI adjustments, performance and 

prevailing industry standards; 
o Contract termination and renewal provisions; 
o Key accountabilities for the role and performance criteria. 
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• An agreed search and selection process and timeframe. 
 
In conjunction with the recruitment consultant, the Committee will: 

• Oversee the development of the candidate pool with the consultant, providing feedback on the 
quality of the candidates being identified; 

• Review the consultant’s report on the candidate pool and make decisions regarding which candidates 
should be carried forward to interviews by the Committee; 

• Interview the leading candidates identified by the consultant and select/refer the final 3 candidates 
for short list interview with the Council; 

• Once the preferred candidate is determined by the Council, with the support of the consultant 
negotiate the terms of employment within the scope approved by the Council;  

• Through the consultant, ensure that all candidates are updated on the outcome of the process; 

• Develop and recommend to the Council an onboarding program for the CEO. 
 
Review of the CEO’s performance  
The Council is responsible for determining the CEO’s performance criteria with the CEO, assessing the CEO’s 
performance against that criteria and determining the annual remuneration package for the CEO. 
 
Following the CEO’s appointment, the Committee’s role is to: 
 

• Prepare draft annual performance criteria with the CEO for the Council’s approval. 

• Oversee the annual performance review of the CEO and make recommendations to the Council on 
matters including whether: 

o The CEO meets the performance criteria. 
o To vary the performance criteria, remuneration, or other terms and conditions of the 

contract. 
 
The Committee will: 
 

• Ensure that the CEO is consulted throughout the process. 

• In consultation with the CEO, identify and agree the performance criteria, including any goals and 
activities that the CEO should work towards achieving over a 12-month period. 

• Ensure the CEO submits a performance criteria report and is given the opportunity to present their 
self-assessment to the Council. 

• Ensure all Councillors are invited to provide evidenced-based appraisal on the CEO’s performance 
against the specified criteria to the Committee. 

• Attend to the collection and collation of the Councillor feedback in relation to the CEO‘s performance 
as measured against the performance plan approved by the Council. 

• Review the CEO’s remuneration package in accordance with the contract conditions. 

• Provide feedback to the CEO about their performance and proposed outcome of the remuneration 
review. 

• Report to the Council seeking decisions on outcomes of the review process in relation to: 
o The CEO’s achievement of the performance criteria. 
o Any proposed variation in remuneration, including CPI adjustment. 
o Setting of the performance criteria for the measurement of the CEO’s performance for the 

ensuing 12- month period. 
o The CEO personal and professional development plan for the ensuing 12-month period, to be 

agreed with the CEO. 
 

Remuneration Provisions 
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As contained in the Government of Victoria’s ‘Policy on Executive Remuneration in Public Entities’ the 
following key principles are listed to guide decision-making in executive remuneration to ensure consistency 
with other public entities: 

• Be fair and reasonable;  

• Executive remuneration decisions should have regard to Victoria’s fiscal and economic conditions; 

• Executive remuneration should be competitive. Remuneration should be set at a competitive level for 
the relevant market and sector, so as to attract and retain talented people; 

• Executive remuneration should reflect the non-financial benefits of public sector employment; and, 

• Executive remuneration arrangements should be robust and transparent. 
 
Management of the CEO’s contract 

The Council is responsible for the renewal or termination of the CEO employment contract. 
 
The Committee’s role is to advise Council on its obligations and options when approaching the expiry date of 
the contract.  These obligations and options should cover renewal of the contract for a further term, or 
termination in accordance with the terms of the contract and the law.  Where necessary, the Committee 
should seek independent professional advice to ensure compliance with the contract terms, the Local 
Government Act and other law. 
 
Suspension and/or Termination by Council 

Various situations may arise that may lead the Council to suspend and/or terminate the CEO’s employment, 
or a termination by agreement, or a redundancy, or the CEO may notify Council of his/her desire to terminate 
the agreement. The relevant contractual arrangements regarding suspension, redundancy and/or termination 
of the CEO’s employment will apply, depending on the circumstances. 
 
Independent advice 
 
At any time the Council, including through the Committee, may seek independent professional advice to 
ensure that its management and administration of the recruitment, employment, performance review and 
contract management for the CEO accords with the law and good employment practices. 
 
Acting CEO Appointment  
CEO Short-term Leave 

When the CEO is to be absent for short term leave (under 28 days), the CEO will provide a report to Council 
recommending Acting CEO(s) to cover the period of leave. Should the CEO return within the delegated 
timeframe he/she will automatically resume their role and the acting appointment will automatically cease. 
 
CEO Long-Term Leave 

When the CEO is to be absent for long term leave (more than 28 days), the CEO must provide an application 
of leave to Council for approval. Council, by resolution will also resolve on the acting arrangement to be put 
in place during excess periods of leave that extend for more than 28 days. 
 
Confidentiality 
All information relating to the recruitment, selection, performance review, and contract management must 
be kept strictly confidential.   
 
Councillors, Committee members and staff involved in the process must take all reasonable steps to maintain 
confidentiality and respect the privacy of all persons concerned.  Any breach of confidentiality may constitute 



CEO Employment and Remuneration Policy 

 
 

Page 6 of 6  

a breach of the Councillor Code of Conduct or Staff Code of Conduct, or be grounds for termination of contract 
for the independent member.  
 
Disclosure Provisions of CEO Remuneration 

As a means of ensuring accountability to the Government, the Shire and the wider community, disclosure of 
information on the CEO’s remuneration policy and practices is important. To this end, this Council policy will 
be published on Council’s website. 

Disclosure of the CEO’s remuneration will be by way of information included in Council’s Annual Report as 
required by Local Government Planning and Reporting Regulations or otherwise required by law and available 
for inspection via the Public Information Register located at the Indigo Shire Council. 
 
Related policies 
Procurement Policy 
Councillor Code of Conduct 
Staff Code of Conduct 
 
Related legislation 
Charter of Human Rights and Responsibilities Act 2006  
Local Government Act 2020 
Occupational Health and Safety Act 2014  
 
Review 
This policy shall be reviewed, in consultation with the CEO Employment and Remuneration Advisory 
Committee, at least every three (3) years. 
 
Minor amendments to the policy may be authorised by the CEO at any time where such changes do not alter 
the substance of the policy e.g.: typographical errors, a change to the name of a related policy, or a change to 
the name of legislation. 
 


