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1.0  The reason for the decision 

1.1 Following the agreement of the Council’s Pay Policy at the meeting of Council on 22 
September 2021, and as part of the report, the Chief Executive also set out the 
functional responsibilities for each Chief Officer roles.  

 
1.2 This Panel is responsible for dealing with HR matters relating to Deputy Chief 

Officers (DCO) including their appointment, and this decision is required to make 
appointments to those DCO roles.  

 
1.3 The decision of the Panel allows the appointed DCOs to take up their new roles as 

soon as possible following this meeting. This also allows the DCOs to make the 
transitional management arrangements required in some services. 

 
1.4 The removal of the Corporate Director role means that service managers and 

advisors are now classed as Deputy Chief Officers. This is a level (in seniority) of 
appointment not usually undertaken by the panel. 

2.0  Recommendations 

2.1. That the following appointments to new posts are made: 
 

 David Farrar – Senior Manager (Revenues and Benefits) 

 Lindsay Tomlinson – Senior Manager (Elections and Democratic) 

 David Bryden – Senior Manager (Property and Estates) 

 Paul Rossington – Senior Manager (Planning and Development) 
 
That the following appointments are noted as existing posts: 



 

 Kelly Glaister – Manager – Customer and Fulfilment 

 Graham Kennedy – Senior Manager – Destinations 

 Paul Taylor – Senior Manager – Maryport Programmes 

 Helen Brownlie – Manager – HAZ 

 Emma Thompson – Senior Manager – Community Safety and Resilience 

 Jill Morgan – Senior Manager – Legal and Information Governance 

 Barry Chambers – Senior Manager – Health Safety and Resilience 

 Graham Harrison – Senior Manager – Waste 

 Barry Lennox – Senior Manager – Finance 

 Claire Fethers – Senior Manager – Finance 

 Alex Fitzgerald – Strategic Advisor – Corporate 

 Julie Ward – Strategic Advisor – Spatial 

 Kelly Eccles – Strategic Advisor – HR 

 Andrew Gilbert – Strategic Advisor – Communications and Marketing 

 Naomi Kay – Senior Manager – AONB 

 Andrea Hines – Temporary Specialist – Policy  

 Elaine Ridings – Senior Manager – Programmes 

 Diane Carter – Strategic Advisor – Finance 

 Keith Hollins – Strategic Advisor – Technology and Innovation  
 
Note: existing roles are defined as no material change to job description, now categorised 
within a job family. 
 
2.2 In addition, there are currently five vacancies for Deputy Chief Officers (with 

associated status): 
 

 Strategic Advisor - Assurance Risk & Audit – this role will be shared with 
Copeland Borough Council 

 Senior Manager - Environmental Health & Housing to be advertised 

 Strategic Advisor – Performance – to be advertised 

 Strategic Advisor - Capital Programmes – out to advert 

 Strategic Advisor - Commercial & Contracts – to be advertised 

3.0  Background and Introduction 

 
3.1.1 A new Chief Executive was appointed in July 2020. The Chief Executive reviewed 

how the Council operates and will deliver the objectives within the Council Plan; a 
new Target Operating Model (TOM) has also been adopted. In December 2020, this 
panel agreed the Chief Officer structure including the widening of some roles and 
focussing on key deliverables in other roles. 
 

3.1.2 Alongside this, the COVID-19 pandemic (now endemic) forced the Council to focus 
resources at the response and enabling the delivery of business as usual activity. 
Resources are still being used on track and trace; self-isolation payments; legacy 
work on grants; recovery; and health protection. 
 

3.1.3 Following the appointment of the Chief Officers, together with the Chief Executive, 
the SMT worked through the current structures and the key issues highlighted by 



recent peer reviews, feedback from elected members and other information that 
assisted in how the organisation needed to be structured to be able to continue to 
delivery good services now and in the future. The factors included: 
 

 Need to focus resources on recovery e.g. the Workington Stronger Towns 
Fund and Maryport High Streets Fund.  

 The recommendation of the peer review to bring Operational Housing 
Services together. 

 The emerging local government landscape, in particular, Local Government 
Reorganisation. 

 Member feedback on services including planning, planning enforcement and 
contract management. 

 Create a Service Manager structure that supported the breadth of control 
establish in the Chief Officer groupings, in particular the wide breadth of 
responsibilities for the CO for Assets and CO for Place and Governance 

 Build resilience in areas such as emergency planning, business continuity 
and public health following the lessons learned from COVID-19 and prepare 
for future events 

 
3.1.4 The new structure also follows a job family model, a nationally recognised way of 

creating flexible resources within the Council that builds on strengths and creates 
future agility across the organisation. It is also the method used in some of the other 
Cumbrian Districts and supports alignment through LGR. 
 

3.1.5 Other key benefits of the overall changes include: 
 

 Spans of Control – It is essential that the service operates a more business-like 
approach and the functional structure proposed offers the opportunity for greater 
operational productivity, with clearer lines of accountability. 
 

 Fewer layers and greater spans of control, reducing the number of management 
and supervisory levels within all services. Delivers direct savings and a more agile 
and effective organisation, enabling better engagement, facilitating faster decision 
making and ultimately better outcomes for residents. 

 

 Implementing a new, leaner organisation. Fewer layers within services, decision-
making and reporting will be streamlined. By de-layering, decision-making is 
accelerated, communications and engagement are improved and ultimately 
services are either improved or maintained within a smaller financial envelope. 

 

 Team and Workforce Design – Getting the right staff in the right place by aligning 
teams and roles to the core pathways so that they make sense to people and 
enable high quality and consistent service delivery by the right staff in the right 
place at the right time. 
 

