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This Plan outlines the human resources, corporate 
systems and structures that will be required to 
support Gloucester Shire Council’s Delivery Program 
2012– 2016 and the long-term objectives of the 
Community Strategic Plan. 
 
This is the first time that Council has formally 
undertaken workforce planning and, as such, there 
are many questions and issues that have arisen in 
the preparatory stages of this Plan. 
 
As Gloucester is a “Group 3” council, under the 
Integrated Planning and Reporting implementation 
schedule, this Plan has been prepared with the 
understanding that both it, and the Delivery 
Program it supports, will be reviewed in 12 months 
time.  Accordingly, many of the actions scheduled 
for Year One of the Plan relate to gathering further 
information, undertaking feasibility studies and 
developing strategies for further review.  This 
process will help to inform the second iteration of 
the Plan to be prepared by June 2013. 
 
The diagram at right shows how the Workforce 
Management Plan fits into Council’s Integrated 
Planning and Reporting framework. 

About this Plan 

Community 
Strategic Plan 

Delivery  
Program 

Operational 
Plan 

Annual 
Report 

Resourcing strategy 

Outlines the community’s 
long-term goals and aspi-
rations and how they will 

Identifies how our assets 
will be managed in the 
future, including priorities 
and maintenance 

Identifies the  human 
resources and capacity 
building that will be 
required to achieve our  
strategic objectives 

Sets out a program 
to finance our 
long-term objectives 

A 4-year plan prepared by 
each newly elected 
Council, outlining the 
activities that will be under-
taken in their term of office 
to help achieve the 
strategic objectives 

An annual plan outlining 
which activities will be 
completed each year 
towards achieving the 
strategic objectives 

Annual reporting on our 
progress in delivering our 
strategic  objectives 

Constant Monitoring 
and Review 

The systems we will use to 
monitor our progress in 
delivering strategic objectives. 

10-year  
Financial  
Plan 

Asset Management  
Strategy 

Workforce  
Management Plan 
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Our vision 
 

We want to work together to preserve this special place: 
  
 - To value and protect our environment 
 - To care and contribute to our community, and 
 - To build a sound and prosperous future 
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Workforce profile 
Gloucester Shire Council administers an area of some 3000 km2, with 
a population of 5000.  The Council’s workforce comprises about 89 
employees and 21 casual staff (some of whom are provided via 
labour-hire contracts, particularly in the case of outdoor staff).  Staff 
are under the direction of the General Manager, who inturn reports 
to the elected Council.  The corporate structure is organised into 
three activity-based divisions, with each division overseen by a 
Director. (see diagram at right).  The elected Council enjoys a good 
relationship with its workforce.   It is generally acknowledged that 
the willingness of staff to implement multi-skilling and “go the extra 
mile” has enabled the organisation to achieve far more than its 
limited resources would normally allow. 
 

Employment arrangements 
 

The General Manager’s position is the only role within Council that is 
classified as a Senior Staff Position under Section 332 of the Local 
Government Act 1993.  The General Manager is appointed by the 
elected Council, under a standard performance-based contract, 
approved by the NSW Division of Local Government.  All other staff 
are employed under the provisions of the Local Government (State) 
Award 2010.  A small number of casual employees are provided via 
labour hire firms, in accordance with an agreed schedule of rates 
and employment conditions. 
 

Service delivery 
 

The majority of Council’s employees (63%) are engaged in direct 
service provision in the field, such as road construction and repairs 
and maintenance of parks.   The break-up of the workforce is shown 
at right.  Council provides most services directly, using the resources 
of its employees, however, some community services are delivered 
via funding arrangements with local organisations.  Seasonal work, 
such as pool attendants, is provided via casual hire arrangements 
and larger construction works are sometimes carried out through 
tenders. 

 
 
 
 
 
 
 
 
 
 
 

Employee Activities 

Elected Council 

General Manager 

 
Corporate Support 

 
 
Finance,  
Administration  
Rates and Property 
Human Resources 
Records management 
Information Tech. 
Youth Services 
Library 

 
Planning &  

Environment 
 
Development control 
Land use planning 
Environment 
Building inspections 
Waste management 
Fire control 
Cemeteries 
Caravan parks 

 
Technical Services 

 
 
Roads & Bridges 
Footpaths & drains 
Parks & gardens 
Sports facilities 
Plant & vehicles 
Weight of loads 
Saleyards 
Recreation Facilities 

Economic Development 
and Community Services 
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Workforce profile 
Workforce demographics 

 
Council’s workforce demographics are generally reflective of the 
wider Gloucester community.  Some 67% of Council employees are 
aged over 45 years, with 10% being aged over 65.  Younger age 
groups are under-represented, particularly in the 25-35 years 
demographic.  While typical of country towns in NSW, where younger 
workers tend to leave to pursue career opportunities in the city, this has 
significant impacts for Council’s workforce planning.  
 
