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Introduction

The development of a workforce plan is a require-
ment of the Western Australian Department of
Local Government Integrated Planning and Report-
ing Framework. The Workforce Plan sits alongside
Council’s Long-Term Financial Plan and Asset Man-
agement Plan in both informing and resourcing
activities determined in the Corporate Business
Plan.

Aim

The Workforce Plan aims to ensure the Shire of
Dowerin’s workforce has the capabilities and skills

to fulfil the required sustainable service delivery
now and in the future.

Objectives

Areas of skills shortage

. Ageing workforce

. Gaps between current and future workforce
. Areas of workforce change

. Strategies to address gaps and reduce risk

. A succession plan for critical roles

Key

Methodology

In February 2011 management attended an Inte-
grated Planning Framework and Guidelines infor-
mation workshop. The workshop provided an in-
troduction to the new framework and identified
the benefits and issues arising from the implemen-
tation of the relevant plans.

With the aim of providing all employees with the
opportunity to participate in and contribute to the
Workforce Planning process, employee opinion
surveys were sent out in late 2011 as result of the
Integrated Planning requirements.  The surveys
looked at Councils’ current workforce and their
views about their workplace, including the services
provided by the Shire of Dowerin and how they are
delivered.

In 2012 managers attended a further workshop on

workforce planning in which the principles and
purpose of developing a plan for Councils’ work-
force were highlighted. The workshop identified
the four key steps of the workforce planning proc-
ess and how the Workforce Plan will link with both
our Strategic Community Plan and Corporate Busi-
ness Plan.

Human resource data was collected from current
Council employees including updated personnel
information, relevant skills and employee qualifica-
tions. Historical workforce data was reviewed in
relation to present service demands and future
needs.

External data was also collected from various
sources including the Australian Bureau of Statis-
tics, West Australian Development Commission,
Wheatbelt Development Commission and Regional
Development Australia.

Implementation of the Workforce Plan will com-
mence following the endorsement of Council.




Our Work Environment

Workforce Profile

The Shire of Dowerin is a significant employer within the Local Government Area, cur-
rently employing 33 people including 3 casual and two contract staff. Gender distri-
bution is 57% male and 43% female.

Thirty three percent of Council’s existing workforce is over the age of 39, with 21%
being over 59 years. Female employment peaks between 30 and 40 years of age,
while male employment peaks slightly later, between 40 and 50 years of age. The
most significant impacts of an ageing workforce will be predominantly by those areas
with a high concentration of males, being the Works department.

Historical workforce data reveals that Council’s employee turnover has remained rela-
tively stable over the last twelve years. Council has maintained an average of 10.5%
turnover. Seven percent turnover is considered satisfactory and is indicative of cus-
tomary turnover attributed to relocation, retirement, death and performance man-
agement. Forty-five percent of Council’s existing workforce is female. Forty percent
of females are aged 30-39, with 33% being 40-49 years of age. With a relatively young
female demographic, the provision of access to part-time and flexible work arrange-
ments has become increasingly important in securing the long-term retention of fe-
male employees.

The chart below identifies the distribution of employees across the organisation.

Permanent Workforce Employee Distribution

Admin Comm Dev Works Enviro/Build HACC

Department




Our Work Environment

Decline of the labour force in the years ahead will continue to have a significant impact on Council’s abil-
ity to deliver its services. Increasingly, the organisation will need to look at alternative service delivery
models as well as technological and human resource solutions in lieu of expanding its human resource
base, in order to provide service continuity.

It is important to note that population projections vary depending on the data set used. An overall indi-
cation from a variety of sources confirms an anticipated population decline. However, through initiatives
by State Government such as the “Super Towns” project in neighbouring town Northam, the Avon Re-
gion’s population is expected to double over the next thirty years. This impact is expected to be wide-
spread throughout the region, resulting in a stabilisation of Dowerin’s population over time.

STAFFING LEVELS |2001 2006 |2011 [Projections |Projections |Projections
to 2016 to 2021 to 2026

Total 34 33 34 35 35 36

Population 782 702 678 650 580 520

% of Population  |4.35 4.70 5.01 5.3 6.0 6.9




Our Work Environment

Organisational structure

Council delivers services to the community through different departments, overseen
by the Chief Executive Office. A summary of the activities is set out below:

The CEO’s Office: facilitates departmental collaboration, cohesion and direction. It
oversees strategies and operations and is accountable for the development, delivery
and reporting of progress of all key plans.

Administration: delivers a wide array of services including internal support and those
provided to external customers. Internal support consists of finance, governance pol-
icy, councillor support, council meeting management, records management and ac-
cess to information. The department also provides supervision for the transport li-
censing agency as well as burial services and maintenance of cemeteries.

Public Works and Services: looks after the construction and maintenance of roads,
footpaths, stormwater and various physical assets including Council parks, gardens
and playgrounds. Staff within this department maintain and monitor Dowerin’s sew-
erage plant, as well as provide the cleanliness of the township streets and public
places.

Community Development Services: has a high interface with the community, provid-
ing services such as events and activities, grant assistance and project development.
The department has a strong focus on social, cultural and recreation planning as well
as volunteering initiatives. Staff within this department also provide natural resource
management advice and assistance.

Home and Community Care: provides a program of basic support services to some
older people, people with a disability and their carers to assist them to continue living
independently at home

Environmental Health and Buildings: looks after development and building applica-
tions and management of the built environment. Staff within this department also
ensure that business operators are compliant with environmental and safety stan-
dards.

*Qrganisational chart over page.

Service delivery

Community needs and aspirations.

. medical/health, recreation, business/industry, environment, .

. sustainability, long-term planning.
. changing population/residents demands.
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Looking To The Future

External Environment

Our Council is one of 43 local government
council’s within the Wheatbelt region.
Based on the 2006 Census Data, the Shire
of Dowerin Local Government Area
(“LGA”) had an estimated residential
population of 702 in 2006. Between
2006 and 2011 the LGA has had a consis-
tent decline in population with a total of
678 people residing in Dowerin as at the
2011 Census, indicating a decrease of
3.42% over five years.

Western Australia Tomorrow’s Popula-
tion Report (February 2012) forecast out
to 2026 have the LGA population at ap-
proximately 520 people. Dowerin is ex-
pected to experience continued popula-
tion decline with the average annual
growth rate (AAGR) forecast with a me-
dian value of -1.8% per annum from 2006
to 2026. However, through forward and
strategic planning, external influences
and State Government projects, the
population of Dowerin may be positively
influenced.

Population Diversity

The 2006 Census Data shows that 86.2%
of Dowerin’s population is born in Austra-
lia with 2% of those being Indigenous
Persons. Residents born in England are
the next highest percentage of the LGA
population at 3.1%. Comparatively, the
State is 65.3% and 8.9% respectively.

Indigenous persons make up 2% of the
LGA population, which is 1% lower than
the State and 2.1% lower than the Re-
gion.

Unemployment

Based on 2006 Australian Bureau of Sta-
tistics Census Data unemployment is at
2.7% in Dowerin. This is 2.5% below the
general unemployment rate for the State.
The table below provides a summary of
unemployment data.

Unemployment 2006 2011
Dowerin LGA 2.7% 3.6%
Avon Region 5.3% NA

State WA 3.8% 4.7%

Population Ageing

The average age of the LGA population
increased by 6 years from 37 to 43 years
of age between the 2006 and 2011 ABS
Census.

In 2011, the first of the baby boomer gen-
eration reached 65. The retirement of
this generation marked the beginning of
a major structural shift with the labour
market for the upcoming 20+ years. This
workforce exodus combined with a de-
crease in people entering the workforce
as a result of declining birth rates will re-
sult in an incremental decrease in the
labour market.

In this environment, human resources
will need to be considered carefully and
technology and other solutions will need
to be optimised by the organisation to
ensure sustained service delivery.




Looking To The Future

The emerging labour market

The Shire of Dowerin workforce plan has been developed to ensure we can attract
the best staff and that our workforce is adaptable and prepared to meet new chal-
lenges in carrying out the delivery of the Corporate Business Plan.

These include:

Future

In the future the Shire of Dowerin will:

. Be financially sustainable

. Be environmentally sustainable

. Have a skilled and agile workforce

. Provide and maintain sustainable infrastructure for the LGA

. Maximise the use of technology

. Utilise partnerships with stakeholders

. Effectively engage and consult with the community

. Plan well for the future, integrating long, medium and short term
. Provide high quality service delivery

It is clear that Council will face a number of issues that could significantly challenge
our ability to meet strategic objectives.

Foreseen changes

Foreseen changes likely to occur within the next ten years are:
o Technology to take a greater role in service delivery

. Increasing legislative complexity

. Increasing demand for more flexible work arrangements
o Workforce will be increasingly highly skilled

3 Increasingly responsible for environmental sustainability
. Increasing customer interaction and engagement

. Emphasis on longevity and maintenance of infrastructure
Demographic and performance data

Dowerin Shire Council’s workforce should ideally mirror that of the community it
serves. Overall the data below suggests that Council has a workforce that is generally
reflective of the Dowerin Local Government Area.

WHEATBELT REGION DOWERIN LGA SHIRE COUNCIL
Age—highest % 25-54 25-54 25-54
Female 48.6% 48.8% 45%
Indigenous Persons 4.4% 1.5% 0%

.‘?\




Looking To The Future

Key Challenges

The following are identified as future key challenges faced by the organisation:

Managing community expectations with regard to delivery of services and
infrastructure

Managing civil, community and environmental infrastructure.
Achieving financial sustainability

Balancing rising operational costs with service delivery

Keeping up to date with technological change

Responding to increased legislative compliance

Responding to a declining population

Responding to an ageing population

Creating an agile workforce

Labour and skills shortages

Developing and sustaining the organisation as an “employer of choice”

Critical Skills and Capabilities

Critical skills and capabilities required by our workforce to support the future
vision are listed below:

Working collaboratively

Working autonomously

Technological/computer literacy

Strategic thinking/planning

Project management

Time management

Negotiating and influencing

Service quality/customer service approach

Strong technical and professional skills/knowledge

v
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Looking To The Future

Ageing Workforce

Ageing workforce projections are utilised to highlight the potential risk to the organisation’s capacity to
deliver services as a basis for future planning.

In developing strategies to address ageing workforce issues it is important to ensure the workforce
maintains a balance of employees in the early, mid and mature career stages to ensure continuity of
leadership capability and required technical expertise.

Strategies targeting the retention of mature workers will also be important in redressing labour short-
ages and will need to include a range of flexible work arrangement and work/life balance options.

Ageing workforce projections are to be based on employees having reached the age of 60+. Approxi-
mately 27 percent of the existing workforce will have reached age 60 within the designated four year
intervals on a Council and Directorate basis.

Financial Resources

It is important to note that Council’s total revenue has increased by 78% in the last ten years.

There are several workforce related factors that have impacted on Council’s strategic approach to finan-
cial planning. They include:

. Employee costs have increased over the past ten years by 55% and currently represent some $1.3
million or 38% of Council’s expenditure.

o Worker’s compensation premiums have also increased by 75% in last ten years.

Significantly, the Shire of Dowerin has an extremely low yield of rates relative to total income when
compared to neighbouring and other metropolitan councils, with rates and annual charges only contrib-
uting approximately 20% of our total revenue. The WA benchmark is 40%. Accordingly Dowerin is reli-
ant on more variable and vulnerable sources of revenue in order to fund the wide range of services it
provides.

Within Dowerin’s suite of integrated plans, there is some built-in capacity and strategies to pursue new
sources of funds to progressively fill current or emerging gaps in finance. Partnerships with other levels
of government, business and the community will play a vital role in closing this gap either by releasing
new sources of funds or reducing the cost of activities.

The organisation will need to examine the way work is undertaken to improve employee productivity
and efficiency to meet Council’s need to generate significant funds in the next ten years.




Building the Plan

Community Engagement

Community Survey: Council organised and conducted a community survey with lo-
cal residents to assess their views about the importance of and their satisfaction with
Council services. The survey process began in early 2010 with a printed or electronic
survey being mailed to each community member. The clear response from the com-
munity was that Council services are very important in the community and that none
should stop being provided.

Australia Day—Have a Say: Questionnaires were handed out to locals who attended
the Australia Day Breakfast on 26 January 2013. Respondents were asked to iden-
tify the current and future needs of Dowerin and highlight any aspirations they held
for the community.

Staff Engagement

In 2010 Council undertook a comprehensive survey of all staff. The survey was used
to measure how the organisation was performing on the key elements of service:

¢ Management

e Planning

e Community Development
e Administration

o Works

e Parks and Gardens

o Health/HACC

The aim of the survey was to understand what we need to do better in our work-
places to be a first-rate organisation. The survey results were taken into account as
part of the development of the Shire of Dowerin workforce plan. A summary of the
results are included below.




Building the Plan

Results of the Engagement Process

The community engagement process identified four key themes for the community.

Key Themes Direction
Community A strong, healthy and safe community
Economic A strong and vibrant local economy

Environment

A sustainable natural and built environment

Leadership

A vibrant and progressive community lead by
innovative Council

The staff engagement process identified strengths and weaknesses for the Council’s workforce.

Department What we do well... Where we can improve...