 Resilience & Agility – build a resilience and flexible workforce that can adapt to 
changing circumstances working wherever it best suits the customers and the 
organisation. 
 



 Fostering Independence – focusing on people’s strengths and experiences as well 
as their needs. Ensuring that our staff are empowered to make the decisions 
required, are trained, informed and confident that the organisation supports them. 

 so that they make sense to people and enable high quality and consistent  
3.2 The Council has followed its change management policy agreed with Unison using 

a redeployment panel to look at each proposed structure and the individuals who 
have been affected. This was used at both the informal and formal stages of 
consultation and changes have been made based on feedback from colleagues. 

3.3 Therefore, in line with the Council’s Change Management Policy, where all duties 
within each role are a 70% or more match, the post-holders have been assimilated 
into the new role. As part of the process the Council and Unison agreed that we 
would together reduce the number of colleagues put at risk and if the postholder is 
not a 70% match of the existing duties of a vacant post, they may be considered for 
a job trial opportunity where they meet 50% or more of the existing duties of the 
vacant post, subject to agreement of the post-holder. Additional training would be 
provided to assist them to develop into the role. This has allowed voluntary 
redundancies to remain low and very low numbers have gone through a competitive 
and/or guaranteed interview. 

4.0 Outcomes for Deputy Chief Officers 

4.1 As the new structure was not about regrading, the job family model has followed the 
current pay structure. Deputy Chief Officer roles have been defined (in most cases) 
as either a Senior Manager, where the majority of their role includes the leadership 
and management of staff; and Strategic Advisor, where the focus of the role is 
supporting the delivery and policy setting of the Council and the management 
responsibility is low. The roles are divided between tier 1 and 2 depending on the 
level of pay and/or responsibility in the new or current role. This is set out below: 

Senior Manager  
Strategic Advisor Tier 1 

SCP 37/38 £40,876 - £41,881 

Senior Manager  
Strategic Advisor Tier 2  

SCP 39/40 £42,821 - £43,857 

 

4.2 In the majority of roles, the postholder and role has not been materially changed 
and it is now categorised within the appropriate job family. In three areas, because 
of current salaries and very small teams, Deputy Chief Officers are also categorised 
as Managers or Specialists (see list at 2.1).  

4.3 Therefore, the panel has four roles to agree, as these are ones that have materially 
changed and/or a different person will carry out the role in the new structure: 

 David Farrar – Senior Manager (Revenues and Benefits) 

 Lindsay Tomlinson – Senior Manager (Elections and Democratic) 

 David Bryden – Senior Manager (Property and Estates) 

 Paul Rossington – Senior Manager (Planning and Development) 
 



5.0  Roles and Responsibilities 

 
5.1  Each Deputy Chief Officer will receive a generic job family profile descriptor 

(appendix 1) and job role setting out the individual responsibilities of each role. A 
brief summary of each job role (new and existing) is set out in appendix 2. 

6.0  Delivery arrangements 

 
6.1 Following appointment, where necessary each Deputy Chief Officer will produce a 

transition plan to ensure the smooth hand-over of service areas. 

7.0 Implications and Impact 

7.1 Contribution to Council Strategy Priorities, Outputs and Outcomes  

7.1.1 The new senior team structure will help deliver the Council Plan by ensuring we 
have the right people, in the right roles at the right time. It provides the certainty of 
current temporary arrangements, builds on individual and collective strengths and 
allows the capacity to focus on key business as usual activity, regeneration 
programmes and delivering the new the Target Operating Model. 

7.2 Finance/Resource implications 

7.2.1  There are no financial implications arising directly from this report. 

7.2.2 The approved budget for Employee Related costs anticipated the changes to 
staffing structures and was estimated based on the original structures being revised 
during the year. 

7.2.3 The expenditure forecast for this financial year is anticipated to be within the 
approved budget limits.   

7.3 Legal and governance implications  

7.3.1 The Pay Policy Statement has been updated to reflect changes to senior officer 
salaries. Council agreed the amended Pay Policy at its meeting on 22 September 
2021.  

7.4 Risk analysis 

 A scored and mitigated risk log 
 

Risk Consequence 
Controls 
required 

Mitigated 
score 

The new postholders 
do not deliver to the 
quality necessary to 
modernise the 
Council and deliver 
excellent services 

Does not lead to 
delivering improved 
services and Council 
plan outcomes 

Appraise and 
performance 
management 
framework 

1x4 

Unable to recruit to 
vacant posts and the 

Does not lead to 
delivering improved 

Interims, 
shared roles 

2x4 



extra capacity isn’t 
delivered 

services and Council 
plan outcomes 

with 
Copeland, 
Carlisle and 
CCC 

 

7.5 Increasing satisfaction and service 

7.5.1 The new DCO structure will help deliver the Council Plan by ensuring we have the 
right people, with the right strengths and skills to deliver the roles required.   

 
7.6 Equality impacts 

7.6.1 Has been considered and no impact assessment is required.   

7.7 Health and Safety impacts 

7.7.1 None applicable.  

7.8 Health, wellbeing and community safety impacts 

7.8.1 At a time of an incredibly challenging working environment within the Council, 
getting the DCO in place will support the health and wellbeing of the wider officer 
core.  

7.9 Environmental/sustainability impacts 

7.9.1 None applicable  

7.10 Other significant implications 

7.10.1 None applicable.  
 

Appendices attached to this report 

 

Appendix number Title of appendix 

1 Job profiles 

2 Job descriptors 

 

Background documents available 

 

Name of background document Where it is available 

Pay Policy Statement Council Agenda 22/09/21 

 
 
Report author(s) and contact officer(s): 
Andrew Seekings 
Chief Executive (Head of Paid Service) 
Andrew.seekings@allerdale.gov.uk 
01900 702528 


