
Meeting of the Cabinet

Wednesday, 1st October, 2014 at 6.00pm 
In Committee Room 2 at the Council House, Priory Road, Dudley 

Agenda - Public Session 
(Meeting open to the public and press) 

1. Apologies for absence.

2. To report any changes in representation of opposition group members.

3. To receive any declarations of interest under the Members’ Code of Conduct.

4. To confirm and sign the minutes of the meeting on 17th September, 2014 as a
correct record.

Service Related Corporate Issues 

5. Demographic Growth Funding – the creation of a new Special Educational Needs
Post 16 facility.

Budget, Strategic, Policy and Performance Issues 

6. Review of Senior Management and Operational Structure. (Key Decision)

7. To consider any questions from Members to the Chair where two clear days notice
has been given to the Director of Corporate Resources (Council Procedure Rule
11.8). 

8. To report on any issues arising from Scrutiny Committees.

Director of Corporate Resources 
Dated: 9th September, 2014 



Distribution: 

Members of the Cabinet: 
Councillor D Sparks (Leader - Chair)  
Councillor P Lowe (Deputy Leader) 
Councillors K Ahmed, H Bills, D Branwood, T Crumpton, J Foster, R Harris, G Partridge 
and S Turner  

Opposition Group Members nominated to attend meetings of the Cabinet: 
Conservative Group: 
Councillors P Harley, R James, P Miller, G Simms, D Vickers and M Wood 

UKIP Group: 
Councillors P Brothwood and K Turner 

Please note the following important information concerning meetings at Dudley 
Council House: 

• In the event of the alarms sounding, please leave the building by the nearest exit.
There are Officers who will assist you in the event of this happening, please follow
their instructions.

• There is no smoking on the premises in line with national legislation.  It is an
offence to smoke in or on these premises.

• The use of mobile devices or electronic facilities is permitted for the purposes of
recording/reporting during the public session of the meeting.  The use of any such 
devices must not disrupt the meeting – Please turn off any ringtones or set your 
devices to silent. 

• If you (or anyone you know) is attending the meeting and requires assistance to
access the venue and/or its facilities, please contact the contact officer below in
advance and we will do our best to help you.

• Information about the Council and our meetings can be viewed on the website
www.dudley.gov.uk

• The Democratic Services contact officer for this meeting is Richard Sanders,
Telephone 01384 815236 or E-mail  richard.sanders@dudley.gov.uk

http://www.dudley.gov.uk/
mailto:richard.sanders@dudley.gov.uk


Minutes of the meeting of the Cabinet 

Wednesday, 17th September, 2014 at 6 p.m. 
in Committee Room 2 at the Council House, Dudley 

Present: 

Councillor D. Sparks - Leader of the Council (in the Chair)  
Councillor P. Lowe - Deputy Leader (Vice Chair) 
Councillors K. Ahmed, H. Bills, D. Branwood, T. Crumpton, J. Foster, 
R. Harris and S. Turner 

Opposition Group Members nominated to attend meetings of the 
Cabinet:- 

Councillors R. James, I. Kettle, P. Miller, G. Simms, D. Vickers and M. 
Wood (Conservative Group); Councillors P. Brothwood and K. Turner 
(UKIP Group) 

Officers:- 

J. Polychronakis (Chief Executive), J. Millar (Director of the Urban 
Environment), V. Little (Director of Public Health), A. Pope-Smith 
(Director of Adult, Community and Housing Services), P. Sharratt 
(Interim Director of Children’s Services), P. Tart (Director of Corporate 
Resources), I. Newman (Treasurer), R. Sanders  (Assistant Principal 
Officer, Democratic Services) and other officers. 

.     16. Apologies for absence 

Apologies for absence from the meeting were received from Councillors 
Harley and Partridge. 

17. Changes in representation of Opposition Groups' Members  

Councillor Kettle was serving in place of Councillor Harley for this 
meeting of the Cabinet only. 

18. Declarations of Interest 

No declarations of interest were received in respect of matters to be 
considered at this meeting.  
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19. 

 
Minutes 
 

 RESOLVED 
 

  That the minutes of the meeting of the Cabinet held on 3rd July, 
2014, be approved as a correct record and signed. 
 

 
20. 

 
Capital Programme Monitoring 
 

 The Cabinet considered a joint report of the Chief Executive and 
Treasurer on progress with the implementation of the Capital Programme, 
including the 2013/14 outturn position, and which proposed amendments 
to the Programme. 
 

 RESOLVED 
 

  (1) That the result of the Post Completion Review of relevant 
capital projects, as set out in Appendix C of the report 
submitted to the meeting be noted 
 

  (2) That the Abberley Street site is withdrawn from the sites 
being disposed of as part of the Transforming our 
Workplace project and replaced by the Church Street 
Education Centre site in Pensnett, as set out in 
paragraph 7 of the report submitted to the meeting. 
 

  (3) That the Council be recommended 
 

   •  That current progress with the 2014/15 Capital 
Programme, as set out in appendix A to the 
report submitted to the meeting, be noted and 
that budgets be amended to reflect the reported 
variances. 
 

   •  That the increase in budget for the Clayton Park 
Outdoor Gym be approved and the Capital 
Programme amended accordingly, as set out in 
paragraph 5 of the report submitted to the 
meeting 
 

   •  That the expenditure on the A459 pedestrian 
crossing improvements be approved and 
included in the Capital Programme, as set out in 
paragraph 6 of the report submitted to the 
meeting.  
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   •  That the expenditure on the replacement of 
franking machines be approved and included in 
the Capital Programme as set out in paragraph 8 
of the report submitted to the meeting. 
 

   •  That the Urgent Amendment to the Capital 
Programme, as set out in paragraph 9 of the 
report submitted to the meeting, be noted.  
 

 (This was a Key Decision with the Cabinet and the Council named as 
Decision Takers) 
 

 
21. 

 
Corporate Quarterly Performance Management Report  
 

 The Cabinet considered the report of the Chief Executive under cover of 
which the first Corporate Quarterly Performance Management Report for 
2014/15, relating to performance for the period 1st April, 2014 to 30th June, 
2014, was submitted. 
 

 RESOLVED 
 

  (1) That the Corporate Quarterly Performance Management 
Report be approved. 
 

  (2) That the consideration of the report by the Corporate 
Performance Management, Efficiency and Effectiveness 
Scrutiny Committee be noted.  
 

 
22. 

 
Tenant Involvement Arrangements 
 

 The Cabinet considered a report of the Director of Adult, Community and 
Housing Services seeking approval to revised tenant involvement 
arrangements. The draft Constitution of the proposed Dudley Housing 
Board was appended to the report. 
  

 In the discussion, the clause in the draft Constitution regarding an annual 
review of the effectiveness of the Board was noted and welcomed. A 
suggestion was also made that a tenant representative be co-opted to the 
Adult, Community and Housing Services Scrutiny Committee and it was 
noted that, should a request to this effect be received from the Dudley 
Housing Board, it would receive due consideration. 
  

 RESOLVED 
 

  That the Council be recommended: 
 

  (1) To approve the disestablishment of the Area Housing 
Panels. 
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  (2) To offer support to our tenants in the development of a 
structure that will assist them in achieving their priorities 
as listed in paragraph 8 of the report submitted to the 
meeting. 
 

  (3) To approve a transfer of responsibility from the Area 
Housing Panels to the Tenants Board and to make 
recommendation(s)  relating to expenditure of the 
Community Safety and Environment budget. 
 

  (4) That the Constitution and Terms of Reference of the 
Tenants Board be approved as set out in the appendix to 
the report. 
 

 
23. 

 
The Local Government Ombudsman's Annual Review Letter 2014 
 

 The Cabinet considered the report of the Director of Corporate Resources 
summarising the complaints against the Council received and dealt with 
by the Local Government Ombudsman's Office over the year ended 31st 
March, 2014. The Annual Review Letter from the Ombudsman was 
appended to the report. 
 

