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INTERIM AND PERMANENT RECRUITMENT OF EXECUTIVE
DIRECTORS AND DIRECTORS OF SERVICE

Report of: David Brown, Director of Governance and Compliance

Report Reference No: AP/05/23-24
Ward(s) Affected: None

Purpose of Report

1 The purpose of this report is to request approval that the Chief Executive
commence the process to recruit to the vacant Executive Director posts
and to inform the committee on the proposals for the recruitment to the
vacant Director positions.

2 The report contributes to the Council’s aims and objectives as it is to
support the recruitment and selection of senior management vacant
posts.

Executive Summary

3 The report summarises the permanent and interim arrangements
required due to the seniority of the roles and the need for clear, visible
leadership of the Council as it continues to deliver its Corporate Plan.

4 The Council currently has vacant senior posts that have either remained
vacant or have been filled on a temporary basis. A decision-making
accountability review has been undertaken and has made
recommendations that the Council develops a revised senior
management structure, subject to consultation with the trade unions and
affected employees, and recruits to vacant posts.

5 This report initiates a) the permanent recruitment of the executive
directors that are currently vacant, b) provides for the interim appointment



of the Executive Director and Directors by way of delegating the
recruitment of an interim to the Chief Executive, ¢) informs the committee
the need to revise the senior management structure, subject to
consultation with the trade unions and affected employees, and the
subsequent recruitment of the vacant director posts being undertaken by
the Chief Executive.

On the 27 February 2024, Council agreed the commencement of the
appointment process for the Chief Finance Officer and this report sets out
the timetable.

The Appointments Committee is recommended to:

1.

RECOMMENDATIONS

Delegate to the Chief Executive the authority to recruit an Interim
Executive Director and directors as required in consultation with the
Chair and Vice Chair of the Appointments Committee.

Agree the appointment of a recruitment partner for the recruitment of
permanent roles of any Executive Director, and subsequently other
vacant director or equivalent roles.

Note the Chief Executive will revise the current senior management
structure. Any new role evaluated in accordance with the current pay
policy statement that exceeds £100,000 must be made by way of
Corporate Policy Committee recommendation to Council.

Note the Chief Executive will commence the expeditious recruitment
to the director posts following evaluation.

Agree the timetable for permanent recruitment of any Executive
Director and the Chief Finance Officer.

Reasons for the recommendation

v

The decision-making and accountability report to Corporate Policy
Committee 21 March 2024, stated the review would inform decision on
resourcing and capacity for transformation and the initial draft
recommendations are being considered by the Chief Executive.

The second element is the corporate peer challenge initial feedback has
acknowledged the urgent need to commence recruitment to permanent
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roles. The lack of capacity across the organisation at the senior level is
hindering the Council ability to respond to the current fiscal situation. It
has been suggested “the current management structure resembles Swiss
cheese, by virtue of gaps appearing through people leaving the
organisation and not being replaced rather than through any coherent
design”.

The current structure shown in Appendix 1 identifies the senior
management posts that are currently vacant or have been filled on a
temporary basis.

The Chief Executive will develop a new senior management structure,
subject to consultation with trade unions and affected staff, to reflect the
need for capacity and cohesion as identified through the decision-making
accountability review and the peer challenge. If there are any significant
variation to the senior structure that will be approved at Corporate Policy
Committee. To comply with Localism Act S.40 guidance the creation of
any new post more than £100,000 will require recommendation via
Corporate Policy Committee to Council. Openness and accountability in
local pay: Supplementary Guidance (publishing.service.gov.uk)

It is also recognised that immediate capacity may be created by the use
of interim support whilst permanent recruitment occurs. Interim Executive
Director capacity can be obtained by delegation of interim appointments
to the Chief Executive. Engagement with members on interim
appointments can be achieved through consultation. Consultation means
the delegation to the Chief Executive will require the consultation with the
Chair and Vice Chair of the Appointments Committee. It is anticipated
that this will involve the Chief Executive working with external recruitment
agencies through Comensura as per recommendation 2 above,
undertaking a shortlisting interview process and interviewing the
candidates. The Chair and Vice Chair of the Appointments Committee will
have the opportunity to meet potential interim candidates outside of the
formal interview process and before any decision is made. Individual
members are not permitted to appoint officers.

A recruitment partner for the permanent recruitment is essential to ensure
the Council attracts a wide selection of candidates especially given the
number of current senior vacancies. The number of vacancies also
requires logistical and advertising support to ensure a balance between
an expeditious and effective approach is reached.

The process for the appointment of the executive directors (in parallel
with the Chief Financial Officer) is set below. It is anticipated that a period
of 3 months will be required for the procurement of a recruitment partner
and for the completion of job descriptions, consultation with appropriate
employees and trade unions, advertising together with executive search,


https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/85886/Final_Supplementary_Pay_Accountability_Guidance_20_Feb.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/85886/Final_Supplementary_Pay_Accountability_Guidance_20_Feb.pdf
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interview and the appointment committee. A further 3 month notice period
is also usual and it is likely that the permanent post will commence within
6 months. The interim posts will have a clear time limit.

