From:
Sent:
To:
Subject:

FOI
Freedom of Information Request

Dear Sir or Madam,
Under the Freedom of Information Act, I would like to request all internal and external correspondence
relating to the previously scheduled retirement of Archie Gall, Director of Reviews, and the subsequent
decision to make the Director of Reviews post redundant. I would also like to request information held on
the cost of redundancies to the LGBCE in the financial year 2014/15.
Kind Regards,
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By Email:

13 November 2014

Dear
Our ref: 13/14
Thank you for your email of 16 October 2014, requesting information under the
Freedom of Information Act 2000.
You have requested:
“…all internal and external correspondence relating to the previously scheduled
retirement of Archie Gall, Director of Reviews, and the subsequent decision to
make the Director of Reviews post redundant. I would also like to request
information held on the cost of redundancies to the LGBCE in the financial year
2014/15.”
The Commission does hold information relevant to your request. Please find attached a
list of all documents released and electronic copies of the information you have
requested.
No exemptions under the Freedom of Information Act have been used to withhold
information, but some personal details have been redacted in accordance with the Data
Protection Act.
There was no ‘previously scheduled retirement’ of Archie Gall. He was already above
the minimum age at which he could retire and draw his pension, but not subject to any
maximum age of employment. The Commission reviewed its senior management
structure last year in the light of the Chief Executive’s retirement this December, as

The Local Government Boundary Commission for England, 3rd Floor Layden House, 76-86 Turnmill Street, London EC1M 5LG
Tel: 020 7664 8534; reviews@lgbce.org.uk; www.lgbce.org.uk

disclosed in the attached documents, and Archie Gall’s redundancy formed part of its
conclusions, that it should after 2014 have a full time Chief Executive but no separate
Director of Reviews. These conclusions have now been put into effect as planned.
Archie Gall’s redundancy is the only redundancy cost so far during the 2014/2015
financial year. The cost of it and any other redundancies will be published in the
Commission’s Annual Report on the year, a little while after year end.
If you have any further queries, please do not hesitate to contact me, quoting the
reference number above in any correspondence.
If you wish to request a review of our decision, you should write to me at:
Sarah Vallotton
Business & Committee Services Manager
Local Boundary Commission for England
Layden House
76-86 Turnmill Street
London
EC1M 5LG
If you are not content with the outcome of your complaint or review, you may apply
directly to the Information Commissioner for a decision. Details of this procedure can
be found on the ICO website: http://www.ico.gov.uk.
Generally, the ICO cannot make a decision unless you have exhausted the complaints
procedure provided by the Local Government Boundary Commission for England.
Yours sincerely,

Sarah Vallotton
Business & Committee Services Manager
Sarah.vallotton@lgbce.org.uk
020 7664 8522
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FOI 13/14
FOI Request – “…all internal and external correspondence relating to the
previously scheduled retirement of Archie Gall, Director of Reviews, and the
subsequent decision to make the Director of Reviews post redundant. I would
also like to request information held on the cost of redundancies to the
LGBCE in the financial year 2014/15.”
Information Released
Format
Date
Notes from a private session for Commissioners Note of
20 August
to discuss the structure of the management
Meeting
2013
team/Commission post retirement of Chief
Executive and Director of Reviews.
Email Trail: Alan Cogbill to Archie Gall
Email
24 April 2014
Archie Gall to Alan Cogbill
25 April 2014
Archie Gall to Anne Kirkham (HR
25 April 2014
Consultant)
Anne Kirkham to Archie Gall
28 April 2014
Termination Notice
Letter
28 July 2014
Business Case to MyCSP
Report
28 July 2014
Settlement Agreement
Settlement 18 August
Agreement 2014
Information Withheld & Reason
No information has been withheld.

Format

Date

Strategic Planning Event
20-21 August 2013
Private Session for Commissioners only to discuss the structure of the
management team/Commission post-retirement of Chief Executive and
Director of Reviews
A number of issues were tabled at the start of the discussion:
Do we understand why we have our current structure?
Where should the Accounting Officer role sit?
Are we too small to grow our own? Unlikely to have enough experience to equip our up and
comers
We need to challenge a number of previous assumptions:
- CEO is a part time role
- Director of Reviews role is needed
- Whitehall experience is essential
We need to clarify the roles and time commitment of Chair and Commissioners

The Commissioners agreed to a number of ‘guiding principles’
•

Director of Reviews role is no longer relevant. It has too much concentration of
expertise. This expertise needs to be within the review teams.