 RESOLVED 
 

  (1) That the information contained in the report submitted to 
the meeting and the appendix to the report be noted and 
that the Chief Executive be and Directors be requested 
to: 
 

   (a) Review their internal arrangements; 
 

   (b) Continue to ensure that requests for information 
on complaints received are dealt with by the 
date requested This will ensure that responses 
can be submitted to the Ombudsman's office 
within the timescale set and the Council's 
excellent performance on response times can be 
maintained.  
 

  (2) That all Directorates continue to impose rigorous 
monitoring of complaint activity to ensure ongoing good 
practice and a continued reduction in complaints   being 
received. 
 

  (3) That the Annual Review Letter be posted on the 
Council's website. 
 

 
         24.     

 
Valerie Little 
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 This being the last meeting of the Cabinet attended by Valerie Little before 
her retirement from the Council's service, the Leader thanked Ms Little on 
behalf the Council for her service as Director of Public Health and paid 
tribute particularly to the help given by Ms Little in integrating the public 
health function into the Council. 

  
 
The meeting ended at 6.25 p.m. 
 

 
 
 
 
 

LEADER OF THE COUNCIL 
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Agenda Item No. 5 

Meeting of the Cabinet – 1st October 2014 

Report of the Acting Director of Children’s Services 

Demographic Growth Funding – The creation of a new SEN Post 16 facility 

Purpose of Report 

1. To seek approval of the Cabinet to create a new Post 16 facility for young
people with learning difficulties and disabilities through the refurbishment of an
existing building on the former Pensnett School site.

2. To seek approval of the Cabinet to develop a master plan for the former
Pensnett School site.

3. To seek approval of the Cabinet to commence a series of consultation events
about the proposals.

Background 

Creating a New SEN Post 16 Facility 

4. There is currently a shortfall of places for young people with learning difficulties
and disabilities so that they can continue their education and learning in Dudley.
As a result of this shortfall, many young people have to travel out of borough to
acquire a suitable place. This in turn puts more pressure on revenue budgets
and does not allow the young people to continue their education and learning in
their local communities; adding to isolation and transition challenges when they
return to their local communities from their education placements.

5. This new facility would provide a cost effective local solution, reducing the
number of young people who have to travel significant distances out of borough
for high cost residential provision.

6. The current needs analysis shows a growing cohort of learners with learning
difficulties and disabilities needs in both special and mainstream schools. The
largest group currently within the Not within Education, Employment or Training
(NEET) register is learners with learning difficulties and disabilities. This
provision will help to target our focus on those young people with autistic
spectrum disorder and behavioural needs.
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7. In recognising this gap in current provision the former Director of Children’s
Services approved a bid that was submitted to the Education Funding Agency
(EFA) for the demographic growth capital fund.

8. The project proposed at the time was to provide additional post 16 provision by
developing Shouster’s house which is a vacant building; (adjacent to Pens
Meadow Special School) for post 16 provision for learners with learning
difficulties and disabilities. This building was to be leased to Dudley MBC and
this had been agreed in principle beforhand. The proposal also addressed an
issue raised in a previous Ofsted inspection where it was identified that there
was insufficient space available at the school for the number of students on roll.
The bid which was successful was for the value of £592,000 to create 40
additional places. The capital grant was to be expended by March 2015.
However, since the submission of the bid (summer 2013), Shouster’s House is
no longer an option for consideration.

Developing a Master Plan for the Former Pensnett School site 

9. In light of this significant development, the LA has identified another suitable
building in which a post 16 facility could be developed; namely the former
neighbourhood building on the closed Pensnett School site. An initial desk-top
option appraisal of the site has been conducted and it would be possible to
provide the new facilities on this site. A copy of an indicative layout is attached as
Appendix 1.  A copy of the whole site plan is attached at Appendix 2.

10. The former Pensnett School closed in August 2010 with the last cohort of young
people leaving in 2012. The site is quite extensive having a gross area of almost
48,000m2 and consisting of a number of buildings that have been added to the
Campus over the years. The main school building, science block, design
technology block and neighbourhood centre are vacant and remain unused. The
site is secured by utilising 24 hour security at an on-going cost to the Directorate
of Children’s Services. The sports hall which was built utilising Big Lottery capital
funding is still in use by the local community.

11. The former Neighbourhood building and old gymnasium (which are physically
linked) once refurbished would provide an ideal Post 16 facility that would be run
and managed by Pens Meadow Special School. The sports hall could also be
utilised once again by Pens Meadow School, continuing to be available for use
by the local community. This area of the Pensnett site could become a thriving
Post 16 facility delivering education and training for some of our most vulnerable
young people.

12. A number of uses for the site have been explored, including the relocation of
other education provision to the site. As the site is a former school site, in order
to use the site for alternate purposes or to dispose of the site, the Council would
have to seek permission from the Secretary of State for Education. Similarly, an
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exercise has been undertaken with colleagues from other Council directorates to 
ascertain the viability of transferring the Sports Hall facility to another directorate 
but this was not deemed viable. There are no viable options available to the 
Council at present that would utilise the existing buildings. 

13. The latest condition survey of all of the buildings on the site was carried out in 2009
indicating a condition backlog of almost £1.5million  (about £1.7million at today’s
date), to include work to roofing, windows and doors, structural repairs, boilers and
heating system and electrical works. The existing buildings are not generally
accessible for people with physical disabilities especially as this is not a level site.

14. As part of this first phase of development of the site it is therefore proposed to
demolish the former main school building that fronts Tiled House Lane and the
linked science block. This will clear the way ready for any future site
development as well as save the Council money on security costs and on-going
periodic maintenance costs (to address broken windows, patch any leaks to the
roof and grounds maintenance.) At some point in the future the Cabinet could
consider the use of the remainder of the site.

Consultation Events for the proposed changes to the Pensnett site 

15. A series of consultation events are being planned to inform the local community
and other stakeholders of proposals for the site. Subject to approval from
Cabinet these events will commence during mid October and will provide
stakeholders with the opportunity to express their views and opinions on the
proposals. The consultation events will include formal consultation by means of a
document published containing details of the proposals; a series of meetings with
key stakeholders, including community engagement events where members of
the public will be invited along to view and discuss the proposals for an SEN post
16 provision.

Finance 

Capital 

16. The Directorate of Children’s Services has secured a capital grant from the
Education Funding Agency of £1,000,000 to be utilised for the work outlined in
this report. This capital grant has to be spent by August 2015.

The Directorate of Children’s Services had also committed £270,000 of the 14-19 
/ Special Education Needs Targeted Capital Funding grant towards this project. 
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Revenue 

 
The revenue costs for running and managing the provision will be met by Pens 
Meadow Special School from their delegated budget share, operating on a split 
school site arrangement. All special school students are categorised as high 
needs and are therefore funded through the post-16 funding allocation from the 
Education Funding Agency, which is currently £10,000 per place. In addition, 
dependant upon each student’s category of need, the School will also receive top 
up funding from the High Needs Block of the Dedicated Schools Grant. A 
provisional revenue budget plan has been prepared which will be fine tuned as 
the precise number of students and category of need is determined in 2015. 

 
Law 

 
17. The Council may establish and maintain schools under the Education and 

Children Acts and can do anything incidental thereto, conducive thereto, or which 
facilitates the discharge of this function under section 111 of the Local 
Government Act 1972. 

 
Equality Impact 

 
18. The new Post 16 unit for young people with learning difficulties and disabilities 

will provide a new fit for purpose facility so that they can continue their education 
and learning in Dudley. It will also ensure that families can remain together 
throughout the placement and eliminates the need to reintegrate into the local 
area at the end of a three year programme. Thus providing a local, more cost 
effective solution. 