The appointment of the Chief Finance Officer will need to be approved by
Full Council. There will be a need for an interim to be in place for a longer
period in relation to this post.

Executive Director Recruitment Process:

The indicative timeline and process for the recruitment and selection the
Executive Director is outlined in Appendix 2. This will reflect the
recruitment process for Chief Finance Officer.

Other Options Considered

15 The Council is not obliged to recruit to these posts but the lack of senior
management capacity will impact on the organisation ability to respond
to current events.

Implications

Monitoring Officer/Legal
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Section 112 (1) of the Local Government Act 1972 allows a local authority
to appoint such officers as they think necessary for the proper discharge
of its functions.

The Constitution, Chapter 2 Part 4, the Appointments Committee has the
authority to make or recommend senior appointments as follows:

(a) With regard to the appointment to the role of Chief Finance Officer,
to undertake the recruitment and selection process (in accordance
with the Employment Procedure Rules) and to make
recommendation to Council to approve the proposed appointment
prior to an offer being made to the successful candidate, and

(b) To appoint Executive Directors.

The purpose this report is to gain approval of the Committee to recruit to
the role of interim Executive Director and start the process to recruit to
the roles of, Executive Director (to run in parallel with the Chief financial
Officer) and to delegate authority to the Chief Executive to take the steps
necessary including appointment of a recruitment partner.

Only the Chief Financial Officer appointment will require a report to
Council to approve the proposed appointment.
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Other vacant Director positions will be appointed by the Chief Executive
(and under Chapter 3 part 6 the Employment Procedure Rules).

In terms of good governance, it is recommended that the administration
is not closely involved in the appointment of statutory officers of the local
authority. In a cabinet system this would be precluded by The Local
Authorities (Functions and Responsibilities) (England) Regulations 2000,
Schedule 1 part 3 paragraph 14. The Local Authorities (Functions and
Responsibilities) (England) Regulations 2000 (legislation.gov.uk) Within
the committee system senior appointments are through the appointments
committee which is a proportionally represented committee of local
authority members. This avoids any potential complaint that individual
members have unduly influence the process.

Section 151 Officer/Finance

22

23

24

25

Policy
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The interim appointments will comprise a day rate of estimated between
£900 and £1200 with an agency mark up of 16%. The day rate will depend
on the level of post (Executive Director or Director) as well as the
experience of the candidates and market demand for such interims.

There will be a procurement exercise undertaken to select an executive
search partner for the permanent recruitment process.

The cost of the executive search an individual end to end recruitment
process is in the region of £19,000 plus advertising costs and associated
costs (in the region of £19,000). It is anticipated that there would be some
economies of scale realised for the executive search and advertising
costs as there will be a number of posts included in this recruitment
campaign.

The cost of the executive search partner will be split proportionately
between the directorates based on the number of posts in each area.

The appointments will be made with reference to the pay policy
statement to provide transparency to the Council’s approach to setting
the pay of its senior managers.

The positions will be subject to the Hay job evaluation scheme to
allocate them into the Cheshire East Senior Management pay bands.

Equality, Diversity and Inclusion

28

The recruitment and selection process will be open, fair and inclusive
which reflect our vision, values and Employee Deal, ensuring objective
recruitment decisions are made.


https://www.legislation.gov.uk/uksi/2000/2853/schedule/1/made
https://www.legislation.gov.uk/uksi/2000/2853/schedule/1/made

29  An equality impact assessment will be conducted as part of the
preparation for the restructure consultation in line with HR policy.

Human Resources

30 Actions will be undertaken in accordance with the Constitution and the
Employment Procedure Rules as well as appropriate HR policies and
procedures.

Risk Management

31 As identified in the strategic risk register, the impact of restricted
recruitment (and spending) has been identified as a significant risk in
relation to both the Leadership Capacity and Ability to Achieve
Organisational Change risks. This report assists in the mitigation of the
strategic risk reported to Corporate Policy Committee on 21 March 2024,
specifically SRO7 and SR09

32  There are national labour market pressures across a number of service
areas but also for senior management roles. With senior management
roles, local authorities are competing for the within a limited pool of staff,
with some offering higher salaries and other benefits not in place at
Cheshire East Council.

Rural Communities
33 None

Children and Young People including Cared for Children, care leavers and
Children with special educational needs and disabilities (SEND)

34 None
Public Health
35 None

Climate Change

36 None



Access to Information

Contact Officer:

Sara Barker, Head of Human Resources

sara.barker@cheshireeast.gov.uk

Appendices: Appendix 1 — Current management structure (with
vacancies and acting up arrangements)
Appendix 2 — Indicative timeline for the recruitment
process for Chief Finance Officer and Executive
Directors

Background None

Papers:




