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REFERENCE NUMBER: IM80101I         

REQUEST UNDER THE FREEDOM OF INFORMATION ACT 2015 (“the Act”) 

Thank you for your request dated 05 March 2017.   

Your request 

You asked for:  

“A copy of the Benhams Report 2014” 

On 06 March 2017 this request was clarified in the following terms: 
 

“it should read Bemans Report 2014. The Report addressed staffing levels etc.” 
 

Response to your request  

We are pleased to enclose a copy of the Beamans Report 2014 “Modernising Ministerial 
Government: Review of Senior Management Structures” in response to your request. 

 Your right to request a review 

If you are unhappy with this response to your Freedom of Information request, you may ask us to 
carry out an internal review of the response, by completing a complaint form and submitting it 
electronically or by delivery/post to the FOI Co-ordinator, Cabinet Office, Government Office, 
Douglas, Isle of Man, IM1 3PN.  An electronic version of our complaint form can be found by going 
to our website https://www.gov.im/about-the-government/freedom-of-information/freedom-of-
information-review-request-january-1-2017/ , a paper copy can be requested by contacting the 
Cabinet Office direct.   

Your review request should explain why you are dissatisfied with this response, and should be made 
as soon as practicable.  We will respond as soon as the review has been concluded.   

If you are not satisfied with the result of the review, you then have the right to apply for a review 
of decisions by the Information Commissioner, for a decision on; 

 
 
 
 
 
 
Government Office 
DOUGLAS 
Isle of Man 
IM1 3PN 
Tel:    (+44) 01624 686244 
Fax:   (+44) 01624 685710 
Website www.gov.im/co  
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1) Whether we have responded to your request for information in accordance with Part 2 of 
the Act; or 

2) Whether we are justified in refusing to give you the information requested.   

In response to an application for review, the Information Commissioner may, at any time, attempt 
to resolve a matter by negotiation, conciliation, mediation or another form of alternative dispute 
resolution and will have regard to any outcome of this in making any subsequent decision.      

More detailed information on your rights to review is on the Information Commissioner’s website at: 
https://www.inforights.im/ 

Should you have any queries concerning this letter, please do not hesitate to contact me. 

Further information about Freedom of Information requests can be found at: www.gov.im/foi. 



Modernising Ministerial Government: 
Review of Senior Management Structures

Final   
February 2014



1. Introduction

Introduction
• This brief report details the outcome of work undertaken to support the implementation of 

the Modernising Ministerial Government initiative and specifically work to review the 
senior management structures for each of the following departments:

– Cabinet Office

– Department of Health & Social Care 

– Manx Utilities Authority

• Additionally, we also report on senior roles in the Department of Community, Culture & 
Leisure which are also affected by functional changes arising from the Modernising 
Ministerial Government initiative.
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1. Introduction

• The report is split into 4 parts corresponding to each of the 4 organisations subject to 
review:

Pages
Part 1: Cabinet Office 14 – 23

Part 2: Department of Health & Social Care 24 – 29

Part 3: Manx Utilities Authority 30 – 33

Part 4: Department of Community, Culture & Leisure 34 – 36

Annex A: Reconciliation charts highlighting changes

to staffing dispositions  37 – 42
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1. Introduction – Context & Approach

Context
• The context for this review is set out in the Council of Ministers’ December 2013 report on 

Modernising Ministerial Government which outlines the case for smaller, simpler and 
stronger Government together with a number of specific proposals for structural change.

• The aim of this review was to consider the implications for the senior management 
structures for each of the new organisations scheduled to come into effect from 1 April 2014.

Approach
• The review was undertaken in collaboration with the Office of Human Resources (OHR) and 

the Chief Executives and senior staff of each of the 4 organisations impacted by the 
structural changes.  The aim here was to supplement our desk-top organisational analysis 
with Executive Workshops aimed at designing and developing a senior management 
framework which would enable each organisation to effectively function from April 2014.

• However, in designing and developing each individual structure it is important to remember 
that they also represent part of the journey.  In this regard, we would expect to see these 
structures evolve as part of the wider journey of making Government smaller, simpler and 
stronger.  Moreover, as part of that journey we would also expect to see consequential 
reductions in staff resource requirements at HEO level and below as a result of the wider 
application of the management and organisational principles which underpin this review.       
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1. Introduction – Fixed Points & Principles

Fixed Points
• The starting point for any review of organisation and staffing must be a clear view of what 

the review process is seeking to achieve.  From our perspective, the main import from the 
Council of Minister’s report on Modernising Ministerial Government is:

– to provide a stronger foundation for corporate policy making and strategic long term 
planning;

– to improve corporate working;

– to provide a more cohesive inter-departmental approach to service delivery;

– to provide better co-ordination of departmental work programmes particularly in 
relation to the reform agenda;

– to provide better central control and direction of the work of Government. 