•

The CEO role should be full time

•

The Executive Chair (combined role) is not a viable option and therefore will not be
explored further today

•

The current matrix is too confusing, therefore a simpler structure is required

•

The quality and consistency of reviews must be maintained throughout the transition

•

The role of CEO should appeal to a Grade 5 who would gain experience in the role for
4 to 5 years and then move on to a ‘bigger role’

•

The Commissioners should provide guidelines on the structure of the management
team but should not impose a structure on the new CEO

Proposed structure
Commissioners
Policy Input
Chief
Executive

Commissioners
Operational
Input

Review
Manager

Team structure
to be agreed

Review
Manager

Manager
Communications

Expert
Reviewer???

Back Office
Support
Research
......

What do we need from a new Chief Executive?
•

A full time position (ideally for a minimum of 4 years)

•

Whitehall experience not essential although the right skill set is required to work with
politicians

•

Ability to manage stakeholders (policy setting will still be the role of Commissioners)

•

‘Energetic Management’ ability with commitment to drive the organization forward to
deliver on our strategy

•

Leadership skills – someone who can run a small organization – to manage performance,
people, IT development

•

Some empathy with the product – the product itself is technical, so should have some
affinity with the nature of the product

•

The CEO role will be bigger – combined with Finance, Accounting Officer, Director of
Review roles

Role of the Chair
The Chair provides the external relationship role on behalf of the Commission
He manages and fronts the relationships with:
Ministers
LGA
Agencies that affect our reputation

•
•
•

Role of the Deputy Chair
•

Is involved in these relationships as required (the role of good cop, bad cop as
appropriate)

•

Acts as Chair in Chair’s absence

•

Is the conduit between the Office and the Commissioners

Role of the Commissioners
We have a dual role which needs to be separated and clearly communicated and understood:
•
Policy role
•
Operations role
Our Operations role is about providing challenge and assurance. Our expectation is that we
are consulted before recommendations are put in writing and the paper is finalized.
Action Points
•

We need to agree a common view on the briefing / consultation process and
communicate it

•

We also need to clarify some ‘principles’ on how we deal with the Review Managers
to provide some consistency in the process

•

We need to allow enough time in our agenda to set and review our policies. Having
the policy agenda at the end of our regular meetings does not work. We must make it
a main agenda item.

Risks of new structure
Losing the role that Archie plays in our meetings, not in the routine stuff but when we look at
new areas. He does play an important role in adding challenge as well as legal/technical

perspective to our thinking. He also has a long history with the boundary work and provides
‘memory’.
How do we make sure business runs as usual during the change period?
How do we build resilience in the group of Commissioners, given that a change of
Government could lead to a complete change of Commissioners?
Action Points
•

We must change our behavior during meetings to ensure that the role that Archie
plays is not lost. Should we transition Archie out over a period of time but change his
role?

•

We must be more rigorous in recording outputs of our meetings / decisions

•

We should look into changing the ‘turnover’ timing of the Commissioners

Tactics for implementing the new structure and role of CEO
•

Max to talk to Alan and Archie over the next 2 months

•

Involve them both in discussions and be clear on financial implications

•

The possibility of retaining Archie in some capacity should be explored but not as an
opening gambit of our negotiations

•

The new structure and CEO should be in place by the end of 2014

•

New people should be in posts by Summer 2014

From:
To:
Cc:
Subject:
Date:
Sensitivity:

Cogbill, Alan
Vallotton, Sarah
Ingram, Lynn
FW: Your position on LGBCE reorganisation
20 October 2014 17:08:30
Private

Sarah
A key document which has exchanges with Archie and Anne Kirkham’s advice. The para in which
Archie sets out his personal circs would need to be redacted.
Alan
From: Anne [mailto:
Sent: 28 April 2014 10:33
To: Gall, Archie
Cc: Cogbill, Alan
Subject: FW: Your position on LGBCE reorganisation

