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Executive Summary

1. The report provides Members of the Chief Officer Employment Committee with a 
proposal to further develop performance assessment for Chief Officers and to use this as 
the basis for biennial incremental progression. This follows the decision taken at the Council 
meeting in December 2013 that future incremental progression for this group should be 
based on assessment of performance; the mechanism for which to be agreed by Members 
at a future date. 

There is no proposal to change the payscale for Directors or to change the Job Evaluation 
arrangements.

Recommendation

2. That approval be given to the introduction of a performance management framework for 
Directors based on the values and behaviours of the organisation and performance.

Reason for Recommendation

3. The Chief Officer Employment Committee have delegated responsibility from Council to 
progress matters relating to the employment of senior officers at Director level or above and 
statutory officers.

The introduction of a performance management framework for Directors, linked to the 
Council’s agreed biennial incremental progression policy enhances the current PDR 
process and complies with the 2013 requirement of Council. 

Key Points for Consideration

4. Alternatives Considered

A number of approaches were considered but the suggested option is 
recommended on the basis of simplicity, transparency and linkage to the values 
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and behaviours of the organisation. It is also proposed on the basis of potential to 
extend it’s use to other senior managers within the organisation.

Background

A proposal was taken to Council on 11 December 2013 recommending a change 
to the remuneration of Executive Directors following a Job Evaluation exercise 
using the HAY Job Evaluation Scheme
The recommendation was not accepted in full by Council and at the time the 
Executive Directors in post were assimilated onto the pay structure on the basis 
of their rates of pay at that time.   
Since this date there has been no incremental progression for Executive Directors.

There have been a number of changes to the cohort of Executive Directors since 
this decision was taken at Council. These include;-

 The disestablishment of the post of Deputy Chief Executive.
 The establishment of the post of Director of Economy 
 The retirement of the Director of Resources and the subsequent 

appointment of a new Director of Resources with some changes to 
responsibilities.

 The retirement of the Director of Adult Care Services and deletion of the 
post from the establishment

 The appointment of a Director of Integrated Commissioning (jointly funded 
by the NHS) which also incorporates the statutory role of Director of Adult 
Social Services (DASS)

 The role of Director of Integrated Commissioning has subsequently been 
evaluated using the HAY Job Evaluation scheme and scored the requisite 
number of points to be included as an Executive Director.  

These changes have resulted in an ongoing annual saving to the Local Authority 
of £204K 
In 2012 the Council implemented a temporary freeze to annual incremental 
progression as a budget savings measure that formed part of a package of 
changes to terms and conditions of service. 

This measure was re-visited as part of a further review of terms and conditions of 
service in 2015 and was made permanent on a biennial basis through changes to 
contracts of employment with effect from 1st April 2017. This means that 
increments are payable every other year for all employees until the employee 
reaches the maximum point of their grade. Eligible employees received an 
increment in April 2017. This however did not apply to the Executive Directors.

The Council has a system of Personal Development Reviews (PDRs) where all 
employees have an annual review of performance. This includes the Executive 
Directors and other senior managers.    

Incremental progression however is not currently linked to the outcomes of these 
reviews.  
Incremental progression is withheld however in disciplinary and capability 
situations in line with the mandatory non-payment of increment policy.   
In line with the Council’s incremental progression policy increments were payable 
in 2019 for those who were eligible.
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The new values and behaviours will be embedded in a revised PDR process 
across the organisation.  
Recommended mechanism for payment of increments

To pay increments with effect from 01/04/2019 to those Executive Directors not at 
the top of the scale who have achieved the objectives set at the 2018/19 PDR.    
From 2019 to implement a revised PDR process for Executive Directors based on 

 Attitude and Behaviour.
 Directorate performance
 Corporate performance

A suggested performance matrix is attached as Appendix 1. This would 
incorporate a mix of objectives based on the three criteria above and would include 
360 degree assessment. 
The Chief Executive and Head of Workforce will work together with the job holders 
to set these objectives ensuring that they are SMART in line with the principles of 
the Council’s PDR process   
The new Council’s Values and Behaviours will inform the objectives linked to 
Attitudes and Behaviours
The next increments payable to Executive Directors will be to those eligible on 
01/04/21, subject to any change in the policy regarding increments for the Council 
as a whole. 

Costs and Budget Summary

5.   The potential cost to pay increments to those in scope would be circa £6K per annum 
plus on costs for each individual affected.

Risk and Policy Implications

6. Legal Implications

There are potential Equal Pay implications of failing to introduce a fair and consistent 
approach to employee rewards. It should be noted that there is some risk to the 
organisation of introducing different criteria for one group of employees. Subject to 
agreement from Chief Officer Employment Committee the Chief Executive  will consult 
with the individuals concerned before any new arrangements are implemented.

Consultation

7. 

Background Papers Place of Inspection

For Further Information Contact: Steve Rumbelow, , 
steve.rumbelow@rochdale.gov.uk