 
Recommendation 

 
19. It is recommended that: 

 
a. Cabinet approves the proposal to provide a new Post 16 facility for young 

people with learning difficulties and disabilities through the refurbishment of 
an existing building on the former Pensnett School site; 
 

b. Cabinet approves the proposal to develop a master plan for the entire former 
Pensnett School site, including demolition of the main school building that 
fronts Tiled House Lane;  
 
 

c. Cabinet approves the proposal to commence the series of Consultation 
events. 
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…………………………………      
Pauline Sharratt        
Interim Director of Children’s Services    
       
 
 
Contact Officer: 
Toni Guest, Head of Place Planning and School Reorganisation 
Ext: 3725  
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Agenda Item No. 6 

Cabinet – 1st October, 2014   

Report of the Chief Executive 

Review of Senior Management and Organisational Structure 

Purpose of Report 

1. To consider the outcome of formal consultation on a proposed senior
management and organisational restructure, and to make a recommendation to
the Council.

Background 

2. At its meeting on 2nd July 2014 the Cabinet considered my report on the review
of the senior management and organisational structure and resolved to endorse
the proposed new structure for formal consultation.  The proposed structure is
set out in Appendix 1.

3. By way of summary this is the most radical restructuring proposal for the
Council since its creation in 1974.  It would mean that we continue to be fit for
purpose for the formidable challenges that we face but it will require a reduction
in our management capacity of 20% and it will create savings in management
costs of around £1 million.  The implementation of the proposed restructure
would produce the leanest management structure of any Metropolitan District
Council.  It would place Dudley “ahead of the curve” but, to ensure that we
remain fit for purpose and manage expectations, it will be necessary to define
and invest in further transformation in order to realise the potential of key staff if
we are to meet the rigorous challenges that lie ahead.

4. The formal consultation ran from 30th June to 8th September 2014 and included
a series of individual meetings with all existing Directors and Assistant
Directors, together with consultations with trade unions, the external auditor and
NHS partners.  A summary of the consultations with Directors and Assistant
Directors is attached at Appendix 2.  I also received a number of written
representations from other employees and these will be taken into account
during the next stage of formal consultation on the development of the fourth
tier structure in each of the new directorates during December 2014 and
January 2015.
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5.      I have also received a written submission  from the Conservative Group which 
is attached at Appendix 3. 

 
6. As Members will see from Appendix 2 the key issues arising from the formal  

consultation relate to the proposed salary bands for the 8 new Chief Officers 
posts and the portfolios for the 2 Chief Officer posts in the Resources and 
Transformation Directorate and I will deal with each of these issues in turn. 

 
Chief Officers Salary Bands 
 
7. The advice received from West Midlands Employers was that, following a job 

evaluation, the salary band for the statutory Chief Officers (i.e. Adult Social 
Care, Children’s Services, Public Health and Section 151 or Monitoring 
Officer) should be £95,000 - £99,000 with two incremental steps.  The salary 
band for the other 4 Chief Officer posts (i.e. Corporate and Customer 
Services, Planning and Economic Development, Environmental Services and 
Housing) has been evaluated at £85,000 - £90,000 with two incremental 
steps.  Both salary bands may need a market forces supplement and a 
proposed policy for this is discussed later in this report. 

 
8. The representations received in relation to these salary bands are that there 

should be one band for all Chief Officers.  Some consultees felt that this 
would treat each post equally and be less divisive.  However, this would be 
inconsistent with the job evaluation which recognises the additional 
responsibilities for statutory officers. 

 
9. It has also been argued that instead of a salary band, there should be a spot 

salary for Chief Officers.  This would avoid an annual increase in salary 
through incremental progression.  However it would remove some flexibility in 
setting a starting salary and increments may have to be subject to annual 
performance appraisal.   

 
10. On balance I have concluded that there is more merit in having a basic spot 

salary for all of the Chief Officer posts and my recommendation is that this 
should be £89,000.  However, there should be a supplement for the 4 
statutory posts of up to £10,000 (to be agreed by the Appointments 
Committee) to reflect job size, budget and responsibilities.  In each case a 
Chief Officer post would be subject to a market forces supplement where 
necessary. 

 
11. Members are recommended to take a similar approach to the proposed 

salaries for the Strategic Directors.  Following job evaluation the salary band 
for the Strategic Director for People is £122,500 - £130,000 and for the other 
two Strategic Directors it is £114,000 - £120,000.  A spot salary for these 
posts could be £127,000 and £117,000 respectively but, again, subject to a 
market forces supplement where necessary. 
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Chief Officers in the Resources and Transformation Directorate 

12. The current proposal is that there should be a Chief Officer for Corporate and
Customer Services and a Chief Officer for Finance and Legal Services.  The
need for a Corporate and Customer Services Division reflects the fact that
there is a range of Corporate Services (including Benefits, Revenues, Dudley
Council Plus) which serve the public directly.  On the other hand the Finance
and Legal Services Division is largely internal and provides support services
for the rest of the Council.

13. During the consultation it was suggested that under the proposed structure
the Council would have to appoint either a Section 151 Officer or a Monitoring
Officer as the Chief Officer for Finance and Legal Services and that whatever
the outcome one of the statutory roles would have to be allocated to a fourth
tier Head of Service post or, if appropriate, to the Strategic Director.  An
alternative structure was therefore put forward suggesting that the Chief
Officer post should be for Legal and Property Services (including the
Monitoring Officer) and Finance and Customer Services (including the Section
151 Officer).  Whilst this has much to commend it, on balance I see greater
merit in retaining from the original proposal a Chief Officer post that leads a
coherent portfolio of customer and corporate service functions that can be
improved and transformed for the benefit of service users and residents.  This
meets a key strategic priority for the Council.  I do accept, however, that it is
imperative to ensure that both of the statutory roles are placed at the right
level within the new structure and this will be addressed when the new
Strategic Director and Chief Officers have been appointed.

Market Forces Supplements – Policy and Procedure 

14. A draft policy and procedure on market forces supplements is attached as
Appendix 4.  If approved, this will form part of the annual Pay Policy.

Appointments Committee 

15. Dates have already been agreed for the Appointments Committee to interview
internal candidates for the new Strategic Director and Chief Officer posts.  It
must be stressed, however, that the Appointments Committee reserves the
right not to make an appointment in which case the post will be advertised in
the usual way.    The terms of reference of the Appointments Committee will
need to be amended by the Council to include Chief Officer appointments.

16. The new Job Descriptions and Person Specifications for the new posts will be
approved by the Appointments Committee.

Redundancies 

17. In view of the fact that we are radically reducing the number of senior
managers, there will be a number of voluntary and, possibly, compulsory
redundancies.  Five Officers have expressed an interest in voluntary
redundancy.  As is stated in paragraph 3.11 of the summary of consultations
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at Appendix 2, there may be a need to have some temporary capacity at a 
senior level to ensure that the transition from the current structure to the new 
structure is effectively undertaken in order to achieve a fit for purpose 
organisation committed to transformation.  It may be necessary, therefore, to 
phase the departure of certain officers in order to achieve these overall 
objectives. 

 
18. At present appeals against compulsory redundancy are delegated to the 

Director of Corporate Resources.  This would not be appropriate for appeals 
by senior managers and I recommend that such appeals be delegated to the 
existing Appeals Committee. 

 
Overview and Scrutiny Management Board 
 
19. The proposed structure was considered by the Overview and Scrutiny 

Management Board on the 8th September 2014 and their comments are set 
out in Appendix 5. 

 
Future Consultation 
 
20. As was agreed by Cabinet in July, the next part of the process will be the 

detailed development of the 4th tier structure following the appointment of the 
Strategic Directors and Chief Officers.  There will be another period of 
consultation on these proposals during December 2014 and January 2015 
with a further report to Cabinet in February 2015. 

 
Finance 
 
 
21. The proposed structure set out at Appendix 1 aims to realise ongoing savings 

in the region of £1 million.   The exact level of savings will be subject to the 
level of any supplements (including any market forces supplements) that may 
be paid.  It is also based on there being a fixed financial envelope for the 
fourth tier of the structure.  

