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1 Purpose 
The City of Stonnington Chief Executive Officer (CEO) Employment and Remuneration policy 
sets out Council’s approach to managing CEO performance and remuneration in accordance 
with Section 45 of the Local Government Act 2020. 

This policy has also been written in accordance with section 21 of the Victorian Independent 
Remuneration Tribunal and Improving Parliamentary Standards Act 2019 and the Council 
Enterprise Bargaining Agreement (EBA). 

2 Scope 
The policy sets out a process and framework for evaluating performance and setting Chief 
Executive Officer remuneration in accordance with the mandatory contract terms and 
conditions. 

3 Policy Principles 
3.1 – Preparation of Submissions 

The following principles are to guide those preparing submissions to the Council for the 
appointment of the Chief Executive Officer; 

Principle 1: CEO remuneration should be fair and reasonable recompense for performing the 
inherent requirements of the role.  

Principle 2: CEO remuneration should be competitive. Remuneration should be set at a 
competitive level for the relevant market and sector in order to attract and retain talent. 

Principle 3: CEO remuneration should reflect the non-financial benefits of local government 
employment.  

Principle 4: CEO remuneration arrangements and decisions should be robust, transparent and 
based on rigorous analysis of all relevant factors including those principles listed above.  

3.2 – Mandatory Contract Terms  

The mandatory contractual terms and conditions for the Chief Executive Officer are:  

 A contract of employment is to be offered for a period of up to five years; 
 A CEO is eligible to be reappointed under a new contract of employment.  A decision 

on the reappointment of the CEO must be finalised not less than six months prior to 
the expiry of the CEO’s contract; 

 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; 

 The total remuneration package (TRP) includes salary, superannuation, the cost of a 
motor vehicle to an employer and the cost of other employment benefits and 
associated fringe benefits tax, but excludes general business expenses such as laptop 
computers, mobile phones or study leave; and 

 Termination of contract provisions – the employer may terminate with just cause and 
through due process a contract by providing the Chief Executive Officer with six 
months’ notice in writing.    
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3.3 Independent Professional Advice 

Council may obtain independent professional advice in relation to any matters dealt with in 
the CEO Employment and Remuneration policy, including but not limited to, CEO performance 
review and CEO recruitment.    
 

3.4 Chief Executive Officer Performance Review 

An independent consultant will be appointed by the Council to assist with the CEO’s review 
process.  The consultant will assist Council with assessing the performance of the CEO against 
the current annual objectives, and the development of new objectives for the following 
performance year.   
 
The 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 (2 way) feedback process, 
which will be facilitated by the independent consultant. The 360-degree (2 way) feedback 
process will operate for both the CEO and the Council. 
 
The performance review will be completed annually to coincide with the anniversary of the 
CEO’s commencement date.  An informal performance review will be conducted within 6 
months of the formal annual review each year thereafter.  The informal review will provide 
the CEO with feedback and the opportunity to adjust any of the objectives set in the formal 
performance review if required.   
 

3.5 Chief Executive Officer Remuneration 

Following the annual formal performance review of the CEO the 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 Policy Principles outlined above.    
 

3.6 Chief Executive Officer Recruitment  

The Council will appoint a specialist recruitment consultant to manage the end-to-end process 
of CEO recruitment.  This will 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 an advertising strategy to attract suitable candidates; 
 Assisting the Council to conduct first and second round interviews to determine a 

shortlist of candidates;  
 Conducting the relevant psychometrics to determine best fit; 
 Conducting reference checks on the preferred candidate; 
 Performing probity checks on the preferred candidate; 
 Working with the People team to issue the contract of employment for the new CEO; 
 Preparing the communications for the Council to announce the appointment of the 

new CEO; and  
 Working with the People team to induct the new CEO.  



      Chief Executive Officer Employment and Remuneration 
Policy 

 

4 
 

4 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.  

5 DISPUTE RESOLUTION 
5.1 In relation to any matter under this policy or the CEO’s employment contract that may be 
in dispute, either the CEO or Council may: 

(a) give written notice to each other of particulars of any matter in dispute; and 

(b) within 14 days of receiving a notice specified in subclause 7.1(a), a meeting will 
be convened between the Mayor and Deputy Mayor (along with any nominated 
representative of Council) and the CEO (along with any nominated representative of 
the CEO) in an attempt to resolve the dispute.  

5.2 The CEO, Mayor and Deputy Mayor will attempt to resolve the dispute at the workplace 
level. 

5.3 Upon failure to resolve the dispute at the workplace level, the CEO and Council will: 

(a) refer the dispute to an independent mediator as agreed by the CEO and Council, 
or otherwise as nominated by the Executive Director of Local Government Victoria. 

(b) agree to participate in any mediation process in good faith, with such mediation to 
operate in a manner as agreed by the CEO and Council; and 

(c) acknowledge the right of either the CEO or Council to appoint, in writing, another 
person to act on their behalf in relation to any mediation process. 

5.4 The cost of the mediation service will be met by Council. 

5.5 The employee and Council will each be responsible for meeting the cost of any advisor or 
nominated representative used by them.   

6 Responsibilities  
 

Party/parties Roles and responsibilities Timelines 

Council Adopting, executing and reviewing this policy Ongoing 

 

7 Human Rights Charter  
This policy has been reviewed against and complies with section 13 of the Charter of Human 
Rights and Responsibilities Act 2006, as this Policy aligns with and provides for the protection 
of an individual’s right not to have their privacy unlawfully or arbitrarily interfered with. It is 
also in line with section 18, which recognises a person’s right to participate in the conduct of 
public affairs.   
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8 Monitoring, Evaluation and Review 
No. Change Date Approved  Review date  

1. New policy  18 October 2021 30 September 2022  
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