• Alongside these fixed points we have also tried to apply three non-controversial 
management and organisational principles:

– start by defining the jobs that are needed rather than the grades;

– management levels should not be confused with grade levels;

– there should be no more management levels than those required by the needs of 
the organisation.
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1. Introduction – Fixed Points & Principles

• In applying these principles we also considered the following questions:

– Does it flatten the hierarchy?

– Does it extend/reduce spans of control to appropriate levels?

– Is it affordable?
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1. Introduction – Level Descriptors

Level Descriptors 
• To ensure consistency across each organisation and in particular, to ensure initial 

grading judgements on the level of input and co-ordination required for each key role in 
the new structure(s) we developed a set of level descriptors.  These level descriptors 
which are shown on pages 9 –13 set out in summarised form the broad job challenge of 
roles at each of the following grades:

– Corporate Leadership Group JESP 14 – 18

– Corporate Leadership Group JESP   9 – 13 

– Corporate Leadership Group JESP    5  - 8 

– Grade 7    

– SEO

• In considering these level descriptors it is important to remember that they do not change 
any of the existing grading relativities between these 5 grade levels; they are merely an 
articulation of the job challenge of roles operating at each of these levels.  In essence, 
they are an aide-memoire to support initial grading judgements for each senior level role 
in the new structure(s).    
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1. Introduction – Level Descriptors

Job Titles
• Again, in order to ensure consistency we have titled roles in each of the five grade levels 

noted overleaf (and described on pages 9 - 13) as follows
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Grade Level Role Title
Corporate Leadership Group JESP 14 – 18 • Chief Executive

• Chief Operating Officer

Corporate Leadership Group JESP   9 – 13 • Chief Executive
• Executive Director
• Managing Director

Corporate Leadership Group JESP   5 – 8 • Director of  

Grade 7 • Head of

SEO • Manager of



1. Introduction – Financial & Resource Implications 

Finance & Resource Implications - Summary
• Finally, we should add that the review has not sought to deliver a pre-determined reduction in staff 

numbers or costs – nor have we attempted to do so.  However, taken together we estimate that 
there will be savings both in terms of head-count – the number of posts at SEO to Chief Executive 
(JESP 14 -18) level – and salary costs.  

• A summary of these savings is outlined in Table 1 below.
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Department Grades SEO to Chief Executive Net Change 
+/ -

Estimated Savings
(Salary Costs)

Existing Proposed

Cabinet Office 38.2 35.2 - 3 £175k

DHSC 24 21 - 3 £205k

MUA 24 19 - 5 £285k

DCCL 5 3 - 2 £145k

TOTAL 91.2 78.2 - 13 £810k

Table 1: Changes to Staffing Dispositions and Estimated Savings at Senior Management Level  



1. Introduction – Level Descriptors

Corporate Leadership Group (JESP range 14 – 18) 

Overview of Roles at this Grade Level: Chief Executives  
• This level is reserved solely for Chief Executives of the largest departments or exceptionally, Chief Operating 

Officers responsible for leading, managing and co-ordinating significant operational areas of Government wide 
service provision.  Roles at this level will ultimately be accountable for a major department with associated 
responsibility for determining departmental objectives and priorities including new long-term strategic programmes. 
These roles will deal mainly with issues which are likely to present significant challenges in terms of Government 
strategic and departmental priorities. There is also a high demand to establish, build and maintain relationships and 
partnerships with key stakeholders who are of strategic importance to the department or Isle of Man Government.  
Contacts will normally be at the highest levels in UK Government, business, industry including governmental and 
non-governmental organisations world-wide.  Interactions at this level will be linked to a strong requirement to 
influence, persuade and negotiate on issues which may be sensitive or have a major political dimension. 

Key differences from CLG Chief Executive & Executive Director roles (JESP 9 - 13)
• Far greater breadth of responsibility and greater job challenge in policy and/or operational terms than roles in the 

level below.  In terms of Isle of Man Government the widest possible canvas i.e. the biggest departments.
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1. Introduction – Level Descriptors

Corporate Leadership Group: (JESP Range 9 - 13)

Overview of Roles at this Grade Level: Chief Executives, Managing Directors & Executive Directors
• In job weight terms roles at this level represent the most significant leadership and management roles in 

the civil service.   It will include Chief Executives, Managing Directors and Executive Directors who have 
end-to-end accountability for the largest operating areas.  In short, these are high profile visible 
leadership roles with responsibility for managing and co-ordinating the largest areas of government work 
activity.  These roles will focus on high profile, very sensitive, complex and innovative issues which 
impact on key areas of policy, operations or service delivery.  They will normally have significant 
representational and external facing responsibilities on behalf of Isle of Man Government.   Roles at this 
level require a comprehensive depth and breadth of both specialist knowledge and management 
acumen in order to develop future strategy for Isle of Man Government.  

Key differences from CLG Director roles (JESP 5 - 8)
• Outside of some Chief Executive roles these are the largest roles in the Isle of Man Civil Service in 

terms of the breadth and criticality of their job responsibilities.   In real terms the key differentiators lie in 
the scale, scope or diversity of the management challenge, the size of the activity managed, its direct 
impact on service delivery and its government wide significance. Chief Executive, Managing Director 
and Executive Director roles at this level will typically be concerned with much wider and more complex 
spans of control which are diverse and which may themselves be headed by a Director. 
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1. Introduction – Level Descriptors 

Corporate Leadership Group: (JESP Range 5 - 8)

Overview of Roles at this Grade Level: Directors
• Roles at this level incorporate large scale management and operational roles as well as highly specialised or 

complex policy or professional roles.   They are often responsible for establishing and implementing appropriate 
ways of working and leading major change initiatives.    Many of the issues and problems dealt with at this level will 
be interdependent with issues which are the responsibility of other parts of Government.  Problem solving will 
typically involve issues which are ill-defined, without precedent or where the outcomes or potential courses of action 
are relatively unclear.  They will have the authority to act independently; departing from established patterns as 
deemed fit. They will therefore require significant levels of judgement in identifying appropriate options and 
approaches.  Roles at this level will also require comprehensive management and representational skills.  Of 
particular importance here is the ability to empower and deliver results through others and negotiate effectively at 
senior levels both inside and outside Government.  In this latter respect, acting as a high level representative of the 
work area will be a prominent feature of many roles.     

Key Differences from Roles at Grade 7 level
• Key differences between these roles and roles at Grade 7 level are the focus and scale of accountability.  Director 

roles will typically manage and co-ordinate areas of work which are high-profile or where the job challenges in terms 
of complexity and the risks to be managed are larger.  The size of the managed area of operations and the 
requirement to actively direct and co-ordinate people to deliver required outcomes will also be greater.   In short, 
roles at this level will typically have a greater degree of risk to manage with a greater downside to getting it wrong.  
There is also a higher requirement for roles at this level to see things in the round and think strategically. 
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1. Introduction – Level Descriptors

Grade 7

Overview of Roles at this Grade Level: Grade 7
• Roles at this level incorporate those who manage significant functional areas of activity, as well as those who 

manage cross-cutting programmes. It also includes those role-holders who are responsible for managing highly 
specialised or complex policy, professional or operational work programmes that are important to the department. 

• These roles will typically be responsible for setting and evaluating overall standards of delivery for a broad area of 
provision, as well as sharing corporate responsibility for the achievement of business-plan objectives and the 
delivery of statutory objectives.  Role-holders will therefore be expected to think strategically in shaping plans and 
work programmes to support the achievement of operational objectives.

Key Differences from Roles at SEO level
• There are a number of significant differences in job demand between roles at Grade 7 and SEO level. Together with 

directors, roles at Grade 7 play a more significant role in the overall leadership and management of the department. 
They will also be responsible for a wider portfolio of activities with a greater requirement to apply more judgement 
and creativity to identify the best approach or solution to a particular issue or situation. There is also more emphasis 
on developing new approaches, taking into account the needs of other parts of Government and external 
stakeholders. In this latter respect, there is a more marked requirement to support directors, departmental Members 
and Ministers (and Board members) in resolving policy, operational or politically sensitive issues and to engage with, 
and take the lead in, negotiations on behalf of the department. 
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1. Introduction – Level Descriptors

SEO 
Overview or Roles at this Grade level: SEO
• In general terms roles at this level are characterised by a leadership dimension either in terms of responsibility for 

managing and co-ordinating the larger areas of departmental activity, or in the case of professional, specialist or technical 
roles, being the acknowledged expert or leader in a particular field of operations.  

• In areas concerned with aspects of management, administration or policy, work will be characterised by the need to 
consider fresh policy options, resolve complex casework, or accommodate novel or unforeseen problems which may 
involve departing from established patterns of operation.   Work in these areas will also involve making interpretative 
decisions or supporting more senior staff including the Chief Executive and/or departmental Member or Minister in making 
such decisions. 

• In professional, specialist or technical areas work will be characterised by the need to provide authoritative advice and 
guidance to others both at higher or lower levels within Government and more often than not, to others outside 
Government.  Work in these areas will also involve resolving the more complex and difficult problems arising from the 
day-to-day management of professional, technical or specialist processes.   

• Common to all role types is the need to interact on issues which are the responsibility of other parts of Government or of 
external bodies and organisations – national or international – or of a combination of these.  This interaction which may 
be undertaken individually or in support of more senior staff, will typically require role holders to consult and co-ordinate in
order to achieve mutually acceptable solutions.