 
22. The precise impact on the Medium Term Financial Strategy will be calculated 

when the proposals (including any impact at Head of Service level) have been 
finalised. In calculating this impact, it will be necessary to adjust so as not to 
double count existing Directorate savings proposals at Assistant Director 
and/or Head of Service level and to account properly for the General Fund, 
Housing Revenue Account, Public Health budget and Dedicated Schools 
Grant. 

 
23. Redundancy costs are dependent on the age and length of service of the 

individuals being made redundant and therefore cannot be precisely 
calculated at this stage. These are one-off costs that will be met, as with all 
redundancies, from provision within the Medium Term Financial Strategy. 
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Law 
 
24. Section 111 of the Local Government Act 1972 enables the Council to do 

anything that is calculated to facilitate or is conducive or incidental to this 
discharge of its various functions. The restructure and consequent 
appointments process for the posts will be undertaken in accordance with the 
Council’s employment policies and legislative framework. 

 
 
25. Pursuant to Section 1 of the Localism Act 2011 the Council has the general 

power of competence to do anything that individuals may do. 
 
 
 
Equality Impact 
 
26. The Equality Impact Assessment which was attached to my July report is 

again attached at Appendix 6. 
 
 
Recommendation 
 
27. That Council be recommended to:- 
 

1. Note the outcome of the formal consultations summarised in Appendix 2. 
and the comments of the Conservative Group and Overview and Scrutiny 
Management Board set out in Appendices 3 and 5. 

2. Approve the new senior management structure set out in Appendix 1. 
3. Approve the spot salaries for the new Strategic Director and Chief Officer 

posts as set out in paragraphs 10 and 11 of this report. 
4. Approve the policy and procedure for market forces supplements set out at 

Appendix 4. 
5. Amend the terms of reference of the Appointments Committee and the 

Appeals Committee as set out in paragraphs 15 and 18 of this report. 
6. Authorise the Chief Executive to apply the approved policy on voluntary 

redundancies in accordance with paragraph 17 of this report. 
7. Note the next phase of consultation on the 4th tier structure referred to in 

paragraph 20 of this report. 
 
 

 
 
 
........................................ 
JOHN POLYCHRONAKIS 
CHIEF EXECUTIVE 
 
Contact Officer :   John Polychronakis 
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   Telephone: (01384) 815201 
   Email:  john.polychronakis@dudley.gov.uk 
 
List of Background papers: 
 
None 
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         APPENDIX 2 

DUDLEY MBC 

REVIEW OF SENIOR MANAGEMENT AND ORGANISATIONAL STRUCTURE  

 

SUMMARY OF CONSULTATION RESPONSES: OFFICER CONSULTATION MEETINGS 

 

1.0 BACKGROUND 
 

1.1 All existing second and third tier officers were offered individual consultation meetings with 
the Chief Executive and a representative of West Midlands Employers. Meetings were scheduled and 
all the eligible officers took the opportunity to participate in a meeting. Six officers also took up the 
offer of a second meeting to provide a further chance to express their views on the proposals. A 
number of officers also provided their views in writing to the Chief Executive as well as participating 
in the meetings. The views expressed in those meetings and through written submissions are 
summarised below.  

1.2 A small number of fourth tier officers also submitted written comments on the overall 
structure following briefings at management group meetings. Trade Unions were also consulted and 
no indications have been received that they are unhappy with the proposals following clarification of 
how the selection pool arrangements would operate in the event of the Council deciding to proceed 
with the restructure of its senior management. 

2.0 RATIONALE BEHIND THE PROPOSALS 

2.1 The vast majority of consultees emphasised their support for the broad thrust of the 
proposals. They fully understood that the Council had to be pro active in taking steps that made it a 
fit for purpose organisation and achieve the significant savings levels required by the sharp 
reductions in revenue support funding from central government.  A number of respondents saw the 
need to try and protect front line services through a rationalised senior management structure.  

3.0 PROPOSED ORGANISATIONAL STRUCTURE 

3.1 There was widespread support for the basis of the structure in terms of the three 
Directorate model with the focus on People, Place and Resources each being led by a Strategic 
Director (SD). A couple of respondents argued that the Resources and Transformation Directorate 
should be slimmer in terms of the functions it contains and emphasised its enabling nature with the 
need to maximise capacity and resources in the other two Directorates. A small number of 
respondents cautioned against the sheer size of the proposed People Services Directorate and the 
fact that it would receive about 70% of the Council’s overall budget- it must not become a mini 
Council acting on its own. 

3.2 Positive comments were received in respect of the proposal to have individual Chief Officers 
for Children’s Services and Adults who would also act as the respective Statutory Officers in these 
areas. This was applauded as was the general scope of the People Services Directorate with the 
alignment of the Health and Well Being functions within this group of services. The placing of 
Education and Lifelong Learning functions within the Chief Officer (CO) block for Children was also 
welcomed and that they were correctly positioned as being under a Head of Service (HOS) rather 
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than attracting a separate CO for Education in the light of the now well established pattern of school 
and college autonomy. The Council still, however, has statutory roles in respect of education ( e.g. 
Special Educational Needs, School Place Planning and School Improvement) so senior officer 
leadership will still be required in this area. 

3.3 The positioning of the statutory role of Director of Public Health (DPH) within the Health and 
Well Being Chief Officer was supported by consultees.  Public Health England (PHE) and the Faculty 
of Public Health (FPH) who have a statutory role in the appointment of any DPH are also fully 
supportive of this positioning within the structure and the broadening of the DPH role across the 
Council in that it will help the Council meet its strategic ambitions around improving the health of 
local residents. The alignment of Environmental health and Trading Standards within HWB also 
attracted positive support. 

3.4 There was good support in respect of the proposals around the Place (Environment, 
Economy and Housing) as a Directorate although there was some debate about a small number of 
individual functions and their optimum place in the structure- these are detailed below in para.3.12. 

3.5 A number of consultees felt that the proposed structure was more supportive of partnership 
working locally, sub regionally and regionally with Strategic Directors and the Chief Executive having 
a strategic outward facing lead alongside political leadership. 

3.6 The main area where various opposing views were expressed by consultees was in relation 
to the Resources and Transformation Directorate and the proposal to have just two Chief Officers 
with one of the two also taking on a key statutory role of either Section 151 Officer or Monitoring 
Officer (MO). Some respondents felt strongly that the two statutory roles should each merit 
individual CO posts. This view implies that the block of corporate customer and transactional 
services (such as HR payroll or Revenues and benefits) would be split up between the two CO posts 
instead of having a separate CO responsibility for Corporate and Customer Services as per the formal 
Cabinet proposal. 

3.7 In essence the issue is that, given the need to look at just two CO posts in the Resources and 
Transformation Directorate whether more weight is given to Governance ( 151 officer and 
Monitoring Officer ) at the expense of a coherent responsibility under a CO for a range of key 
Customer and Corporate Services and where the post holder can drive forward a coherent 
programme of service transformation with potential major benefits for customers and significant 
savings in developing new processes and ways of serving customers and clients.  

3.8 Informal consultation was also held with the Council’s external auditor on the Governance 
issue and Grant Thornton referred to statutory guidance on the section 151 officer role and CIPFA 
guidance. The external auditor had no objections to the proposed structure as long as the Council 
met the statutory guidance requirements. 

3.9 With regards to the Monitoring Officer position the external auditor expressed no concerns 
or firm views as to whether the role be located within a second, third or fourth tier post. There is no 
specific statutory guidance on the MO post. The intention would be that if the MO post holder is 
appointed at either the CO or HOS tier he/she would have access to all corporate management team 
papers alongside other statutory post holders and attend meetings where appropriate and relevant. 

3.10 There was some comment about whether there is sufficient senior leadership around the 
HR/Organisational Development functions and whether this would be a challenge to either a 
Strategic Director with the wider brief for Resources and Transformation as well as to any Head of 

2 
 

16



Service appointment to lead HR within the next phase of the restructure. In the latter instance would 
locating the HR/OD lead at fourth tier be appropriate given the need to influence senior managers 
on developing the Council’s workforce and to also lead key negotiations with trade unions on a host 
of employment matters. 

3.11 Views were also expressed that there may need to be temporary capacity at a senior level to 
ensure that the transition from the current structure to the new structure is effectively undertaken 
and that new ways of working are developed that support the intention to create a fit for purpose 
organisation committed to transforming ways of working to the benefit of service users and 
residents of the Borough. This will include work on leadership cultures and behaviours that can 
deliver the Council’s key priorities.  

3.12 There were a number of alternative suggestions around individual service functions listed 
below but it was generally accepted that it would be best to look at these when the next phase of 
restructuring at 4th tier /Head of Service is developed and consulted upon. The following gives a 
flavour of the varied views received around the allocation of a number of service functions- the list is 
not exhaustive. 

• Should Dudley Council Plus be located in the Place Directorate given the very high
percentage of calls are in relation to functions within this Directorate?

• Should Leisure Centres be aligned into the Health and Well Being portfolio of functions given
their key role in supporting physical activity and related health improvement?

• Should the procurement function be decentralised across the whole structure given
substantial commissioning and procurement activity in key areas such as Adult Care?

• Should Licensing (other than taxi  and private hire) be aligned with the Regulatory services
within HWB and the taxi and private hire moved to within the Environment, Economy and
Housing Directorate to preserve and develop further synergy through the one stop
community based setting that has recently been established in the Borough?

• Should Corporate Landlord functions be separate from Property Management and Valuation
in different Directorates as per the proposal or integrated within the Place Directorate?
There were some mixed views on this issue. Should Health & Safety be aligned with the
Corporate Landlord given that this is where a lot of its business is generated?

• Should all Housing and property related services be located under a single CO position given
the political agenda around housing and its importance?

• Should Safeguarding as a potential single Head of Service function be firmly located within
the CO (HWB) responsibility rather than being seen at present as a function reporting
directly to the SD (People Services) where the post holder’s role is outwardly facing and
strategic?

• Should Library and Archive services be kept together with the Life Long (Adult) Learning
function especially if a future option is to provide these services via a Trust? Are Library
Services best aligned with Customer Services as libraries are often key contact points for
customers of the Council?

• Should Bereavement Services be located alongside the Registrar’s service within a Corporate
and Customer Services function? Or alternatively should the function be combined with
Citizenship services within the HWB part of People Services?

• Should HR/OD functions be split as proposed with transactional services aligned with
corporate and customer service functions and the advisory and strategic HR functions
reporting directly to the SD (Resources & Transformation)? Is there a case to keep all HR
service functions as a coherent whole?
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3.13 Some concerns were expressed about whether the next phase at 4th tier and below would 
contain sufficient capacity to release senior managers to act and work strategically and provide 
support to other officers with heavy responsibilities for the operational effectiveness of services. 
These concerns included a need to ensure greater empowerment, encouragement and space to 
innovate ensuring that the enabling service and infrastructure supports effective decision making. 
There was also a reference to whether succession planning would be more difficult with widening 
gaps between the management tiers (e.g.  COs having strategic as well as operational responsibilities 
compared with current Assistant Directors). 

3.14 Some comment was received about as to whether the political leadership and Cabinet 
member responsibilities would effectively align with the SD and CO responsibilities with duplication 
and overlap minimised. The alignment of the Scrutiny function was also raised and whether changes 
to Scrutiny would need to be made to take account of the new organisational structure. These issues 
will need to be considered by elected members when the eventual structure is finalised and 
appointments made to posts. 

4.0 PROPOSED JOB DESCRIPTIONS AND PERSON SPECIFICATIONS 

4.1 The job descriptions and person specifications were largely regarded as fit for purpose even 
if a little lengthy (they must be sufficiently detailed to inform the job evaluation exercise necessary 
to decide upon pay and grading).  

4.2 Some inconsistencies have been picked up in the generic parts of job descriptions across 
some CO posts and these will be addressed in the final versions where the same generic content will 
be used across the whole CO tier. These inconsistencies largely relate to how partnership and 
transformation responsibilities are described and whether the post holder leads or contributes to 
these activities. 

4.3 A number of consultees felt that the CO job description should contain a stronger focus on 
the strategic element of the roles which was seen by some as the primary purpose of the role rather 
than an operational focus. The proposed structure has been based upon the CO posts being fully 
accountable for service delivery under the direction of the relevant SD. The CO would also be fully 
expected to liaise with the relevant Lead Member on service delivery issues. These posts would, 
however, also be expected to make a significant contribution in supporting the SDs in the ongoing 
development of strategy in their areas. This balance has been addressed in the final versions of job 
descriptions and person specifications. 

4.4 The FPH as a statutory consultee on the DPH post which is integrated within the CO (HWB) 
post has asked that the full content of the DPH exemplar job description issued by the FPH is 
included in the current issue of the job description for proposed CO post as opposed to a summary 
version of the DPH duties and responsibilities which has been blended with the wider HWB 
responsibilities. PHE which is also a statutory partner in the DPH appointment process has argued for 
a stronger expression of the DPH’s strategic leadership role in the job description. 

4.5 The CO (HWB) job description has been modified within a further draft to retain as its core 
the wider HWB responsibilities and corporate focus whilst the statutory requirements of the DPH 
role have been included in their entirety as an annex to the main job description and cross 
referenced with the core part of the document where appropriate. 
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5.0 PROPOSED PAY GRADES 

5.1 This area attracted a significant number of comments with respondents roughly equally 
divided as to whether there should be a single pay band or as proposed two pay bands at CO level 
with the Statutory Officer positions attracting a higher pay band as per the outcomes of job 
evaluation undertaken by WME.  

5.2 A number of respondents argued the case strongly that there should be a differential given 
that there were greater risks and more complex levels of responsibility with posts associated with 
the statutory officer roles. Others argued that a starting position with differential pay within the CO 
tier potentially undermined the need for this group to gel and display unity in taking the Council 
forward. A few officers argued that there were inherent risks within the EEH Directorate CO roles 
that weren’t necessarily articulated to the extent that they might be in People Services for example. 

5.3 The issue of differential pay was seen as less of an issue at the SD tier where there appeared 
to be a greater level of consensus that the SD (People Services ) should be paid on a higher salary 
scale than the two other SDs 

5.4 There was an acknowledgement that should posts need to  be advertised externally there 
may well be a need to apply a market factor to take salary above the proposed rates for COs and 
possibly SD posts. Some respondents emphasised that this should only be applied if there was a 
need to appoint from outside the Council rather than attaching a market factor irrespective of 
whether there was a need to advertise externally. The provisions of the Council’s existing Market 
Force Supplements will be applied where relevant.  

5.5 PHE and the FPH both felt that the CO (HWB) post inclusive of the DPH duties would require 
a market supplement of possibly 20% of base salary for the post to attract a quality candidate in a 
very tight DPH market. Benchmarking activity undertaken by West Midlands Employers has 
indicated, however, that many metropolitan borough and unitary councils are employing DPHs on 
salary bands very similar to that currently proposed through the paper considered by Cabinet on 3rd 
July 2014. It will be recommended to the Appointments Committee that the CO (HWB) post 
including the DPH role is advertised at the proposed salary band of £95k to £99k. 

5.6 A large number of consultees felt that there should only be fixed spot salaries rather than 
incremental scales as proposed. These respondents stressed that there was possible reputational 
issues in that the first round of incremental progression would see the highest earners enjoying a 
pay rise when the rest of the Council could possibly subjected to a further pay freeze or a below 
inflationary rise. Incremental progression is, however, a feature of all other pay scales across the 
authority and the original proposal if adopted ensures a consistency of approach for all employees 
regardless of status. 

