
 

 

26 February 2016 
 

 
Mr Simon Kennedy 
Executive Officer 

Salaries and Allowances Tribunal 

Level 10, London House 

216 St Georges Terrace 
PERTH   WA   6000 
 
 
 
Dear Mr Kennedy, 
 
Remuneration Inquiry - Local Government Elected Members and Chief Executive Officers 
 
Thank you for the invitation to make a submission to the Salary and Allowances Tribunal (SAT) 2016 Inquiry 
into the remuneration of Elected Members and Local Government Chief Executive Officers. 
 
As I am certain you are aware, this is a matter of considerable interest to our members, and as with all sectors 
appropriate remuneration and recognition are key factors in the recruitment and retention for these important 
leadership roles.  
 
About LGMA 
 
Local Government Managers Australia WA (LGMA) is the peak representative body for local government 
professionals in Western Australia. 
 
LGMA was established in 1935 and is a National Federation with Member Associations in each State, 
representing over 5,000 members across Australia, and 840 members in Western Australia. 
 
Among our membership, we are privileged to count the overwhelming number of Chief Executive Officers of 
Western Australian local governments.   
 
LGMA provides a range of services for our members and local government professionals, including:  
 

 Support for local government officers; 

 Advocacy, representation and policy development; 

 Training and professional development; and 

 Conferences and events. 
 
We are committed to continuing improvement in local government leadership, governance, management and 
service delivery for local communities, and ensuring that our members are at the forefront of change and 
innovation.   
 
Responsibilities of a Local Government Chief Executive Officer 
 
The role and responsibility of a local government Chief Executive Officer is far more diverse and complex than 
any other public sector role, in terms of its breadth of responsibility and accountability. Put simply, it is a unique 
role. 
 
Local Government Chief Executive Officers must deal with in excess of 400 pieces of legislation. At one time 
or another all of these impact on the office of the Chief Executive. 
 



 

In comparison to most State Government Directors General or Chief Executive Officers who deal with specific 
policy and functional areas, the Local Government Chief Executive Officer needs to manage a very diverse 
range of organisational responsibilities.  
 
This ever growing list of responsibilities include, but are not limited to: 
 

o Infrastructure, engineering and asset management program (building and maintenance of 
buildings, bridges, roads and road network, footpaths); 

o Strategic and statutory planning (development of local planning schemes, urban, residential, 
commercial and industrial, public open space, minor and major projects, local area planning);  

o Waste disposal and recycling;  
o Community events (festivals, concerts, art & cultural activities); 
o Emergency Management (bushfires, flooding, cyclones) and Community Recovery; 
o Residential Development (building & renovation approvals, making recommendations on 

subdivision and rezoning, swimming pools & spas, trees on private property, verge permits, and 
crossovers);  

o Business (promoting and facilitating the attraction of business, economic development and 
diversity) 

o Heritage Services; 
o Regional Delivery of Services (health services, community resource services); 
o Tenders & Purchasing (procurement of products and services) 
o Sport & Recreation (recreation centres & facilities, gyms, pools, parks & gardens, and beaches); 
o Libraries and Library services;  
o Airport Management; 
o Community Safety (community safety patrols, minor law & order issues);  
o Rates (payments, infringements & registrations); 
o Animal Control & Ranger Services (dogs, cats, animal care facilities); and 
o Community Services (home and community care service, after school and holiday care, out-

reach and at risk service, youth & seniors programs) 
 
This is only a short summary of the myriad of different services being provided by local governments across 
Western Australia, and are the responsibility of the Chief Executive Officer to appropriately manage. 
Consequently, a local government Chief Executive Officer is expected to be across an extremely wide brief. 
  
Each local government faces a different set of challenges and will have specific focuses, and not every local 
government will have to address all these issues (ie. beaches), but all will face significant issues in common 
(ie. road networks, waste disposal, rates & community services) and in some form or another tackle issues 
related to most of these areas.  
 
Depending on their location, local government Chief Executive Officers may be negotiating with major resource 
companies, dealing with remote communities, planning major urban developments, or managing international 
events. The diversity of local government roles and responsibility is a major factor in attracting people to work 
in local government, however it also requires a wide range of appropriate skills and abilities to be successful 
in our sector. 
 
Chief Executive Officers, as you would expect, carry a heavy workload and work demanding schedules. 
They’re required to attend Council meetings, Committee Meetings and Workshops, most of which are held 
after hours. The number of nights per month is dependent the number of meetings held, and these meetings 
have no time limit.  Chief Executive Officers within Local Government are also expected to attend community 
functions which are usually after hours and on weekends. There is generally no time in lieu for this time 
commitment and is an expectation of the role of the Chief Executive. 
 