Management Supervision Communication
Planning Delegation

Planning Land allocation and availability Economic Development

Strategic Planning

Community Development

Community Events

Recreation Facilities

Environmental Management
Recreation Programs

Business Development

Administration Customer Service Vehicle Licensing
Works Roads Ranger Services
Parks & Gardens Town Cleanliness Town Gardens
Town Beautification
Health HACC Aged Care
Meals on Wheels Medical Services
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Five Focus Areas

1. Recruitment and retention

Council needs to implement strategies that will attract and retain talented and
knowledgeable staff. Although it is constrained by a salary system and finan-
cial considerations, Council can offer excellent working conditions and policies
that benefit all staff. Council is to undertake an adopted recruitment plan
based on a review of staffing needs over the next four years. These findings
are to be factored into the Long Term Financial Plan and delivery of the Corpo-

FOCUS AREA 1—RECRUITMENT AND RETENTION

Implement adopted recruitment plan 2013-2017 within budget

Develop system for using contract staff

Develop flexible work arrangement guidelines

Improve Council’s recruitment and HR administration processes

Improve attraction and retention of career starters

Retain high performing staff and reduce overall turnover

Four-year recruitment plan
PROJECTED STAFF 2013/14 2014/15 2015/16 2016/17

INCREASE

MANAGEMENT

PLANNING/ ECO- v
NOMIC D’MENT

COMMUNITY D’MENT

ADMINISTRATION

WORKS

PARKS AND GARDENS

HEALTH v




Five Focus Areas

2. Reward and recognition

Staff feedback highlighted how important it is for employees to be recognised
and valued. Initiatives to acknowledge staff needs and achievements and fos-
ter their goals for the futures are also important.

FOCUS AREA 2—REWARD AND RECOGNITION

Develop reward and recognition policy and program

Implement program

Review program and outcomes as necessary

Develop an attractive superannuation policy and program

3. Career planning and professional development

High performing staff thrive when they undertake challenging, rewarding and
relevant work. By being a progressive and development focused employer Coun-
cil will retain those who are talented, can learn and grown, and take the organi-
sation forward.

FOCUS AREA 3—CAREER PLANNING AND PROFESSIONAL DEVELOPMENT

Develop staff to deliver future services in line with Council’s strategic objec-
tives

Deliver annual learning and development schedule

Career, talent and management retention

Develop and implement career planning and professional development
guidelines

Develop and implement retirement strategy

Review and update apprenticeship, trainee and graduate program
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Five Focus Areas

4. Performance management

There are a number of reasons to reward performance. The most significant is to acknowl-
edge and encourage desirable behaviours and outcomes in the workplace. Good perform-
ance management often results in:

o Staff with high sense of value, purpose and motivation
o Developing staff to be excellent leaders

o Staff who can drive performance and build a positive work culture

FOCUS AREA 4—PERFORMANCE MANAGEMENT

o Develop a performance culture

e Review methods of performance management

o Develop and implement performance management policy and procedure

e Review and improve performance guidelines and associated remuneration and rewards

o Facilitate organisational structural reviews

5. Organisation development

Continuous improvement requires relevant measures in key areas to be in place to support
development or change. Financial pressures and community needs demand continuous
review and improved efficiencies in work practices.

FOCUS AREA 5—ORGANISATIONAL DEVELOPMENT

e Improvement initiatives and undertake business process reviews

e Review key policies and workforce related plans for purpose and validity

e Undertake annual organisation wide staff survey

e Undertake annual internal customer satisfaction survey

e Update and promote stakeholders on improvement initiatives




Service Profile

Delivering for the community

In developing the Workforce Plan a structured methodology was incorporated into
the consultative process. Meetings, surveys and reviews were conducted as part
of the community and staff engagement. In order to identify and address all rele-
vant issues, an environmental scan, examination of demographic and performance
data and skill set analysis were also employed as part of this process.

To capture and consolidate all of the information collected, a service profile has
been developed. The following table summarises how the Workforce Plan, Corpo-
rate Business Plan and Community Strategic Plan will interact across the organisa-
tion. This summary will reinforce how multiple divisions act in partnership to sup-
port all major service areas.

Each service area is accompanied by an explanation of its role and how it contrib-
utes to the community, as well as information on the community’s current demand
for each service. Likely changes that are anticipated based on the Community Stra-
tegic Plan have been identified and are integral in the workforce initiatives that are
structured in the fives focus areas.

Council envisage that these initiatives will result in a highly skilled and stable work-
force that is flexible to change and prepared to meet increased expectations of the
community.

v
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Measuring our success

Reporting Schedule

REPORTING AREA REVIEWED BY FREQUENCY

Turnover Trends Payroll Annual
Management

Gender Balance % Payroll Annual
Management

Profile of Council Management Annual

Sick Leave % Payroll Quarterly
Management

Employment Status % Payroll Annual
Management

Age Profile Payroll Annual
Management

Business Excellence Staff Management 4 yearly

Survey

Service Reviews Management Annually
Council




CONTACT DETAILS

Shire of Dowerin
13 Cottrell Street
PO Box 111
Dowerin

WA 6461

08 9631 1202

Shire of Dowerin