5.7 Other comments included reference to the challenge of trying to meet any demands or 
public expectations that the incremental rises are linked in some way to performance and how this 
would be measured. Alternatively the basis of an increment to reflect a year’s experience in the post 
was seen as inappropriate with further comment that at such a senior level the appointee should be 
expected to master their responsibilities from the first day of office. 

5.8 Some respondents emphasised that the proposed salary levels for SD and CO posts now 
reflected the regional rates for similar posts. Comment was also made that the significant reduction 
in senior managers envisaged by the proposals with a 45% decrease in the number of officers at 
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third tier and above would have a major impact on job size and scope of responsibilities for those 
remaining posts. Given this reduction comment was made that the proposed salaries reflected that 
fact and are also at a level that should attract high quality candidates should any post be subject to 
external advertisement.  

6.0 SELECTION POOL ARRANGEMENTS AND ASSOCIATED TIMESCALES 

6.1 There was no adverse comment on the proposed selection pool arrangements and all 
understood that appointments from the selection pool could not be guaranteed and that subject to 
the implementation of its Redeployment Policy the Council may decide to eventually advertise any 
of the proposed posts on the open market. 

6.2 The indicative timescale was understood without any views expressed that it was 
inappropriate. The main comment in this area related to the timing of the appointment of the new 
Chief Executive and whether the appointed candidate could play any part in the appointment of the 
SDs and COs given the close proximity time wise of the two selection processes for the Chief 
Executive and the SD/CO posts. A number of respondents felt that the Chief Executive Designate 
should participate in the selection process for 2nd and 3rd tier officers. 

7.0 OTHER COMMENTS  

7.1 A number of officers especially those in acting posts welcomed the opportunity to comment 
on the proposals and felt that the whole process of the senior management restructuring was to 
date being well managed. Negative comment on the process was minimal. 

7.2 Many consultees expressed the view that the new structure would help the Council move its 
agenda forward within challenging budgetary conditions. A number of respondents referred to the 
need to support the restructure at all levels through well considered leadership on cultural change 
and that it was vital to appoint the right senior officers who could inspire and motivate employees. 
The need for an accompanying cultural change programme to support the new posts was raised by a 
number of officers in the consultation round. 

7.3 The restructure was seen as a radical and brave step for the Council in the eyes of a number 
of respondents. Overall there was much support for the need to take such steps even allowing for 
the resultant anxiety that will be experienced over personal job security and uncertainty of future 
position.  
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  APPENDIX 4 
 
 

 
 
1.0 Introduction 
 
1.1 The Council is committed to the principles of equal pay for work of equal value and has 

introduced job evaluation schemes to measure the relative value of relevant posts.   
 
1.2 This document sets out the Council’s Policy relating to Market Force Supplements 

(MFS), the Procedure by which requests are considered and approved, how they are 
determined and the conditions applied to them. 

 
2.0 MFS 
 
2.1 There will be occasions when the grading determined for a post through job evaluation is 

insufficient to successfully recruit to or retain staff in particular posts because of market 
rates offered by other (public sector) employers locally, regionally or, in some cases, 
nationally.  To address this, it may be appropriate to pay a MFS in addition to salary to 
ensure that such a post can be filled or the post holder retained by the organisation.  
Such a supplement is lawful under the Equal Pay Act (1970/5) where there is evidence to 
justify that market factors are the ‘genuine material reason’ for the post attracting a 
higher rate of pay than other similarly graded posts.   
 

2.2 Market factors should not be used to protect existing hierarchies, therefore, its usage is 
not intended to be used as a means to re-instate or maintain a particular level of pay. 

 
2.3 The first and most important principle of MFS is that they should reflect the levels of pay 

(not other benefits) in the market for which they are determined. This allows the 
supplements to be removed or eliminated over a period and ensures that they are 
introduced for an identifiable and specific purpose and period. 

 
2.4 The use of MFS must be based on factual evidence and not simply used as an 

alternative to resolving other managerial issues.  If MFS are not based on market 
evidence, the Council will remain open to equal pay challenges. 

 
2.5 In applying the MFS scheme, the following criteria must be met:  
 

a) Payments must be approved by a Head of HR in conjunction with the relevant 
service Chief Officer and the Chief Officer with responsibility for Finance; 

b) Clear evidence of difficulties in recruiting or retaining staff must support 
applications. This will include advertising costs, numbers of applicants, brief and 
unbiased comment on calibre of applicants, results of interviews and identified 
shortfalls.   In the case of retention, evidence of employees applying for the same 
kind of job elsewhere in the public sector must be provided; 

c) A clear rationale must be outlined with each application for MFS that describes 
why a particular post should attract a supplement MFS and what benefits the 
application of a MFS will bring; 

d) The amount to be paid as a market supplement can only be changed (increased, 
decreased or removed) as a result of a formal review; 

Policy & Procedure for Market Forces Supplements 
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e) All applications will be limited to a three-year span and will end automatically at 
that time unless a new business case has been submitted and agreed following a 
formal review by the relevant service Chief Officer after 2 years;  

f) The supplement will be for a fixed amount based on market data evidence. 
Wherever relevant and available in sufficient volume, such evidence drawn only 
from comparable organisations will be established through the national local 
government  “Epaycheck” database operated in partnership between the LGA and 
Regional Employers Organisations; 

h) Market supplements will be superannuable and will be subject to normal 
deductions e.g. tax and national insurance; 

i) All particulars, including employment contracts for such posts must identify market 
supplements as a distinct and separate element of pay and must state the 
duration and conditions of the supplement; 

j) All staff holding posts in the same unique job group (as identified under the 
relevant job evaluation scheme) must receive the same supplement on the same 
conditions; 

k) On approval of the request for a MFS, the appropriate rate will be determined by 
HR and OD based on the information held on database; 

l) Only in exceptional circumstances will a MFS payment in excess of two additional 
grades be approved.  If the MFS identifies the need for more than 2 grades above 
then the relevant Chief Officer, supported by HR will undertake a formal review of 
the structure and overall comparative structures to identify whether the issues can 
reasonably be tackled more holistically. 

m) All post receiving a MFS payment will be reported in the annual Pay Policy 
statement 

 
3.0 Managing / Reviewing Market Forces Supplements 
 
3.1 MFS must be approved corporately to ensure that there is consistency across the 

Council and to ensure that decisions to pay supplements can be objectively justified if 
challenged. 

 
3.2 To apply for a MFS the relevant Head of Service needs to prepare a business case 

following consultation with the HR Service Partner and confirmation from the Group 
Accountant that funding is available. The business case must meet the conditions 
outlined in paragraph 8.5 and section 9.  The report should be submitted to a Head of HR 
to confirm that the evidence in the business case is satisfactory and that the case is 
equality compliant before submission to the service Chief Officer and Chief Officer with 
responsibility for Finance. If approved by these Chief Officers, a Decision Sheet will be 
required to be submitted to the Cabinet Member for HR &OD for final authorisation. 

 
3.3 The length of time for which the initial supplement remains in place should not exceed 

three years.  At the end of year two, the MFS must be reviewed to ensure that the 
supplement remains justified. Such a review should take the form of re-submission of 
evidence indicated in section 8.5 and should be approved through the mechanism in 9.2.  
Where the market changes to the extent that the supplement can no longer be justified, it 
must be removed.  Equally, if market evidence and recruitment/retention rates indicate 
the MFS should be increased or decreased, a revised business case may be submitted 
for approval through the mechanisms outlined in 9.2.  If a post to which a supplement is 
attached becomes vacant, the supplement must be reviewed before permission to fill the 
post is sought. 
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3.4 At the point of review at the end of year two, any new authorisation of a MSF payment 
would come into effect at the end of year three.  Therefore, Managers need to be clear 
about the longer term need for the supplement.  Any decision to increase the supplement 
would come into effect immediately.  The increased rate would also apply to any 
extension of the supplement due to take effect at the end of year three.  Similarly, any 
decision to reduce or remove the supplement would come into effect at the end of year 
three, effectively giving one year’s protection and notice of the change.  The relevant 
Chief Officer will issue notice of any change/the outcome of the review.  If a market is 
particularly volatile any change to these arrangements must be based on a revised 
business case drawn up in line with paragraph 8.5 and section 9. 