Administration Burden 
 
In the last few years alone, a considerable number of new administrative, compliance, and reporting 
requirements have been added to the work load of all local governments. These include:  
 

o Implementation of Integrated Planning & Reporting (Ongoing implementation of new strategic plans, 
community plans & long term financial plans); 

o Introduction of Fair Value (a changed approach to valuing community assets and a more accurate 
measure of financial and asset sustainability); 

o Bushfire & Emergency Management Guidelines; 



 

o Risk Management (introduction of regulation 17 of the Local Government (Audit) Regulations 1996  – 
requirement for a documented process for risk management); and 

o New Building and Residential Design Codes requirements. 
 

These additions have added a significant new complexity, administrative burden and work load to Local 
Governments and Chief Executive Officers across the state.  
 
It should be noted that the administrative (compliance and reporting) requirements are the same for all local 
governments no matter the size, meaning that the smallest local government in Western Australia is required 
to undertake all the same compliance and reporting that the largest local government.  In small local 
governments, much of this administrative burden must be undertaken by the Chief Executive Officer. 
 
Local Government Funding Cuts 
 
Major expenditure cuts are being made at both a Commonwealth and State level.  These cuts will hit the local 
government sector hard – nowhere more than in regional WA.  These cuts will mean that major works and 
current services simply have to be dropped. This impact will be felt heavily all across WA. 
 
As local government receives a large portion of its own revenue from funding streams from the State and 
Commonwealth, the likely impact on our sector will be further cuts to local government funding. 
 
This will take a variety of forms, but the most obvious targets will be large funding streams, such as:  
 

 Financial Assistance Grants (Commonwealth) 

 Road Funding (Commonwealth & State): and  

 Royalty for Regions (State) 
 

This is the context of the current and future operating environment for local government.  Decreased funding, 
rigid restrictions on financial autonomy, and increased community expectations. As a sector local governments 
are increasingly looking to Chief Executive Officers for innovative and creative solutions on how to improve 
local government capacity with fewer resources. 
 
Working with Council 
 
Local Government elections are conducted every two years. With each election the Chief Executive Officer is 
involved in a major training program bringing new Councillors up to speed so that they can make a significant 
contribution to the operation of the Council. As there is no mandated training for Councillors upon election it 
falls to the Chief Executive to induct new Councillors to their roles. 
 
The Local Government Chief Executive Officer also must perform a substantial role as the ‘Clerk of the 
Parliament’, ensuring correct meeting procedure is followed, as well as running an organisation as a Chief 
Executive Officer. This is considerably different to working with a Board of Management.  
 
A Chief Executive Officer confronts direct responsibility to all elected members, rather than typically just one 
Minister for a State Government Director General or Chief Executive Officer.  A reality of Council, is that 
factions often emerge within the Council, with the majority group holding sway over office bearer positions 
(Mayor, Deputy & committee positions) and policy decisions.  
 
Following an election (held every two years) the majority group can change overnight, and the Chief Executive 
Officer must now work with the new majority group, having been seen and perceived to be closely aligned with 
the former. 
 
Employment Uncertainty & CEO Turnover 
 
There is a real employment uncertainty associated with the role of a Local Government Chief Executive Officer.  
 
LGMA, far too regularly, supports members who have been terminated by their Council, without cause, despite 
a long record of sustained high performance.  In these instances, it is usually a consequence of relationship 
breakdown between the Chief Executive Officer, and a small group of Councillors.  
 



 

Sometimes there is simply no avoiding this outcome. Despite working hard to build genuine relationships with 
Councillors, the Chief Executive Officer can get unfairly caught up in conflict between elected members, of find 
themselves in a situation where they must take some adverse action against a Councillor.  
 
It is also important to note that a Local Government Chief Executive Officer is in the unique position whereby 
they are employed directly by the people they are required by law to report to the Corruption and Crime 
Commission if they consider that there has been misconduct by any of the Elected Members.  (A State 
Government Director General or Chief Executive Officer may be obliged to report a Minister but these people 
are employed by the Public Sector Commissioner, meaning they are one step removed from the people they 
are reporting.) On many occasions abiding by the law has put a Local Government Chief Executive Officer's 
employment in jeopardy.  
 
This is especially true at times when a Chief Executive Officer’s employment contract renewal is determined 
by Council. Councillors sometimes take the opportunity to withdraw support from a Chief Executive Officer 
with whom they may hold a grudge because of a report that was obliged to be made against them. 
 
The democratic nature of local government creates potential for these types of occurrences. These outcomes 
aside, local government officers highly value the role of elected members and the democratic and 
representative process that is an important part of local government.  It does however, create employment risk 
for Chief Executive Officers that needs to be recognised in their remuneration. 
 
With elections held every two years, there is regularly change at an elected level, however unlike in the State 
public sector there is no ability to move the Local Government Chief Executive Officer to another Department, 
the Public Service Commission or Department of Premier and Cabinet, to serve out their contract.  

 
Following the 2015 Council Elections, there was significant change to many councils, as incumbents were 
replaced by new councillors. There is nothing especially unusual about this, as it is a simple reality of the 
democratic process of elections. However, it has become a noticeable consequence of these changes that 
Chief Executive Officers in many cases become a casualty of the process. Since the October 2015 elections, 
a significant number of local government Chief Executive Officers have had their contracts terminated, or been 
pressured to resign, without any link to performance.  
 