Hello again Archie
Having had time to consider your questions, here are my thoughts.
Redundancy compensation
In my opinion your decision not to accept the opportunity to apply for the CX post should
not affect any entitlement to redundancy compensation.
I haven't seen the JD for the CX role, but while I understand it encompasses enough of
your current duties that, to use Alan's words, your post 'would disappear', I think you
could reasonably argue there are additional facets to the role with which
you would perhaps be less familiar and that time would be needed to bring you fully up to
speed. As a consequence taking on such a role, at this stage of your career, might not be
mutually beneficial. At the end of the day deciding what is 'reasonable' or 'unreasonable'
in situations like this is a judgement call and I really can't see anyone arguing with your
decision.
Levels of compensation and tapering
To be honest, when I dealt with pensions I never came across a case which involved
tapering. However, my view is that it doesn't apply to you as you are already over
scheme pension age rather than 'near to scheme pension age'. I believe you would be
entitled to the full maximum amount of 6 months' pay.
Notification of redundancy
As you say, this is a tricky one with the uncertainly around appointment dates. I'm not
sure how you want to manage your exit in terms of fitting it around the arrival of the new
CX; whether you want it to more or less coincide with his/her arrival or whether
you want some handover time. Importantly though, as no doubt you know, you should
endeavour to give at least 3 months' notice to pensions.
From a sequence point of view the next move, given there are no other posts for you to
consider, would be for you to be notified formally that your post is to be made
redundant. And, as I expect you also know, the compensation rules allow for 6 months'

notice, or compensation in lieu for any shorter period of time. However, the difficulty of
timing remains, so I guess at this stage any arrangements can only be made on a 'date to
be agreed' basis. I would suggest the best course of action would be for you or Alan to
talk to pensions now and seek their advice on the best way forward. What will be
important I think is that Pensions are made aware of your situation sooner rather than
later in the event that things move rather more quickly than you might be anticipating.
Finally, and without wishing to tell you how to suck eggs, it's import that due process is
followed and a paper trail kept. I'm sorry I am unable to be more helpful with this one at
the moment.
Contract
Just to be on the safe side I would advise you hold off putting anything formal in place
until after your employment has ended even along the lines you describe. And further,
whatever type of agreement/contract you settle on you must be careful there is no danger
of it inadvertently bestowing employee status. Contracts are tricky things, and in these
circumstances I would strongly recommend legal advice is taken to safeguard all parties
concerned.
I hope this helps Archie, but please let me know if I have missed anything or if there is
anything else I can do.
Best for now.
Anne

From:
To: archie.gall@lgbce.org.uk
Subject: RE: Your position on LGBCE reorganisation
Date: Sat, 26 Apr 2014 14:29:11 +0100
Hello Archie
Thank you for yours which I have just seen; I'll get back to you with a fuller reply
ASAP.

Best for now
Anne

From: Archie.Gall@lgbce.org.uk
To:
CC: Alan.Cogbill@lgbce.org.uk
Date: Fri, 25 Apr 2014 12:12:59 +0100
Subject: FW: Your position on LGBCE reorganisation
Anne

Alan and I would welcome your advice and guidance on a number of issues
relating to my departure from the Commission later in the year. See below. Some
of the issues are corporate, such as handling, others are more personal.

The Commission is in the process of selecting Alan’s successor. Interviews are
taking place in May. It is intended that the new CX should be in place for a
handover with Alan from mid to late autumn My role as Director of Reviews is to
be subsumed by the new CX, technically making me redundant.

A bit of background. I’m a member of the Civil Service
pension scheme.
My last pension statement said that, at 31 March 2013, I had
service so, by the autumn of this year, I’ll have something like
service. I’ll be
at that time. I will have had approximately
continuous service, going back to
with the Electoral Commission and
then being TUPE’d across to the LGBE on its establishment on
. You
may recall that I was still on secondment from DCLG for two or three years while
with the EC but that my contract was backdated to

My first query is a bit on the personal side. The Commission’s redundancy policy
(copy attached) indicates that, in making my job redundant, I have the right to be
consider for an alternative suitable job. Alan refers to this below, indicating that I
could apply for the CX post. I assume that in indicating that I’m not minded to
apply, I have not also given up my right to redundancy compensation (see section
8 of the policy). Can you advise, please?