Key Differences from Roles at HEO level
• In short, roles at this level will typically head areas of policy, operation, function or specialism which require more evident 

leadership and management skills or a wider and more detailed application of specialist, professional or technical 
expertise.
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Part 1: The Cabinet Office

Introduction
• The new Cabinet Office will comprise 

– The Chief Secretary’s Office

– Office of Human Resources 

– Information Systems Division (an expanded unit to be re-named Government 
Technology Services)

– Economic Affairs
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Part 1: The Cabinet Office

Cabinet Office – Areas of Functional Responsibility
• In broad organisational terms the new Cabinet Office will be responsible for the following 

functional areas (categories) of activity:

– Policy & Strategy: corporate policy making and strategic long term planning 
(across all functional areas of government) and high level priorities on legislation.

– Operational Delivery: GTS (formerly ISD), OHR, passports, immigration, 
regeneration. 

– External Relations: constitutional and crown affairs.

– Civil Service Corporate Management: performance, delivery, management of 
Chief Officers (COG) and wider civil service wide leadership and governance.

– Reform: scope of government together with the co-ordination and delivery of the 
change agenda across Government.

– Corporate Services: support for CoMin and Chief Minister, communications, office 
support etc.
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Part 1: The Cabinet Office

• One important point to note is that many of these functional areas of activity cross existing 
organisational and functional boundaries or do not fit neatly into one or other category.  For 
example, work undertaken by OHR and ISD have strong policy and strategic components e.g. long-
term information systems strategy, long-term organisational development and HR strategy, as well 
as strong operational or service delivery components e.g. support and maintenance of IT systems, 
HR operations - recruitment, grievance, performance etc.

What needs to Change?
• The organisational and management rationale for the new Cabinet Office senior management 

structure which is shown on page 17 overleaf centred on the following key themes:

– the need for improved policy making capability linked to better strategic long-term planning;

– the need to provide better support for the Chief Secretary in management and operational 
terms particularly in relation to wider civil service leadership and governance;  

– the need for improved management, co-ordination and oversight of departmental  performance 
and delivery;

– the need for clear visibility of progress in delivering the Agenda for Change and better co-
ordination of departmental work programmes particular in relation to the reform agenda;

– to provide better central control and direction of the work of Government. 
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Part 1: The Cabinet Office

Chief Operating 
Officer

JESP 14 - 18

Exec Director 
Human         

Resources

JESP 9 - 13

Director 
Government 
Technology 

Services

JESP 5 - 8

Director                 
Business Change & 

Reform

JESP 5 - 8

Exec Director  
External  Relations

JESP 9 - 13

Corporate

Leadership

7 x Dept CEOs 

(COG) 

Chief Secretary

JESP 20

Exec Director  
Policy & Strategy

JESP 9 - 13
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Cabinet Office – Proposed New Senior Management Structure

Executive 

Office

Chief Minister

Minister of 
Policy & 
Reform

NB: See pages 18 – 20 for more detailed organisation charts illustrating posts at Grade 7 & SEO level



Part 1: The Cabinet Office

Exec Director 

HR

JESP 9 - 13

Director HR 
Management

JESP 5 - 8

HR Business 
Partners x 5 

SEO

Head of 
Occupational Health 

Services

Medical Consultant

Director Workforce 
Reform

JESP 5 – 8

Industrial Relations 
& Policy Manager

SEO

Head of LODD

Grade 7

Principal Health & 
Safety Adviser 

SEO

Director Government 
Technology Services

JESP 5 - 8

Head of 

Enablement

Grade 7

Application Design & 
Delivery Manager

SEO

Business Change

Manager

SEO

Service Delivery Manager 

SEO

Infrastructure Design & 
Delivery Manager

SEO

Service Support 

Manager

SEO
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Part 1: The Cabinet Office

Executive Director

External Relations

JESP 9 - 13

Senior Executive Relations 
Managers x 2

SEO

Senior Passports, 
Immigration & 

Nationality Manager

SEO

Private Secretary to the 
Governor

SEO

Head of Brussels Office

Grade 7

Executive Director

Policy

JESP 9 - 13

Head of Environment & 
Infrastructure Policy

Grade 7

Regeneration Manager 
x 1.6

SEO

Head of Social Policy

Grade 7

Head of Economic 
Policy

Grade 7

Senior Economic 
Research Manager

SEO
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Part 1: The Cabinet Office

Chief Secretary 

JESP 20

Executive Office Manager / 

Secretary to CoMin

SEO

Communications Manager

SEO

Head of Personal  
Development (0.6 FTE)

Grade 7

20
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Part 1: The Cabinet Office

Organising to Deliver
• The organisational and management rationale for the new Cabinet Office senior 

management structure which is shown on page 17, aims to provide a more coherent 
approach to the management and co-ordination of each core area of functional activity.

• The new structure should help:

– improve policy making capability particularly in relation to developing and creating 
cross-cutting policy solutions;

– ensure departmental policy developments are joined-up, consistent and linked into 
the central ‘policy-hub’  

– establish a clear focus for policy and strategic developments with a clearer focus on 
CoMin priorities;

– build capability particularly in relation to delivering strategic change against the 
agreed Governmental long-term policies;

– sharpen accountability for departmental performance and delivery; 

– improve leadership & governance for the civil service; 

– improve effective delivery and support for cross-cutting Government programmes;

– deliver more efficient and effective delivery of core services around human 
resources, technology services and business change activities through  
consolidation and better management and co-ordination from the centre of 
Government.
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Part 1: The Cabinet Office

Staff Resource Implications
• Table 2 overleaf highlights changes to staffing dispositions and estimated savings arising 

as a result of the proposed restructuring.  A more detailing table highlighting current and 
proposed posts together with posts which are no longer required is shown at Annex A
(page 37 & 38). 
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Part 1: The Cabinet Office
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Role Grade Level Existing Proposed Change 
+/ -

Proposed Savings

Chief 
Executive

CLG JESP 14 – 18 1 1 -

Managing or 
Executive 
Director

CLG JESP 9 – 13 3 3 -

Director CLG JESP 5 – 8 5 4 -1 £75k

Head of Grade 7 6.6 6.6 -

Manager SEO 22.6 19.6 -3 £100k

TOTAL 38.2 35.2 -3 £175k

Table 2: Cabinet Office Changes to Staffing Dispositions and Estimated Savings at Senior Management Level 



Part 2: Dept. of Health & Social Care 

Introduction
• The new Department of Health & Social Care (DHSC) will comprise most elements of 

activity currently managed by the Department of Health (DH) and Department of Social 
Care (DSC).  The aim of the merger is to ensure that the health and social care system 
continues to evolve in order to deliver services which respond to the changing health and 
social care needs of the Island’s population.  

What needs to change?
• The organisational and management rationale for the new DHSC senior management 

structure which is shown on page 25 overleaf centred on the following key themes:

– the need for better integration and co-ordination of health and social care service 
provision;

– the need for better joined-up planning (strategic & operational) of health and social 
care services;

– the need for clearer lines of responsibility and accountability between the 
department and service providers;

– the need for the department to improve its approaches to strategic planning and the 
commissioning of services;

– the challenge of providing better care for patients, reduce demand at the hospital 
and flatten or reduce elements of the demand curve across health and social care 
by improved integration particularly around the interface between the hospital, 
primary care and community services.
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Part 2: Dept. of Health & Social Care
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Chief Executive 

JESP 14 - 18

Managing Director

Community Services

JESP 9-13

Director of Mental 
Health Services

JESP 5 - 8

Director Children & 
Families

JESP 5 - 8

Director  Adult 
Services 

JESP 5 - 8

Director of Primary 
Care Services 

JESP 5 - 8

Director of Housing 

JESP 5 - 8

Managing Director

Acute Services

(Noble’s Hospital) 
JESP 9 - 13

Medical Director

(Vacant) 

Medical Consultant

Director of Nursing 
(Chief Nurse)

MPTC

Operations         
Director

JESP 5 - 8

Head of Performance 
& Improvement 

Grade 7

Director

Executive Office 

JESP 5 -8

Head  of 
Commissioning & 

Performance

Grade 7

Head of Policy & 
Legislation

Grade 7

Estates Manager

SEO

Finance Manager

SEO

Business Planning & 
Governance Manager

SEO

Director of  

Public Heath

Medical Consultant

DHSC – Proposed New Senior Management Structure

Hospital Management 
Accountant

Grade 7

Commissioning 
Manager

(Acute)

Commissioning 
Manager

Community

Audit & Performance

Manager

Registrations & 
Inspections Manager

SEO

SEO

SEO

SEO



Part 2: Dept. of Health & Social Care 

Organising to Deliver
• The organisational and management rationale for the new DHSC senior management 

structure which is shown on page 25 aims to provide a more coherent approach to the 
management and co-ordination of service provision and most importantly, provides a 
better focus for the department in terms of:

– Leadership – providing direction, helping CoMin set priorities and ensuring that the 
system works well together and services are aligning for the common good.

– Shaping – working with the Cabinet Office to create national policies and 
legislation, providing the long-term vision and ambition to meet current and future 
challenges, and keeping the underpinning policy and legal framework updated.

– Commissioning – providing funding and assuring the delivery and continuity of 
services and accounting to Tynwald for the effectiveness of those services 
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Part 2: Dept. of Health & Social Care 

• The new structure should help provide:

– a better platform for modernising the health and social care system;

– better integration and a more joined-up approach to the commissioning of service 
provision;

– a clearer focus for long-term strategic planning, policy development and evidence-
based service planning;

– a more cohesive organisation able to deliver better services; 

– a clearer role for the department – less about managing direct delivery and more 
about leading, shaping and commissioning services;

– a clearer governance framework;

– more support to create and update the policy and legislative framework within which 
the health and care system operates.
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Part 2: Dept. of Health & Social Care 

Staff Resource Implications
• Table 3 overleaf highlights changes to staffing dispositions and estimated savings arising 

as a result of the proposed restructuring.  A more detailing table highlighting current and 
proposed posts together with posts which are no longer required is shown at Annex A 
(page 39 & 40).  
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Part 2: Dept. of Health & Social Care
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Role Grade Level Existing Proposed Change 
+/ -

Estimated 
Savings/ 
(Costs)

NOTES

Chief 
Executive

CLG JESP 
14 – 18

1 1 -

Managing or 
Executive 
Director

CLG JESP 
9 – 13

3 2 -1 £95k

Director CLG JESP 
5 – 8

9 7 -2 £150k

Head of Grade 7 2 4 +2 (£140k) NB: To provide more 
resilience in the Noble’s 
Hospital Management 
Structure

Manager SEO 9 7 -2 £100k

TOTALS 24 21 -3 £205k

Table 3: DHSC Changes to Staffing Dispositions & Estimated Savings at Senior Management Level  



Part 3: Manx Utilities Authority

Introduction
• The creation of the Manx Utilities Authority (MUA) brings together the work of the Manx 

Electricity Authority (MEA) and the Isle of Man Water & Sewerage Authority (WASA).  
Unlike other departmental mergers this is a merger of two former Statutory Boards each 
with their own separate terms and conditions.  No decisions have yet been taken as to 
whether the MUA will assimilate staff to any of the existing terms and conditions 
analogues or develop an alternative analogue.           
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Part 3: Manx Utilities Authority

Proposed Organisational & Management Changes
• The Project Team tasked with managing and co-ordinating merger activity have 

developed a new organisational and management structure which, subject to Board 
approval, the MUA aim to have in place by the end of October 2014.

• The new structure which is shown on page 32 overleaf aims to:

– facilitate a carefully managed transition.  The aim here being to develop the 
management structure incrementally to facilitate knowledge transfer particularly in 
relation to water and sewerage where the continued input of existing senior staff 
remains pivotal to service delivery;

– maintain business continuity and customer service ensuring that changes are made 
incrementally to avoid jeopardising service delivery;

– help minimise the negative effect of the change management process in the short-
term and provide a better platform to support long-term post merger integration and 
re-structuring plans.
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Part 3: Manx Utilities Authority

32

Chief Executive

Personal Contract

Director of Network 
Services 

Network Manager

Asset Manager

Head of Projects

Grade 7

Water & Sewerage

Project Manager

SEO/D600

Head of Water

Grade 7

Water  Production 
Manager

SEO/D600

Head of Sewerage

Grade 7

Director of Finance & 
Corporate Services

Strategy & Business 
Manager

Risk & Compliance 
Manager 

(Company Secretary

HR Manager

IT Manager

Head of Generation

Gas Systems 
Manager

Plant Engineer

Generation & Ops 
Manager

Personal Contract

Personal Contract

Personal Contract Personal Contract Personal Contract

Personal Contract

Personal Contract

Personal Contract

Personal Contract

Personal Contract

Personal Contract

Personal Contract

MUA – Proposed New Senior Management Structure by end of October 2014 (and subject to MUA Board approval)

Water Manager 
Distribution

SEO/D600



Part 3: Manx Utilities Authority

Staff Resource Implications
• Table 4 below highlights changes to staffing dispositions and estimated savings arising as a result of 

the proposed re-structuring.  A more detailing table highlighting current and proposed posts together 
with posts which are no longer required is shown at Annex A (page 41).  

33

Role Grade Level
(Including MEA 
Equivalents)

Existing Proposed Change 
+/ -

Estimated 
Savings/ (Costs)

Chief Executive CLG JESP 14-18 0 0 -

Managing or Executive 
Director

CLG JESP 9 -13 2 1 -1 £95k

Director CLG JESP 5 – 8 3 2 -1 £75k

Head of Grade 7 3 6 +3 (£210k)

Manager SEO 16 10 - 6 £325k

TOTAL 24 19 - 5 £285k

Table 4: MUA Changes to Staffing Dispositions and Estimated Savings at Senior Management Level (by end of Oct 2014) 



Part 4: DCCL

Introduction
• This section considers the organisational and management implications for those 

departments due to absorb functional areas of activity managed and co-ordinated by the  
Department of Community, Culture & Leisure (DCCL)

Department of Infrastructure (DoI) 
• The DoI will take over responsibility for the oversight of Isle of Man Transport.  It is not 

anticipated that this change will trigger any immediate consequential changes to the 
Department’s senior management structure.  However, decisions in relation to the 
corporatisation of Isle of Man Transport which are due later this year, are likely to trigger 
management and organisational changes.  