Generally, 25-35 years is the career stage when workers are 
developing and refining their supervisory and management skills.  A 
lack of workers in this age group creates particular challenges for 
succession planning.  However, given the significant number of workers 
in the 40-50 age group, council has a pool of experienced workers 
available for management roles.  Council’s current lack of middle 
management appears more based on structure than lack of resource. 
 
Workforce planning is also affected by the current gender imbalance 
within the organisation.  Men are more strongly represented in the 
workforce, with 72% of employees being male and 28% female. This 
varies from the national trend, where 49% of workers within Australian 
local government are female.  The majority of female employees are 
engaged in frontline service delivery or administration.  Women are not 
represented at executive management level (General Manager and 
Directors) and account for only two middle management positions. 
Three percent of employees identify as being of Aboriginal 
background.  The majority of employees are of Anglo Saxon origin. 
This is reflective of the Gloucester community, where 3.6% of the 
population identifies as being of Aboriginal or Torres Strait Islander 
origin and 1% of the population is derived from a non-English speaking 
background.  
 

Age Profile: Total council workforce 

Age Profile: Indoor staff 
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Workforce profile 
 

Learning and development 
While Council  provides learning and development opportunities, 
there is not an organisation wide annual training program, nor is 
there an established learning and development strategy.  
Professional development opportunities are generally negotiated 
between staff and their respective managers or directors, subject to 
resourcing.  Council has prepared guidelines to assist managers in 
assessing training requests.  Under the guidelines, the following 
priorities are allocated to training requests: 

 
1. Training in relation to traineeship or apprenticeship agreements 
2. Statutory qualifications 
3. Competency standards 
4. Organisational requirements 
5. Employee development. 
 
Staff positions where statutory training requirements apply have 
been identified within the organisational structure and this training is 
delivered/refreshed at the required intervals.  There is not currently a 
specific organisation-wide training budget, nor designated learning 
and development function within the organisational structure. 
Resources for training and professional development are allocated 
to each respective division.  Council does not maintain central 
training or qualifications registers - this information is generally 
contained in individual personnel files.  
 
Governance 
Council has adopted the Model Code of Conduct for Councils in 
NSW as its corporate Code and provides information to staff on 
ethical behaviours and decision-making via its induction process. 
The General Manager and Directors are responsible for managing 
complaints regarding Code of Conduct issues. 
Council has also developed a corporate policy framework, with a 
number of workforce policies in place,  Staff have access to policy 
information via a procedures and policies handbook and 
information on relevant policies is included in the induction process.  

Age Profile: Outdoor staff 
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Workforce profile 
Staff performance management and  
disciplinary action is generally undertaken 
by the Directors, with some delegation to 
second-tier managers. Council undertakes 
an annual performance review of all staff 
members. Although general guidelines are 
provided, the format and recording of  
review outcomes is generally at the 
discretion of each respective Director. 
There is currently no central review facility 
for performance management outcomes. 
 
Workplace health and safety 
Council has developed safe systems of work 
for its operations and is implementing a 
corporate safety system. A staff position has 
been designated for safety management. 
The safety officer is responsible for: 
• Developing and reviewing safety proce-

dures, including maintenance of the staff 
safety manual 

• Undertaking workplace safety inspections 
• Undertaking incident investigations 
• Injury management and Return to Work 
• Assessing contractor safety systems. 
Safety requirements are included within the 
staff induction process.  Council undertakes 
a number of high risk work activities and has 
implemented specific risk control measures 
for these activities.  Statutory health moni-
toring and safety training is undertaken as 
required. Lost time injury rates for the past 
four years are shown at right. 

 

Staff wellbeing 
Council currently does not provide  
wellbeing programs, such as healthy living, 
quit smoking, social club etc for employees, 
due to lack of resources.  
There is no formalised Employee Assistance 
Program, but support services, such as 
counselling, are provided to staff on a 
needs basis. This is generally co-ordinated 
via the respective Directors. 
Council currently does not undertake regu-
lar surveys of the workforce to determine 
staff wellbeing, workplace perceptions and 
attitudes.  
These issues are generally addressed infor-
mally at performance reviews or team 
meetings. 
 
 
 
 

Corporate structure 
Council operates under an activity-based 
structure, with three major divisions:  
Planning and Environment, Corporate 
Services and Technical Services. 
 

Management structure is flat, with a limited 
range of positions that may be identified as 
“middle managers” or “team leaders”.  This, 
combined with limited corporate resources, 
has resulted in a high level of multi-skilling 
amongst staff. Directors currently undertake 
a wider variety of tasks than their cohorts in 
larger councils, have a stronger focus on 
operational issues and more direct reports. 
There are limited opportunities for 
delegation, and hierarchies are generally 
not clearly defined, with some staff 
reporting to two supervisors. 
 
Council has a high proportion of front-line 
staff engaged in direct service delivery.  
Staff generally undertake projects and ac-
tivities within their designated corporate di-
vision. There are limited formal structures for 
cross-divisional activity, although some cor-
porate working parties currently operate on 
areas of common interest. Executive man-
agement operates under a defined team 
structure, with regular team meetings. A 
corporate team structure has not been 
defined for “middle managers”. Divisional 
structures are shown on the following 
pages.  

 Number of injuries Total days lost 

2009 8 23 

2010 4 1 

2011 12 5 

Lost Time Injuries  

2008 11 69 
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Workforce profile: Divisional structures 
Executive 
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Workforce profile: Divisional structures 
Corporate Services 
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Workforce profile: Divisional structures 

Planning and Environment 
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Workforce profile: Divisional structures 
Technical Services 
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Workforce profile 
Workforce skills 
Council’s resourcing constraints have 
resulted in a high level of multi-skilling 
amongst staff.  Additional skills are generally 
developed on a needs basis and may not 
be supported by formal learning and 
assessment. Council’s comparative size, 
location and resource levels create 
challenges for the organisation when 
competing for skilled employees within the 
wider local government sector.  Larger 
councils are generally able to offer more 
attractive salary packaging and 
professional development opportunities.  
Competition for specific skill sets from local 
industries, such as mining and construction 
works on the Pacific Highway also create 
recruitment challenges . Council has 
identified specific skill shortages in: 
• Engineering design 
• Engineering specification 
• Asset management 
• Environmental management 
• Information technology. 
• Human resource management 
• Finance management 
•  

Skill development levels vary significantly 
amongst the workforce. There is a general 
need to strengthen the following skill sets 
across the organisation: 
•  Community engagement 
•  Leadership, 
• Customer service 
• Staff performance management, 
• Supervision 
• Governance 
• Project management 
• Risk management 
• Information technology  
 
Leadership and values 
Council has not formally defined its 
corporate values, although  operating 
values and standards are generally 
reflective of the community values 
articulated in the Community Strategic 
Plan.  Definitions and expectations of 
leadership roles have also not been 
formalised and there is no defined 
leadership development program in place.   
Management skills are generally defined 
and developed on a needs basis within the 
respective Divisions.  

Workforce perceptions 
During the development of the Workforce 
Management Plan, senior staff within 
Council conducted a Strengths, 
Weaknesses, Opportunities and Threats 
(SWOT) analysis of their respective divisions 
and the organisation as a whole. 
Observations from that analysis are 
included on the following page. 
Key perceptions from the exercise were: 
• There is strong commitment to teamwork 

within the organisation and a positive 
work ethic 

• There are strong ties between the 
workforce and the community 

• Resourcing constraints impact 
significantly on the organisation 

• There is a perception of staff being 
overloaded and having insufficient time 
to complete tasks 

• There is a high level of multi-skilling 
amongst the workforce 

• There is a general lack of corporate 
systems, or under-developed systems 

• There is a variance in skill levels across the 
workforce 
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Capacity to deliver  
In preparing this Plan, Council specifically 
considered its current capacity to complete 
the activities outlined in its Delivery Program 
2012 - 2016. 
The Program was prepared in response to 
the long-term aspirations of the community, 
outlined in the Community Strategic Plan. 
There are three key areas of concern 
regarding Council’s capacity to complete 
its Delivery Program activities: 
 
• Environmental management 
• Infrastructure management 
• Organisational capacity (systems and 

structure) 
 

Environmental management 
The Gloucester community has assigned a 
high priority to protection and preservation 
of the environment and improved 
management of natural resources through 
the Community Strategic Planning process. 
 
 

Council has reflected these intentions in its 
Delivery Program, but currently has only a 
very limited range of resources (one staff 
member) to support the desired outcomes. 
This resource is shared with landfill 
management (an area which also has 
substantial works scheduled under the 
Delivery Program). As a result, Council will 
need to explore other resourcing options if it 
hopes to successfully complete the 
environmental management actions 
outlined in its Delivery Program, Strategies 
for achieving this are outlined in the 
following section. 
 

Infrastructure management 
The integrated planning and reporting 
process has highlighted significant issues 
with Council’s long-term capacity to 
maintain its infrastructure in a satisfactory 
condition. This area of Council’s operations 
has been substantially under-resourced for 
an extended period, with the result that the 
general condition of the Shire’s assets has 

progressively deteriorated.  
 
The pattern of under-resourcing is due to: 
 
• Ongoing lack of income, due to small 

rating base and rate pegging 
requirements 

 

• Lack of skill sets and human resources to 
support asset management planning, 
project management, scheduling, 
supervision and quality control of 
infrastructure works. 

 

• Lack of corporate systems to support 
asset management and infrastructure 
works. 

 
If Council is to achieve its aim of 
maintaining community assets to the 
required standard, then it will need to  
address all three issues within the time span 
of its Delivery Program.   Strategies for 
providing longer-term sustainable increases 
to corporate income are outlined in 
Council’s  Long-term financial plan.  
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Capacity to deliver  
Organisational capacity 
 

Systems 
 

Across the full range of Council’s 
operations, organisational capacity to 
deliver its long-term goals is significantly 
hampered by a lack of corporate systems, - 
or lack of integration of existing systems. 
 
Specifically, if Council is to achieve its aims 
of improved environmental management 
and infrastructure management, then 
further development and integration of its 
GIS and IT capabilities will be required.   
GIS - the capacity to generate maps, 
locate and record assets and identify and 
describe key environmental features -  is 
fundamental to managing these resources.  
At present, Council does not utilise the full 
range of its GIS capabilities. 
 
Project and Portfolio management systems 
will also be fundamental to achieving 
Council’s targets for infrastructure works. 
Without systems to support project scoping, 
design, costing, scheduling and supervision, 
Council cannot achieve the completion 
rates and quality standards that will be 
required of an escalated infrastructure 
renewals program.  
 
 
 

Consequently, development of a custom 
project management system, and provision 
of project management training to key 
employees is highlighted as a priority action 
within this Plan. 
Monitoring, supervision and quality control 
systems will also be fundamental to 
achieving Council’s aim of improved 
infrastructure management. Whether 
construction works are conducted by GSC 
employees or contractors Council has 
responsibility to supervise the works and 
ensure that safety and quality standards are 
achieved. Strengthening these systems will 
include: Providing additional human 
resources, developing and strengthening 
staff skill sets in supervision, developing 
systems for preparing specifications, 
developing inspection and testing plans for 
asset construction, strengthening reporting 
and recording functions. 
 

Organisational capacity 
 

Structure 
Council’s capacity to deliver its long-term 
objectives is also impacted by its existing 
corporate structure. The current structure is 
a “lean, flat” configuration, with few 
positions which can be identified as “middle 
managers”. This results in four outcomes: 
 
• The workforce becomes more multi-

skilled. This can improve workflow, but 

also has potential to impede it when 
duties are too multifarious and staff 
become “overloaded”. 

 
• Workflow to frontline workers can be 

delayed because there are limited 
delegations. Many tasks rely on sign-off 
from   Directors rather than managers/
team leaders. 

 
• Directors’ have a high number of direct 

reports and energies are excessively 
devoted to operational tasks, rather than 
tactical or strategic tasks. 

 
• Corporate risk increases because there 

are limited margins - lack of “back up” 
for key positions can result in increased 
stress levels, increased amounts of 
untaken leave and delays to work, or 
systems failure when key personnel are 
not available. 

 
To achieve its long-term objectives, Council, 
as an organisation, needs to strengthen its 
strategic and tactical capacity. In the short-
term this may require that less energy and 
resources are devoted to frontline tasks and 
more energy and resources are devoted to 
developing and implementing business 
systems and building skill sets. This will 
ultimately support more efficient delivery of 
services.  Options for addressing these issues 
are discussed in the following section.  
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Workforce management strategies 
Council’s strategy for strengthening its workforce and organisational 
capacity is based on eight key elements (shown below). Strategies 
relating to each of these elements are outlined on the following 
pages and a list of actions arising from these strategies is included at 
the end of the section.  

Organisational  
development 

Risk 
management 

Vision & values 

Leadership & 
 Capacity building 

Performance management 

Workforce  
wellbeing Career planning Recruitment  

and retention 
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Workforce management strategies 

 
As this is the first time that Council has 
undertaken formal workforce planning, 
there has been limited information on 
workforce perceptions, aspirations and 
attitudes upon which to build the Plan. 
It has not been Council’s practice to 
conduct regular workplace surveys to 
explore staff wellbeing and workplace 
attitudes.  There is, however, an opportunity 
to build this information over the coming 
year, in readiness for the first review of the 
Plan in June 2013. 
 
To consolidate its long-term direction for 
workforce management, Council needs to 
consult further with its workforce, to gain an 
understanding of staff perceptions, aspira-
tions, attitudes and suggestions for improve-
ment.  
 
The consultation process will also provide an 
opportunity to articulate and formalise cor-
porate values. 
 
 
 

At present, Council draws on the principles 
articulated in the Code of Conduct for 
Local Councils in NSW as a guide to 
corporate values.  
 
While these principles have relevance to 
the local government environment, they 
are not specific to Council’s working envi-
ronment and local culture. The principles 
are: 
 

Consultation for the Community Strategic 
Plan further identified a set of values that 
were significant to the Gloucester commu-
nity. These values  include: 
 
• Willingness to support one another 
• Courage in the face of adversity 
• An engaging and welcoming community 
• A “fair go” 
• A strong sense of place 

 
In determining a set of corporate values, 
Council may wish to combine the essence 
of the State and local perspectives. Con-
sulting with staff and involving them in the 
development of shared values will assist in 
determining what is important to the work-
force and the parameters and benchmarks 
workers will use to guide their performance. 
The exercise will also assist in building shared 
vision for the organisation and shared un-
derstanding of corporate expectations.  
 

Vision and values 

Actions 
 

• Develop corporate values in 
consultation with staff 

 

• Undertake a staff consultation process, 
including a wellbeing survey and 
visioning exercises to determine staff 
aspirations for workforce management 

 

• Integrate the corporate values into 
daily work activities and performance 
management 

Vision & values 

• Integrity 
• Leadership 
• Selflessness 
• Impartiality 

• Accountability 
• Openness 
• Honesty 
• Respect 
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Council’s current workforce arrangements 
carry a significant level of corporate risk, 
which needs to be further defined and ad-
dressed for future iterations of this Plan.  
These risks have serious Implications for the 
workforce and Council’s long-term 
capacity to perform its work effectively and 
efficiently. 
  
Possible impacts include: 
 
• Increased potential for workplace injury 
 
• Increased stress and conflict amongst 

employees 
 

• Lack of definition of roles and work  
expectations and subsequent impacts 
on morale and performance 

 

• Potential for systems failure or significant 
delay in schedules through loss of key 
personnel 

 

• Increased potential for errors and 
oversights 

 

• Increased potential for poor or 
inconsistent quality control 

 
• Increased potential for fraud and 

corruption 
 

• Lack of professional development and 
corporate learning opportunities 

 
Risk management issues have their origin in 
a number of key areas.  These include:  
 
• Council’s limited financial resources and 

restrictions on future income through low 
rating base and rate pegging regimes. 

 

• Council’s capacity to recruit, retain and 
provide back-up for key positions within 
the organisation 

 

• Impacts of the current “thin and flat” 
corporate structure 

 

• Variance in skill sets in key areas, 
including performance management 
and governance 

 

• Lack of corporate systems and 
integration of current systems 

 

• Impacts of Council’s ageing workforce 
 

Council’s Delivery Program has identified 
the need to develop a comprehensive 

corporate risk profile (Direction 5, Strategy 
1.1.1).  Workforce risk management issues 
will be further identified, risk ranked and 
addressed within the context of this process.  
Strategies for addressing identified 
workforce risks within the timeframe of this 
Plan are included in the following sections 
on Capacity Building and Organisational 
Development.  

Workforce management strategies 
Risk Management 

Actions 
 
• Undertake further workforce risk 

analysis, including risk ranking and 
risk management strategies 

 
• Integrate risk analysis findings into the 

Corporate Risk Register and the next 
iteration of the Workforce 
Management Plan 

Risk 
management 
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Workforce management strategies 

 
Council requires a broad range of capacity 
building activities to address its current 
workforce issues. This includes: 
 
• Strategies to address workforce 

demographic trends (ie aging workforce 
and under-representation of women) 

 
• Strategies to develop in-house expertise 
 
• Strategies to obtain expertise from 

external sources through partnerships 
and resource sharing. 

 

Ageing workforce 
The high percentage of staff approaching 
the later years of working life creates 
particular challenges for Council.  Apart 
from increased risk to staff resulting from 
workplace injury, there is a need to preserve 
corporate knowledge currently vested in 
older workers and to ensure there are 
sufficient resources to provide entitlements 
for retiring employees.  
There is also a need to build Council’s 
capacity to fill these positions as workers 
retire. 

 
 The following strategies are intended to 
 address these issues: 
 
• Undertaking workforce profiling to 

identifying key positions currently 
occupied by older workers, and older 
workers currently engaged in high risk 
activities, such as working at heights, 
confined spaces etc. 

 
• Development and implementation of 

options for staged retirement, including 
voluntary job-share or part-time 
arrangements for older workers who 
would like to reduce their working hours 

 
• Development and implementation of 

strategies to increase participation of 
younger people in the workforce. This 
might include use of school-based or 
workplace traineeships, or incentives for 
younger workers to relocate into the area 

 
• Development of systems to transfer and 

document corporate knowledge. 
 
 

 
These might include: 
 

• Utilising older workers to train or 
mentor younger workers 

 

• Redirecting older outdoor workers to 
tasks such as maintenance planning, 
infrastructure assessment, supervision 

 

• Utilising experienced outdoor workers 
in scoping, design and construction 
review for infrastructure projects 

 

• Redirecting older outdoor workers to 
supervisory and inspection roles 

 

Under-representation of 
women 
Representation of women in Council’s 
workforce is significantly lower than the 
national average for local government. 
Nationally, women account for some 49% of 
the local government workforce, 
yet occupy only 20% of management roles 
and 10% of executive roles.  With a current 
representation of 28% total female staff, 
Council needs to actively intervene to 
address the imbalance in the workforce.  

Capacity building 
Leadership & 

 Capacity building 
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Workforce management strategies 

 
Strategies to address this issue include: 
 
• Consulting with female employees to 

identify workplace concerns, career 
development issues and options to 
increase representation - including the 
outdoor workforce. 

 
• Implementing succession planning for the 

Executive Management team to 
encourage female representation in at 
least one executive role 

 
• Strengthening Council’s “middle 

management” team to increase career 
planning opportunities for women 

 
• Participating in Women in Local 

Government support programs operated 
by the LGSA and LGMA 

 
• Liaising with training providers and 

employment services to explore options 
for increasing female representation in 
the outdoor workforce 

 
 

 

Developing expertise in-house 
 

Council has identified a number of key 
areas where additional expertise is required. 
These include:  Human resource 
management, strategic planning, IT and 
GIS, financial management, asset design 
and specification, asset planning, project 
management, QA and supervision.  
Key strategies to address these needs 
include: 
 
• Undertaking a further skills audit to 

identify skills gaps and update database  
 
• Developing a learning and development 

strategy for the organisation which links 
with the annual training program/matrix 

 
• The consideration of skills gaps and 

capacity building requirements when 
undertaking the corporate structure 
review 

 

Human resources 
 

The need to develop a human resources 
function for the organisation has been 

 
specifically identified in Council’s Delivery 
program.  The following options will be 
reviewed to provide this function: 
 
• Creating an additional position within the 

organisation to specifically address 
Human Resources. 

 
•  Utilising technical support services, such 

as the LGSA’s Human Resources network 
 
• ‘Buying-in’ expertise in key areas through 

contract or consultancy arrangements 
 
• Strengthening executive management 

skills in target areas of human resource 
management 

 
• Strengthening “middle management” 

levels to improve performance 
management and supervision outcomes 

 
• Exploring options for resource sharing 

with neighbouring councils 
 
 

Capacity building 
Leadership & 

 Capacity building 
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Workforce management strategies 
Capacity building 

 

Developing expertise externally 
 

Although Council has limited financial 
resources, strategic use of consultancy or 
contract services may provide a lower-cost 
option to address specialist tasks. 
  

Additional options for accessing external 
expertise include: 
 

• Exploring options to access 
environmental management expertise 
and resources via MidCoast Water’s 
Environment Fund and Catchment 
Management programs and Great Lakes 
Council’s environmental programs 

 
• Accessing GIS and asset management 

expertise from neighbouring councils 
 
• Establishing finance management 

networks with neighbouring councils 
 
• Establishing links with a metropolitan 

council to exchange expertise in asset 
management, infrastructure design, 
environmental management and IT . 

 

 
• Provide opportunities for staff 

secondment/exchange programs with 
other councils. 

 
• Develop a formal mentoring program 

with neighbouring councils to share 
knowledge and skills 

 
 

 
• Review the skills audit of the work-

force to identify skills availability and 
gaps.  Consider options to address 
these gaps in the 
corporate structure review 

 
• Continue to explore options for shar-

ing expertise and systems with 
neighbouring councils  

 
• Explore options for mentoring and 

career development 
programs for junior leaders 

Actions 

Leadership & 
 Capacity building 
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Workforce management strategies 

Corporate systems 
 

Council’s workforce cannot perform 
effectively and efficiently without adequate 
corporate systems to support its activities. 
The planning process has identified a 
number of  systems that require 
strengthening.   
Of key concern is Council’s capacity to 
deliver an escalated program of asset 
maintenance and renewal within the 
systems currently available within the 
Technical Services Division.  
Although Council as an organisation 
requires a comprehensive review of all 
business systems, it is recommended that 
the review initially focus on the Technical 
Services Division.  Specifically, systems for 
asset design, project specification, project 
management, project supervision, asset 
assessment and quality control, corporate 
records and project review  require re-
assessment and revision. 
 
Other key areas for systems review include 
integration of corporate IT systems,  
strengthening of GIS capabilities and staff 
performance management systems.  

It is planned that the review of the 
performance management system be 
undertaken following finalisation of 
Council’s structure in 2013 and 
development of corporate values. 
 

Corporate structure 
Council’s corporate structure also plays a 
significant role in ensuring the long-term 
sustainability of the organisation and its 
capacity to deliver strategic objectives.  
Council’s current structure was last 
reviewed in 2010, however, Section 333 of 
the Local Government Act requires for a 
further review in the 12 months following the 
local government election in September 
2012.  Accordingly a second review of 
structure will be undertaken in the first year 
of this Plan. The review to include: 
 

• The efficacy of the current structure 
• Organisational risk 
• Capacity to deliver the Delivery Program 

outcomes 
• Identified skills gaps 
• Inter-divisional communication 
• Work processes that require 

inter-divisional activities/participation 

• Succession planning 
• Establishment of a 2nd tier of 

management 

Organisational development 

Actions 
 
• Undertake workforce profiling, 

identifying key positions currently 
occupied by older workers 

• Prepare a Learning and Development 
Strategy for the organisation and 
implement an annual training plan 

• Undertake a comprehensive review of 
Council’s corporate structure in 
accordance with S333 requirements 

• Undertake a review of options to 
provide a Human Resources function 

• Develop a change management 
strategy to implement a revised 
corporate structure and processes 

• Undertake a review of business 
systems in all divisions and design and 
implement changes as appropriate 

• Develop and implement project man-
agement systems where required and 
provide training as appropriate 

Organisational  
development 
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Workforce management strategies 

 

Workforce wellbeing requires targeted 
attention to improve health and safety 
outcomes, encourage diversity, improve 
morale and increase productivity. 
Staff consultation is scheduled for Year One 
of this Plan to provide an opportunity to 
identify wellbeing issues that are relevant 
and important to employees.  Areas which 
require further investigation and feasibility 
studies include: 
 

Healthy living programs 
 

With a high proportion of Council’s work-
force in the mid-life to senior years, a 
stronger focus on healthy living programs 
would be beneficial to workplace safety 
and to staff wellbeing.  Programs might 
include weight management/healthy 
eating, quit-smoking campaigns, health 
monitoring, structured exercise programs or 
incentives, personal safety issues such as 
domestic violence awareness, anger 
management etc.  Council should explore 
options for subsidised or sponsored schemes 
through relevant government initiatives. 

Cultural awareness programs 

 

Although the Gloucester area has limited 
cultural diversity, Council employees still 
need to be aware of, and sensitive to 
people from culturally and linguistically 
diverse backgrounds when carrying out 
their work. There are opportunities in this 
regard to strengthen ties with the local 
Worimi and Biripi communities and to 
encourage cultural awareness training or 
activities that increase awareness of 
Aboriginal culture. Currently, some 3% of 
council employees identify as having an 
Aboriginal background.  This is slightly less 
than the wider Gloucester population 
(3.6%).  Given the particular challenges that 
indigenous people face in obtaining 
employment, Council will consider 
programs for increasing Aboriginal 
employment opportunities. 
 

Employee assistance 
At present arrangements for employee 
assistance, while well intentioned, are 
somewhat ad-hoc and confidentiality issues 
in general need to be strengthened. 