Turning to the level of compensation, from the Civil Service redundancy guidance
documents (a link to which is at the end of the policy), my understanding is that I
would be entitled to a sum equivalent to maximum of 6 months’ pay. However,
there is a reference to “tapering”, and a number of example are given in the
appendix to the guidance. Frankly, none of these seem to address my
circumstances, and I’d be grateful if you could advise on what formula the
Commission would use to calculate my entitlement given that I would, on being
made redundant, be claiming my pension and lump sum.

Moving forward, there is clearly some uncertainty about when the new CX will be
in post and picking up my responsibilities. This makes the formal redundancy
notification period difficult to determine at this stage. However, are there any
sequence of events you would advise us to follow as the new CX appointment is
finalised? In particular, from a personal point of view, at what stage should I be
applying to take my pension?

Finally, as you will see from Alan’s e-mail, the Commission is unwilling to get rid of
me entirely! Instead, It wants to keep me on for a while under a separate
contract. The Civil Service rules say that I cannot work for a PCSPS employer
within a month of taking retirement without forfeiting my pension. In your view,
could that new contract be entered into before I retire, albeit providing that the new
employment does not start within a month of my formal leaving date? Or might
that be tempting fate and risk the clawback of my pension?

We’d welcome your thoughts on all of this, and may well have other queries as we
move forward. Happy to discuss if there is anything that’s unclear or you’d like to
have a word about.

Archie

Archie Gall
Director of Reviews

Local Government Boundary Commission for England
Layden House
76-86 Turnmill Street
London EC1M 5LG
Tel: 020 7664 8509
www.lgbce.org.uk
It would help us if you would take a few minutes to answer a few questions about
your experience of how we dealt with you.

How are we doing? - Click on this link to give us your views

From: Gall, Archie
Sent: 25 April 2014 09:44
To: Cogbill, Alan
Subject: RE: Your position on LGBCE reorganisation

Alan

Thank you for this.

As we have discussed, I am not inclined to apply for the CX role in the
organisation. Accordingly, it looks like redundancy (compulsory or otherwise).

However, we agreed that we both need some advice from Ann on the various
steps to be undertaken, their sequence and, in my particular case, the relationship
between redundancy and pensions. I’ll drop her a line tomorrow.

Archie

Archie Gall
Director of Reviews
Local Government Boundary Commission for England
Layden House
76-86 Turnmill Street

London EC1M 5LG
Tel: 020 7664 8509
www.lgbce.org.uk
It would help us if you would take a few minutes to answer a few questions about
your experience of how we dealt with you.

How are we doing? - Click on this link to give us your views

From: Cogbill, Alan
Sent: 24 April 2014 15:11
To: Gall, Archie
Subject: Your position on LGBCE reorganisation

Dear Archie

As you well know, changes in LGBCE when I finish my term as CEx have been in the
offing for several months. You and I, and Max and you, have had conversations about
plans. But as I said last week, we need to crystallise and record where we are. We spoke
further today.

The Commission has decided that my successor as CEx should be engaged full-time,
instead of my 3 days a week, and that s/he should be LGBCE’s senior adviser on electoral
reviews and related matters. Your post as Director of Reviews would disappear.

The timing of this change will depend upon the recruitment of my successor, his or her
availability, and whatever transitional handover arrangements we all agree, but the
planning assumption is that you will cease to be Director of Reviews at some point during
the last quarter of 2014.

We are all acutely aware of the risks the sudden loss of your encyclopaedic knowledge
and expertise as Director of Reviews would present to LGBCE. Accordingly, what Max
and I have discussed with you is the possibility that after you have ceased to be employed
by LGBCE, we should contract with you to draw on your services as occasional adviser
on review matters.