3.5 At the review stage any MFS payment identified to be reapplied after the 3 years will 
require confirmation through the Decision Sheet process for HR&OD Cabinet Member. 

4.0 Determining Market Forces Supplements 

4.1 In order to be defensible in case of internal or external challenge, any supplement must 
meet the initial mandatory criteria of being able to evidence one unsuccessful attempt 
to recruit in the preceding four months plus at least one of the following four criteria: 

1) Regional public service market data shows higher salaries for equivalent work;
2) DMBC will only pay MFS where the median of the salaries range for equivalent

work in the organisations covered by the comparative data set is 10% above the
level currently paid within the council following evaluation;

3) Up-to-date market information must be obtained by HR from the Epaycheck
database, or an alternative reputable database for specific roles in particularly
volatile areas.  Any costs associated with market testing and research will be met
by the relevant directorate and procured by HR;

4) Evidence of skilled staff leaving the Council to neighbouring authorities for higher
salaries.  (Comparable job descriptions/specifications and exit interviews evidence
should be available).

4.2 In all cases the criteria triggering requests must be valid and demonstrable at the time 
that the supplement is requested.  Supplements must not be paid to compensate for 
salary changes arising from restructures or job evaluations. 

. 
5.0 Payment of Market Forces Supplements 

5.1 Any supplement paid to a newly recruited post holder should be paid to all other post 
holders in identical posts (identified as the same job group under job evaluation) as a 
retention aid.  Failure to do so could result in claims of discrimination.  Details of the 
number of other posts that would receive the MFS must be included in the initial request 
for information. It is critical that an equality impact assessment (EIA) analysis is compiled 
to assess the affected posts before any MFS payment is approved for a whole job group. 
This should be submitted as part of the information for the service Chief Officer and Chief 
Officer with responsibility for Finance and will be a background paper for the political 
Decision Sheet.   

6.0 Equality 

6.1 Inconsistently managed MFS may give rise to equal pay claims and hence must be 
based on objective, demonstrable criteria at the time of application and throughout the 
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duration of the payment.  An EIA analysis will be compiled prior to the payment of any 
MFS as set out in paragraph 11.1. 

7.0 Funding 

7.1 There is no central budgetary provision for payment of Market Forces Supplements.  
Services will need to identify existing resources at the time of application; this needs to 
be confirmed by the appropriate Group Accountant.  Particular emphasis needs to be 
given to considering costs when a whole job group would attract payment.  Consideration 
must also be given to the fact that some job groups are spread across a number of 
directorates 
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 Minutes of the Overview and Scrutiny Management Board 
 

Monday, 8th September, 2014 at 6.00 p.m. 
at the Council House, Priory Road, Dudley 

 
 

 Present: 
 
Councillor Tyler (Chair); 
Councillor A Finch (Vice-Chair); 
Councillors D Blood, I Cooper, C Hale, M Hanif, R James, L Jones,  
M Mottram, K Turner and M Wood. 
 
Officers: 
 
R Sims, Assistant Director (Housing Strategy and Private Sector - Lead Officer 
to the Board) – For Minute Nos. 9 to 15 below. 
 
J Polychronakis (Chief Executive), C Williams (Director – West Midlands 
Employers) and S Griffiths (Democratic Services Manager - Directorate of 
Corporate Resources) 
 

  
 

9 
 
Apology for Absence 
 

 An apology for absence from the meeting was submitted on behalf of Councillor 
C Elcock. 
 

 
10 

 
Appointment of Substitute Member 
 

 It was reported that Councillor M Wood had been appointed as a substitute for 
Councillor C Elcock for this meeting of the Board. 
 

 
11 

 
Declaration of Interests 
 

 No Members declared interests, in accordance with the Members’ Code of 
Conduct, in respect of any of the items to be discussed at this meeting. 
 

 
12 

 
Minutes 
 

 Resolved: 
 

  That the minutes of the meeting held on 11th June, 2014, be approved 
as a correct record and signed. 
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13 

 

 
Change in Order of Business 

 Resolved: 
 

That the remaining items of business be considered in the order shown 
in the minutes below. 

  
 

14 
 
Amendment to the Annual Scrutiny Programme 2014/15 
 

 Further to Minute No. 7 of the meeting held on 11th June, 2014, the Director of 
Corporate Resources reported on a proposed amendment to the Annual 
Scrutiny Programme for 2014/15.   
 

 At its meeting on 16th July, 2014, the Health Scrutiny Committee had resolved to 
recommend the Board to consider a proposal to change the Health Scrutiny 
Committee’s area for review to be the Dudley Physical Activity and Sport 
Strategy.  This would replace the original item on Elements of Patient 
Experience in Acute Care. 
 

 
 

A view was expressed that the proposed amendment undermined the validity of 
the process whereby the Board set the Annual Scrutiny Programme at the start 
of the municipal year.  A Working Group had already been established to begin 
consideration of the Dudley Physical Activity and Sport Strategy. 
 

 
 

The Chair of the Health Scrutiny Committee responded to the above points.  It 
was noted that the proposed amendment was a recommendation from the 
Health Scrutiny Committee, however, the final decision rested with the Overview 
and Scrutiny Management Board. 
 

 Resolved: 
 

  That the recommendation of the Health Scrutiny Committee to amend 
the Annual Scrutiny Programme for 2014/15 by the inclusion of the 
Dudley Physical Activity and Sport Strategy, in place of the item on 
Elements of Patient Experience in Acute Care, be approved. 
 

 
15 

 
Forward Plan of Key Decisions 
 

 The Board received the Forward Plan of Key Decisions for the four month period 
commencing 1st September, 2014. 
 

 Reference was made to the item in the Forward Plan concerning consultation on 
School Place Planning and it was noted that this was within the remit of the 
Children’s Services Scrutiny Committee. 
 

 With regard to the localised Council Tax Reduction Scheme the Board noted 
that consultation would only be required if the scheme was amended from that 
agreed by the Council in December, 2013. 
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Resolved: 

That the Forward Plan of Key Decisions be noted. 

16 Review of Senior Management and Organisational Structure 

The Board considered a report of the Chief Executive on proposals for the 
Council’s senior management restructure.  Following an introduction from John 
Polychronakis, Chief Executive, the Board received a presentation from Colin 
Williams (Director – West Midlands Employers) on the proposed senior 
management and organisational structure, together with proposals for the 
appointment of a new Chief Executive.  The Cabinet had endorsed proposals at 
its meeting on 3rd July, 2014 to form the basis of formal consultation in line with 
an agreed procedure and timetable. 

The Chair indicated that no written questions had been submitted in advance of 
the meeting and invited Members of the Board to ask any questions on the 
report and presentation.  The Board raised a range of issues as follows: 

• The creation of a Strategic Director (Resources and Transformation) was
noted. However, a Member questioned why Finance and Legal Services
had been combined in the remit of one Chief Officer, with particular
reference to the distinct governance roles of finance and legal services,
including the statutory functions of the Section 151 Officer and the
Monitoring Officer.  The Board was advised that this was ultimately a
matter for the Council to decide. However, the structure provided for all
statutory officers to have direct channels of communication to the Chief
Executive.  Future job descriptions would clarify this and the statutory
officers would be represented on the Council’s senior management team.
The recommendation was based on the number of Chief Officers overall
and the need to reflect major corporate challenges associated with the
transformation of services.  The Chief Executive indicated that this issue
had been raised during the consultation and would be reflected in the
report to the Cabinet and Council in October, 2014.