• In this regard, a decision to corporatise is likely to require the Department to create a role 
to develop and manage the contract (Contract/Commissioning Manager role –
indicatively a Grade 7 level role); whilst a decision to maintain the service as a public 
sector entity will require the Department to re-think how it is integrated, managed and co-
ordinated within the departmental senior management framework.  In this latter respect, 
the Chief Executive’s direct span of control may be too unwieldy to sustain in the longer-
term and therefore need to be reviewed.
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Department of Education and Children
• The Department of Education & Children will take over functional responsibility for work in 

relation to sports and arts.  The integration of these functional areas of activity will not 
trigger any significant changes to the Department’s senior management structure.  
Functions will be integrated into the existing management structure with some minor  
adjustments to the remit and responsibilities of individual posts but no additional posts 
will be required to facilitate these changes at this time.  

Department of Economic Development
• We have not been made aware by the Department of any consequential changes that 

may be required to the department’s senior management structure as a result of having 
to absorb areas of functional activity previously managed and co-ordinated by DCCL. 
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Summary: Staff Resource Implications
• Table 5 below highlights changes to staffing dispositions arising as a result of the abolition of 

DCCL.  A more detailing table highlighting retained posts together with posts  no longer required is 
shown at Annex A (page 42). 
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Role Grade Level Existing Proposed Change +/ - Estimated Savings

Chief Executive CLG JESP 14-18 0 0 -

Chief Executive, 
Managing or 
Executive Director

CLG JESP 9 -13 1 0 -1 £95k

Director CLG JESP 5 – 8 1 1 1

Head of Grade 7 0 0 0

Manager SEO 3 2 -1 £50k

TOTAL 5 3 -2 £145k

Table 5: Changes to Staffing Dispositions and Estimated Savings at Senior Management Level as a Result of 
the Abolition of DCCL



Annex A – Cabinet Office
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Grade 
Level 

CSO ISD OHR EAD Other Current 
Total

Current Posts Future
Total

+/- Proposed posts

14-18 1 0 0 0 0 1 Chief Officer, Scope of Government* 1 - Chief Operating Officer

9-13 1 0 1 1 0 3 Director of External Relations
Chief Officer OHR
Economic Adviser

3 - Exec Director External Relations 
Exec Director HR
Exec Director Policy

5-8 1 1 2 0 1 5 Director of Performance & Delivery
Director, ISD
HR Director
Director of Corporate Services OHR
Head of MIT DH

4 -1
Director Government Technology
Director HR Management
Director Workforce Reform

Director Business Change and Reform

OS7 2 2 1.6 0 1 6.6 Programme Director CSO*
Director of Brussels Office CSO
Chief Technical Officer ISD
Head of Enablement ISD
Head of Personal Development (0.6)

Head of LODD OHR
Head of Education & Training DH

6.6 -
Director of Brussels Office

Head of Enablement
Head of Personal Development (0.6)

Head of Learning and Development
Head of Economic Policy
Head of Social Policy
Head of E&I Policy

See overleaf for footnotes
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Grade 
Level 

CSO ISD OHR EAD Other Current 
Total

Current Posts Future
Total

+/- Proposed posts

SEO 8.6 3 8 1 2 22.6 Head of Policy & Research CSO
Regeneration Manager (1.6) CSO
Head of COMIN Admin CSO
Private Sec to Lt Governor CSO
Senior Ext Relations Officer (2.0) CSO
Senior P,I &N Officer CSO
Head of Communications CSO
Head of Service Support ISD
Head of Corporate Services ISD
Head of Application Delivery ISD
SEO IT Social Care
SEO Vacancy General Registry

Senior Research Officer EAD
HR Business Partners (6.0) OHR
Head of IR and Policy OHR
Principal H&S Adviser  OHR

20.6 -2
Regeneration Manager (1.6)
Sec to COMIN/Exec Office Manager
Private Sec to Lt Governor 
Senior Ext Relations Officer (2.0)
Senior P,I &N Officer 
Communications Manager
Service Support Manager

Application Design and Delivery Manager
Business Change Manager

Service Delivery Manager
Infrastructure Design & Delivery Manager
Senior Economic Research Officer 
HR Business Partners (5.0)
Industrial Relations and Policy Manager
Principal H&S Adviser  

Total 13.6 6 12.6 2 4 38.2 35.2 -3

Notes: The table includes posts transferring in to Cabinet Office as part of Shared Service Phase 2. 
*These posts are funded for 2014/15 and 2015/16 from Restructuring Funded. Approved by 
BCSG on 13/01/14. The JESP 14‐18 post does not formally exist within CLG
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Grade 
Level 

DH DSC Current 
Total

Current Posts Proposed
DHSC

+/- Proposed posts

14-18 1 0 1 Chief Executive  DH 1 -
Chief Executive DHSC

9-13 2 1 3 Deputy Chief Executive DH
Director Health Strategy & Performance DH
Chief Executive DSC

2 -1

Exec Director Community
Exec Director Hospital 

5-8 5 4 9 Director of Community Nursing DH (MPTC 8D)*
Director of Housing DSC
Director of Adult Services DSC (D804)
Director of C&F DSC  (D804)
Director of Mental Health DH (D713)

Director of Finance and Legislation DH
Hospital Manager DH
Director of Estates DH (analogous CS)
Director of Finance & Corp DSC

7 -2 Director of Primary Care (Community)
Director of Housing   (Community)
Director of Adult  (Community)
Director of C&F  (Community)
Director of Mental Health  (Community)

Director of Hospital Services  (Hospital) 
Director of Exec Office (Finance Director) 

OS7 1 1 2 Children’s Partnership Strategy Co-ordinator DSC (D713)

Business Change  DH (MPTC 8B)*
4 2

Head of Commissioning  (Exec Office)
Head of Policy  & Legislation  (Exec Office) 
Head of Performance & Improvement  (Hospital)
Management Accountant (Hospital)
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Grade 
Level 

DH DSC Current 
Total

Current Posts Proposed
DHSC

+/- Proposed posts

SEO 3 6 9 CEO’s Support Manager (DH)
Manager External Commissioned Service (DH) 
Tertiary Care Manager (DH)
Head of Corporate Services (DSC) 
Senior Business & Finance Analyst (DSC)
Manager Registrations and Inspections Unit (DSC) 
(D600)
Quality & Performance improvements Manager (DSC) 
Care & Contracts Manager (DSC) (D612) 
Partnership & Contracts Manager (DSC) (D612) 

7 -2

Commissioning Manager Acute
Commissioning Manager Community
Audit & Performance Manager
Registrations & Inspections Manager
Finance Manager
Business Planning & Governance Manager
Estates Manager 

Total 12 12 24 21 -3

Notes: *Not currently Civil Service Posts but will be Civil Service Posts in the new department
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Grade 
Level 

MEA WASA Current 
Total

Current Posts Proposed
MUA

+/- Proposed posts

Exec 
Director

1 1 2 Chief Executive MEA
Chief executive WASA

1 -1 Chief Executive MUA

Director 2 1 3 Finance Director MEA
Director of Network Services MEA
Director of Operations WASA

2 -1 Director of Finance & Corporate Services
Director of Electricity Network 

Head of 3 0 3 Generation Manager MEA
Gas Systems Manager MEA
Strategy & Bus Devt Manager MEA

6 +3 Generation Manager
Gas Systems Manager
Strategy & Bus Development Manager
Director of Water
Director of Sewerage
Director of Projects

Senior 
Manager

8 8 16 HR Manager MEA
Risk & Compliance Manager MEA
Company Sec/Commercial MEA
Operations Manager MEA
Plant Engineering Manager MEA
Network & Client Manager MEA
Asset Manager MEA
IT Manager MEA
Strategy & Tech Services Manager WASA
Sewerage Operations Manager WASA
Project Delivery Manager WASA
Water Services Manager WASA
M&E Manager WASA
Water Quality Manager WASA
Water Production Manager
Finance Services Manager WASA

10 -6 HR Manager 
Risk & Compliance Manager 

Operations Manager 
Plant Engineering Manager 
Network & Client Manager 
Asset Manager 
IT Manager 

Water & Sewerage Project Manager

Water Production Manager
Water Distribution Manager

Total 14 10 24 19 -5
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Grade 
Level 

DCCL Current Posts Retained +/- Proposed posts

Exec 
Director

1 Chief Executive 0 -1

Director 1 Director of Public Transport 1 - Director of Public Transport

Head of 0 Chief Operating Officer NB: LTA non-
resource funded. No revenue or head-
count saving

0 -

Senior 
Manager

4 Director of Corporate Services
Centre Manager NSC
Sports Development Manager
Manager, Villa Marina / Gaiety Theatre

3 -1
Centre Manager NSC
Sports Development Manager
Manager, Villa Marina / Gaiety Theatre

Total 6 4 -2
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