What we should envisage, subject to negotiation and agreement of a contract with you, is
that you would commit to making yourself available as adviser for a minimum number of
days a month – it might be 3 or 4. We should commit to pay you for this level of activity
whether or not we took it up in any given month. The contract would provide that by
mutual agreement, period by period, we should call on your services at this base level of
activity, and that we could call on your services as adviser beyond this level, for up to a
maximum number of days a month – it might be 6 or 8. We should agree not to exceed
this level. You would not be an LGBCE employee, and your duties would be purely
advisory, not decisive or executive. Responsibility for decision or execution would
remain within the LGBCE, with its Commissioners and employed staff. It would be an
essential feature that the call on your services would be determined by the CEx, in
agreement with you. It would not be open to other staff or Commissioners to call on your
advice without the CEx’s agreement.

We should pay you a daily or part daily rate, to be agreed. The contract would be for a
set period, to be agreed. It might be for 12 months, with its operation to be reviewed
after 6 months, or something like.

I understand that on departure you would be entitled to the benefits of a full civil service
pension,
You will want to get the figures from
myCSP.

You mentioned, and this is my understanding too, that under the Principal Civil Service
Pension Scheme rules, you could not be re-engaged (certainly not as an employee, but I
think not as an occasional contractor for services either) by any public body the staff of
which have access to the PCSPS, within one month of leaving your employment here
(which falls within the PCSPS), without prejudice to your pension benefits. So we should
have to plan for this gap between your ending employment and our commencing a
contract for services with you.

As I mentioned last week, when the position is that your post would end by reason of
reorganisation, LGBCE must consider if there is another suitable post in which you might
continue to be employed.

The only other post at your level is the Finance Director post. This is only part time, and
we require a professional finance qualification for it. So it would not be a suitable
alternative for you.

The other post for which you could be considered is the new Chief Executive post. In
part the new CEx post will pick up some of your present duties as Director of Reviews.
There is as you know a competition in progress. I told you that, if you wished to be
considered for the CEx post, you should make an application, which although beyond the
deadline for applications, the selection panel would consider. It would need to have your

application very quickly – certainly by the end of next week. It could then be considered
alongside the candidates the panel has long-listed and is considering further.

I invited you to consider over last Easter weekend if you wished to be considered for
appointment as Chief Executive, to remain in LGBCE employment. You told me today
that you did not wish to be considered. I should be grateful if you would confirm for the
record that this is your decision.

We agreed that we should jointly seek Anne Kirkham’s advice on your position under our
redundancy policy, the PCSPS, and general employment law. Without prejudice to
further examination and discussion, it seems to me that becoming redundant by reason of
reorganisation to suit LGBCE’s business needs you would be entitled to a compensation
payment. We thought this might amount to a month’s salary for each year of
employment in your current post – which will have begun in the Electoral Commission,
before LGBCE was set up and you transferred to its employ. But we shall need advice to
determine your entitlements, and the figures.

I envisage that we shall need to make a formal agreement to cover severance
arrangements, for clarity and to protect our various interests – yours, my successor’s, the
LGBCE’s. This will be particularly prudent given the extent of staff change. I mentioned
that I would be willing for LGBCE to make a limited contribution to the costs of your
obtaining your own independent professional advice on the terms of this agreement.

I am sorry this is such a long e-mail! I think it covers it all for now. Do please say if
there are other things I need to address. And please let me have for the record your
decision whether to apply for the CEx post.

Yours

Alan

Alan Cogbill
Chief Executive
Local Government Boundary Commission for England
Layden House

76-86 Turnmill Street
London, EC1M 5LG
Telephone 020 7664 8508
(Monday, Wednesday, Thursday)
or 020 7664 8534

Strictly Private and Confidential
Mr Archie Gall

28 July 2014
Dear Archie
Notice of Dismissal on grounds of Redundancy
Further to our earlier discussions, I am writing to confirm that the Local Government
Boundary Commission for England (LGBCE) has decided to dismiss you on grounds of
redundancy.
As you know, LGBCE is undergoing changes to the senior management team. The
Commission has decided that my successor as Chief Executive should be full time, not
part time, and that part of his responsibilities will be to take on work currently
undertaken by you as Director of Reviews. Consequently, your role is no longer
required within LGBCE. There are no alternative opportunities open to you (you
confirmed you did not wish to be put forward for the full time Chief Executive role). I am
writing to confirm that your employment will be terminated by reason of redundancy.
LGBCE is therefore serving 3 months’ notice to terminate your employment, in
accordance with your contract of employment. Your employment will terminate by
reason of redundancy on 31 October 2014. You will receive your pay and benefits up to
that date in the normal way.
As you are already aware, LGBCE has asked you to sign a settlement agreement. We
have already provided you with the settlement agreement which details the payments
that will be made to you following the termination of your employment. These payments
are:
Layden House, 76-86 Turnmill Street, London, EC1M 5LG
Telephone 020 7664 8534