• The structure was designed to be flexible to respond to any future
decisions of the Council to outsource functions or to adopt different
models of service delivery, without undermining the basis of the
organisational structure.

• Members questioned whether the salaries of Chief Officers would be set
at the same level or reflect different levels of responsibility.  It was
reported that posts had been evaluated and currently, two bands of ‘job
size’ had been identified at Chief Officer level.  An alternative was to
consider market supplements for certain posts in appropriate
circumstances.
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 • Arising from the above point, it was reported that the three proposed 
Strategic Director posts had also been subject to a job evaluation 
process, leading to potentially different salaries for these posts taking 
account of varying levels of responsibility. 
 

 • It was confirmed that teaching staff were not included in the restructuring 
proposals under consideration at this meeting. 

 
 • The financial implications were questioned in the context of the overall 

saving of £1m from senior management posts.  Although the number of 
Directors and Chief Officers would be significantly reduced, the job 
evaluation of the senior posts would result in additional costs to be 
absorbed elsewhere in the structure.  Assurances were sought that any 
increase in senior management salaries would not create unacceptable 
pressures on 4th tier posts and below.  A key principle of the restructure 
was to devolve greater responsibility and decision making to lower tiers of 
management and it was considered important to ensure that the 
workloads of employees at fourth tier and below were not increased to 
levels that created unacceptable risks to services.  A concern was also 
expressed that the structure did not contain sufficient flexibility to address 
these concerns at a later date if adverse service issues became 
apparent. 

 
 • The Chief Executive acknowledged that risks had been identified during 

the consultation process and all efforts would be made to minimise these 
risks moving forward.  However, the principles associated with greater 
devolved decision making were fundamental to the change of culture and 
approach referred to in the report.  The proposals aimed to establish a 
structure that was ‘fit for purpose’ and save £1m, taking account of 
reductions in senior management levels together with associated support 
and on costs. 
 

 • Reference was made to the allocation of responsibilities below Chief 
Officer level.  It was noted that the proposed structure indicated a broad 
outline of functions for further consultation once the senior management 
positions were appointed.  Job evaluations would be undertaken, but the 
restructuring would have to be implemented within the overall savings 
identified.  Particular reference was made to the possibility of 
reconsidering the inclusion of ICT Services as a function under Finance 
and the possibility of combining relevant budgets to support the transition 
of young people from Children’s Services to Adult Services. 
 

 • In relation to budget responsibilities, the Chief Executive indicated that 
the structure would provide for a corporate approach with significant input 
from the 3 strategic Directors and the Corporate Management Team. The 
structure recognised the significant corporate budgetary challenges faced 
by the Council in future years.   
 

 • The Board acknowledged the significant corporate challenges associated 
with service transformation and particular areas that would be affected 
with key developments such as the implementation of the Care Act. 
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• In response to a question concerning the approach taken by other
metropolitan authorities, an assurance was given that the structures of
other Councils had been considered in submitting recommendations.
However, the key issue was to propose a structure that was fit for
purpose in Dudley and which met the financial brief to save £1m.

• In response to a question concerning feedback received to date, the
Chief Executive reported that the restructuring was an inclusive process
and the two main areas of feedback related to the Chief Officer for
Finance and Legal Services and the salary grades of the Chief Officer
posts.  These issues would be reflected in the report to Cabinet and
Council.

• Further comments were made concerning the potential for reductions in
the number of posts at 4th tier level and the effect this might have on
services, particularly in the event of the long term absence of any key
post holders.  It was considered that a key element of the restructuring
was the ability of the Council to recruit and retain employees and in this
regard, the Council should pay the market rate for key posts within the
overall budget available.

• In response to a question concerning the inclusion of private sector
housing alongside health and wellbeing functions, it was noted that all the
functions at 4th tier were subject to review and there was a potential for
functions to be moved during the next stage of consultation.

• The Chair indicated that since the existing Scrutiny Committees were
based on Directorate structures, the restructuring would necessitate a
review of Scrutiny Committees and associated support functions.  This
was a matter for Members to consider, but it was suggested that Scrutiny
Committees should closely reflect the 8 Chief Officer (and Cabinet
Member) portfolios in the future.

• Reference was made to the involvement of the Council’s workforce in the
consultation and the Chief Executive repeated his commitment that the
process was being managed in an inclusive and consultative manner.
Trade Unions had been involved in the first stage consultation and
various responses had been received from individual members of staff
following the publication of information on the Intranet.  A further detailed
consultation would take place during December/January, following the
appointment of the Chief Executive, Directors and Chief Officers, in line
with the timescales set out in the report.

• The Chair questioned the ‘ring fencing’ of posts at 2nd and 3rd tier levels,
which might not achieve the required fundamental change in culture and
approach as referred to in the report.  The Chief Executive indicated that
existing post holders would not be automatically appointed to any new
posts under the revised structure.  Existing post holders would be
afforded the opportunity to be considered, but the decision on
appointments was a matter for the Appointments Committee.  Posts
would be advertised externally if the Committee so decided.
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 • In relation to Black Country Joint Working and shared services, the Chief 
Executive emphasised the need for the Council to be engaged in more 
collaborative working with the Black Country and West Midlands 
authorities.  The proposals were designed to achieve stability over the 
next three years and the proposed structure would not restrict any 
ongoing work. 
 

 • Reference was made to the potential for scrutiny support being included 
in a centralised policy support team.  Such a team could also oversee 
corporate issues such as equality and the co-ordination of funding bids.  
It was recognised that the restructuring might provide the opportunity for 
services to be realigned or centralised from within existing teams. 
However, the creation of dedicated support functions would have to be 
viewed in the context of overall affordability and the potential for self-
financing. 
  

 • Support was expressed for the combination of Planning and Economic 
Development functions within the Chief Officer portfolio. 
 

 • It was noted that in addition to the Leader and Deputy Leader, the 8 Chief 
Officer positions would mirror the future Cabinet portfolios.  The view was 
repeated that Scrutiny Committees should be closely aligned to these 
portfolios to allow Members to undertake in depth scrutiny of specific 
topics. 
 

 Following the general discussion and final comments, the Board was invited to 
consider making any recommendations or observations to the Cabinet. The 
following points were noted in summary: 
 

 • The Council must consider and work within the overall financial 
‘envelope’ with the aim of saving £1m from senior management.  The pay 
structure at the top three tiers of management should not inhibit the 
proposals for the development of management at the 4th tier and the 
Council should be mindful of any potential risks to services as referred to 
at this meeting. 
 

 • Consideration should be given to combining Adult and Children’s Social 
Services budgets to take account of the need for seamless management 
of key budget issues in the future. 
 

 • Assurances were sought that the new structure would provide for 
flexibility and corporate working across all service areas. 
 

 • The restructuring should build in appropriate flexibility to ensure that any 
ongoing issues can be reviewed and dealt with in a timely way and that 
the overall proposals should be subject to full evaluation after 12/18 
months. 
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• Subject to points noted above, general support was given to the proposal
to review functions at the 4th tier level following the appointments to the
top three tiers of senior management, in accordance with the agreed
timescales.  It was confirmed that the 4th tier consultation would be
reported to the Board in due course.

• The changes to Directorate structures would necessitate a full review of
Scrutiny Committees and this should be a Member-led process.

At the conclusion of the meeting, thanks were recorded to the Chair and 
Members for their contributions to the consultation process.  The Chief 
Executive and the Director of West Midlands Employers were thanked for their 
attendance and responses to the issues raised at the meeting.  A Member also 
recorded his thanks to C Williams for his past work on the implementation of the 
pay and grading review. 

Resolved: 

That the Chief Executive include a summary of the key issues raised by 
the Board, as set out above, in his report to the Cabinet on 1st October 
and the Council on 13th October, 2014 concerning the review of the 
senior management and organisational structure. 

The meeting ended at 7.55 p.m. 

CHAIR 
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