LGMA encourages the Tribunal to take account of the above issues when determining the current round of 
remuneration bands recommended for Local Government Chief Executive Officers. 
 
Growing role for Local Government - Economic Development & Diversification 
 
Local Governments are now being recognised for the important role they play in supporting and assisting the 
development and economic activity in their region.   Local governments, through programs to grow economic 
diversity, encourage, promote and support new business, make a substantial contribution to regional and state 
development.  This is quickly becoming a key role for Chief Executive Officers, both regionally and in the 
metropolitan area. 
 
Local governments play a critical role in releasing land for development, ameliorating land supply issues and 
improving housing affordability. In doing so, closer collaborative working arrangements with the State 
Government and the business sector are required and being forged.   
 
This issue has been critical to releasing the economic power of the resource sector, and the ability to handle 
and manage major population growth in these regions (fuelled by employment opportunities) has been a major 
test for regional centres and regional local governments.  Local government have a major role in incentivising 
and support small business, and help to attract and sustain local businesses. 
 
Industrial Relations 
 
The Local Government Chief Executive Officer has to conduct often complex and difficult enterprise 
agreements with multiple unions (which is not a role of State Government Directors-General).  
 
These negotiations are highly complicated, and the Chief Executive Officer must balance the ability of the local 
government to meet remuneration increases, with the expectations of their own employees and the demands 
of union representatives.  
 
 



 

Public Pressure of the Role 
 
The role of the local government chief executive officer is becoming an increasingly public role, with public 
commentary on the person and their performance reported on by local and state wide media, and subject to 
online criticism and comment on social media online sites.  These types of websites and anonymous posts 
have become common place, and are often used to agitate against Councils, were commentary is often 
defamatory and personally hurtful. 
 
To some degree this has always been a part of the job, with Council meetings open to the public. However, 
the changing nature of social media and the impact it can have in a community has grown substantially, and 
having to face such public claims and allegations can be extremely difficult.   
 
LGMA regularly deals with requests for legal advice on potential defamation actions against members of the 
community, actively seeking to damage the reputation and standing of the Chief Executive Officer. In all the 
cases, LGMA has dealt with in this period, these potential claims were clearly actionable, however only 
enforceable through very costly legal proceedings.   
 
These include:  
 

 Defamation and slander;  

 Criminal defamation and allegations of corruption;  

 Personal gossip and false rumours (about the Chief Executive Officer and their family); and.  

 Leaked information (presented out of context) from within the Council. 
 

Consequently, there is little a Chief Executive Officer can do other than attempt to confront the accusations, 
as often times the accuser is anonymous.  
 
Impact on other Officer’s remuneration 

 
Last year, the Tribunal in its determination made no variations to the salary levels within the bands.  
 
As a result, many Chief Executive Officer salaries remained at the same level. As with many organisations the 
Chief Executive Officer salary is the base by which the salary relativities are determined throughout the 
organisation. When Chief Executive Officer salaries remain static so do the salaries for many other staff in 
Local Government leading to significant disharmony within many Local Governments.  

 
LGMA considers that band ranges should be increased each year as a minimum by the CPI increase to ensure 
a freeze of the Chief Executive Officer salary does not diminish the opportunity for salary increases for other 
Local Government staff. 
 
Associated Fringe Benefits Tax (FBT) 
 
The inclusion of associated FBT as a part of the Chief Executive Officer salary package is considered 
unreasonable as the FBT on the majority, if not all, contracts is payable by the employer.  Fringe Benefits Tax 
is not able to be converted to cash as are other components of the package.  
 
LGMA considers that the FBT cost should not be considered as a part of the Salary Package as it is not able 
to be converted to cash. 
 
Attraction & Retention   
 
It should also be noted that regional local governments struggle with recruitment for a wide range of roles, and 
finding the right set of skills to meet the local government’s needs can be very difficult.  This is also true for the 
role of Chief Executive Officer. 
 
Where suitably skilled staff are not able to be recruited, or there is substantial time gap in replacing a staff 
member, the local government is not freed from its compliance and reporting responsibilities. In small regional 
and remote local governments, it is the Chief Executive Officer who ordinarily must take on this workload.  
 
The turnover rates of Local Government Chief Executive Officers is still alarmingly high in country local 
governments, usually as a consequence of conflict with councillors.  This is making recruiting suitably qualified 



 

candidates even harder, and the employment uncertainty of the role is a major barrier to attracting high quality 
candidates. 
 
Previous Determinations of the Salaries & Allowances Tribunal 
 
The Tribunal’s decision not to increase the salary levels within the bands last year means that this year, the 
bands should be increased reasonably significantly to address the matters outlined in this submission.  
 
Should you have any questions on our submission please don’t hesitate to contact me on 9271 1136 or by 
email at warren@lgmawa.org.au  

 
Yours faithfully 

 
 
Warren Pearce 
Chief Executive Officer 
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