1.
2.

Payment in lieu of any accrued but unused holiday entitlement. This payment will
be subject to income tax and National Insurance contributions in the usual way.
A compensation payment for redundancy in accordance with the rules of the
Principal Civil Service Pension Scheme, to which you belong. This will be
, which includes the sum which would be payable as statutory
redundancy pay. It is our understanding that under current tax rules the first
£30,000 of this payment will be free of income tax and National Insurance
contributions.

These payments will be conditional on you entering into the settlement agreement in a
form that is acceptable to us confirming that you have no further claims against
LGBCE.
Please submit your final expenses claim by 31 October 2014 and return all LGBCE
property (including any documents) to Sarah Vallotton on that date.
Information about your rights under the LGBCE’s pension scheme can be obtained
from the Civil Service Pensions website at http://www.civilservice.gov.uk/pensions or
through the MyCSP Pension Service Centre in Newcastle. Telephone: 0845 606 2604;
Email: contactcentren@mycsp.co.uk or contactcentren@mycsp.gse.gov.uk
You have the right to appeal against the Commission’s decision to make you
redundant. Please submit any appeal to me in writing, with a copy to Sarah Vallotton,
by 15 August 2014, specifying the grounds on which you are appealing.
Yours
Alan
Alan Cogbill
Chief Executive

On behalf of Local Government Boundary Commission for England

Layden House, 76-86 Turnmill Street, London, EC1M 5LG
Telephone 020 7664 8534

LOCAL GOVERNMENT BOUNDARY COMMISSION FOR ENGLAND (LGBCE)
Note on redundancy of Director of Reviews, consequent on re-organisation of
senior posts
Issue
We understand from Cabinet Office advice in an earlier group redundancy that
Cabinet Office approval is not required for redundancies in LGBCE, as it would be
for redundancies in a Government Department or associated body. LGBCE staff are
not civil servants, and the body is subject to a special regime of accountability to the
Speaker’s Committee of the House of Commons. This displaces central department
approval. The same is true of the various controls applied by the Treasury. Control
of the LGBCE rests with the Speaker’s Committee.
It may nevertheless be helpful in informing MyCSP of our intentions for a senior
redundancy to set out the background, and the considerations which would have
been put forward in a business case, were one required.
There will be a compulsory redundancy, of a person who is , who would be
entitled to retire now on a full civil service pension under the Principal Civil Service
Pension Scheme (PCSPS). He is being required to go now, when he could not be
required to retire on age grounds, because of redundancy resulting from structural
reorganisation. Accordingly he will be entitled to a compensation payment under the
PCSPS which the LGBCE expects to bear.
Background
LGBCE is a small, non-ministerial public body established from 1 April 2010 under
the Local Democracy, Economic Development and Construction Act 2009. It exists
to review and determine the electoral arrangements of English local authorities.
Before 2010 this was done by the Electoral Commission and various precursor
bodies.
LGBCE is wholly independent of Government, accountable to the Speaker’s
Committee of the House of Commons, in the same way as the Electoral Commission
and the Independent Parliamentary Standards Authority. The National Audit Office
is somewhat similar.
The Commission consists of 5-12 (currently 7) Commissioners. The Commission
must appoint a Chief Executive, whom the Speaker’s Committee will normally
appoint to be Accounting Officer. The Commission may also appoint other staff.
The Commission determines pay and conditions of staff, having regard to the
desirability of keeping broadly in line with the civil service.
LGBCE currently has 22 staff. By the Act, staff are not civil servants, but they have
access to the PCSPS.

Senior management roles
Currently LGBCE has a part time (3 day a week) Chief Executive, who is in receipt of
a civil service pension from his previous employment and has stakeholder pension
arrangements here; a full time Director of Reviews, who used to be a civil servant,
became an employee of the Electoral Commission from April
– remaining
within the PCSPS – and transferred to LGBCE in 2010, still within the PCSPS. He
has over
years’ qualifying service under the PCSPS, and is . LGBCE has a
part time (2.5 days a week) Finance Director, who is a member of the PCSPS
. It has four other managers.
Drivers for change
The present Chief Executive will step down at the end of 2014. Commissioners
considered what senior managerial configuration would best fit future business
needs. They decided that the next Chief Executive should be full time, responsible
for the full span of the Commission’s work, as its most senior adviser on electoral
reviews and operational manager of the review programme as well as assuming the
more corporate duties which have been the present Chief Executive’s focus. The
new CEx role will subsume the current post of Director of Reviews. Greater
responsibility will devolve on the managers who manage the review teams which
generate advice to the Commission.
When LGBCE was set up in April 2010, functions and staff transferred to it from the
Electoral Commission. The Director of Reviews had enormously long experience of
conducting electoral reviews, in the Electoral Commission and precursor bodies. It
was sensible that the new LGBCE should continue to lean heavily on him for his
expertise and experience in electoral reviews, which are a specialised activity, with a
backdrop of law and practice developed over a long period.
Accordingly, the interim Chief Executive appointed to lead LGBCE in its set-up and
to run it as a freestanding Commission was appointed on a part-time basis, reflecting
that he would not be the Commission’s most senior adviser on technical aspects of
electoral review, but could rely on the Director. The Chief Executive could focus on
more general corporate matters, including strategy and performance.
This arrangement of part time Chief Executive and full time Director of Reviews has
served the LGBCE well enough during its early years, but is not sustainable or
satisfactory longer term. The Director of Reviews is , and could opt to retire at any
time. His
could oblige him to do so. LGBCE would then face
sudden loss of experience and expertise. While he remains in post, the organisation
remains too dependent on a single person for business critical functions.
The appointment of a new Chief Executive on a full time basis, who will assume the
Director of Review’s responsibilities as the Commission’s most senior adviser on and

manager of electoral reviews, will allow the risks of the present arrangement to be
managed, and the organisation to develop.
The Commission has appointed, from 1 July 2014, a Chief Executive Designate, on
a full time basis, to succeed the Chief Executive from the end of 2014. The Chief
Executive Designate will work with the Director of Reviews for several months before
taking on the full responsibility. The Chief Executive Designate is working alongside
the Chief Executive on projects which will define LGBCE’s ways of working, and
capabilities, in 2015 and beyond. These include wholesale reconsideration of how
LGBCE conducts electoral reviews, prospectively reversing its dependence on local
authorities to do the bulk of the initial work; and a major project to relocate LGBCE
when its lease expires, and to re-configure contract arrangements under which it has
largely outsourced corporate and support services.
Commissioners believe it will be more satisfactory to have a Chief Executive who
takes direct hand in electoral reviews, as LGBCE moves to step up further its
productivity in delivering electoral reviews, and capacity to do so to meet prospective
new demands from 2016.
In addition to managing risk to acceptable level, and improving effectiveness,
LGBCE sees it as consonant with good practice to have fewer management tiers.
There will be financial savings too, although these are not the primary driver.
(LGBCE is set to reduce its operating budget by other means to keep within the
required Spending Review profile). The full year effect once the change is fully
implemented will be to reduce salary costs (at current level) by about £12k a year, to
£100k. This will be achieved while affording a Chief Executive salary of £100k a
year, against £80k a year (full time equivalent) now. This is beneficial because
executive salaries have increased since the present pay rate was set five years ago,
implying that a new Chief Executive with duties as at present would need to be paid
more, and in the expanded role LGBCE must attract a high calibre person to deliver
the changes needed to meet its future challenges.
The change is well supported on grounds of effectiveness, efficiency and economy.

Alan Cogbill
Chief Executive
Local Government Boundary Commission for England

21 July 2014