Formalising an Employee Assistance 
Program, offering counselling and other 
appropriate services, as agreed, with 
approved providers, would help to improve 
the outcomes of this service. 

Workforce wellbeing 

Actions 
 
• Develop current healthy living and 

staff wellbeing programs, including 
opportunities for subsidies or funding 
support 

 
• Develop current Employee Assistance 

Scheme, with approved providers 
and develop guidelines for use 

Workforce  
wellbeing 
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Recruitment  
and retention 

Workforce management strategies 

 

Recruitment and retention presents particular challenges for 
Gloucester Shire Council as, due to its limited resources, it is unable 
to compete with larger councils and/or private enterprise for 
specialist employees.  It is unlikely that this situation will improve over 
the next four years, as competition from the mining industry and 
other private enterprise continues to limit Council’s capacity to 
compete in the open market for technical skills such as 
engineering, mechanical trades etc.  Long-term, it is expected that 
Council will continue to draw most of its employees from the local 
government sector. 
To maximise employment options, Council is considering a 
cyclic approach to its employment - understanding that 
employees will generally not wish to have “a job for life” with GSC. 
Instead, they will move through the various stages of their career 
with other providers and may return to Gloucester at a later stage.  
The following strategy is being considered: 
 
1. Strengthened opportunities for young people through traineeship 

programs or incentive schemes. This will help to reduce the 
imbalance in Council’s workforce and provide a pool of new 
workers.  Opportunities for multi-skilling and junior management/
supervisory roles should be strengthened to encourage more 
younger people to regard Council as a strong career-entry 
option (see career planning section on the following pages). 

 
2. Improve definition of Council’s “middle management” within the 

corporate structure to allow career development opportunities 
for younger managers. 

 
3. Develop relationships with larger councils to encourage 

secondment and job experience opportunities and explore 
opportunities for resource sharing with neighbouring councils. 

 
4. Employing targeted recruitment strategies when filling senior roles 

within council - canvassing prospects in metropolitan councils or 
larger regional councils to attract the “tree change” market. 
 

5. Strengthening Council’s position as an employer of choice, 
through improved workplace programs and learning and 
development strategies to encourage retention of workers 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Recruitment and retention 

Actions 
 
• Develop a recruitment and retention strategy to ensure 

adequate resourcing of Council operations 
 
• Implement career tracking to maintain contact with 

former employees 
 
• Explore options for developing an equal opportunity and 

affirmative action employment program for Council 
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Workforce management strategies 

As discussed in the previous section, 
Council’s career planning needs to take a 
more holistic approach, understanding that 
workers will seek experience in larger 
councils for at least part of their career. 
Council needs to put a number of 
strategies in place to ensure that the 
recruitment “return cycle” occurs for senior 
management roles. These strategies 
include: 
 
• Significantly strengthening Council’s 

learning and development programs, so 
that GSC is regarded as a positive 
early-career experience for young 
workers and an opportunity for 
continued professional development in 
middle managers.  This will require a 
stronger focus on mentoring and career 
pathways from entry-level to team 
leader, supervisor and junior 
management roles.  More clearly 
defining these roles in the corporate 
structure will assist in the process. 

 
• Introducing career tracking activities, so 

that Council maintains contact with 
young managers who have left the  

organisation to further their careers 
elsewhere in the local government 
sector. 

 
• Strengthening ties with other/larger  

councils to provide more learning and 
development opportunities and 
employee exchange programs.  This will 
enable workers from Gloucester to 
experience the operation of larger 
councils and also provide opportunities 
for city workers to experience the 
multi-skilling and innovation required in 
country councils with limited resources.  
 

• Strengthening Council’s position as an 
“employer of choice”.  This goal will 
require more active career 
management, stronger learning and 
development and improved employee 
wellbeing program options.  

 
• Including career planning in Council’s 

performance management process. 

Career planning 
Actions 
 
• Retain organisational knowledge 

through staged retirement and 
 mentoring and implement strategies 
as appropriate 

 
• Retain organisational knowledge 

through staged retirement and 
mentoring and implement strategies 
as appropriate 

Career  
planning 



 

Workforce Management Plan  - Adopted by Council 27-6-2012 
 

26 

Workforce management strategies 

Council needs to strengthen its 
performance management systems if it 
is to achieve the objectives of its 
Delivery Program over the next four 
years.  This will include systems for 
measuring progress and maintaining 
quality standards in Council’s projects. 
At present, the performance 
management system lacks definition 
and consistency.  
Strategies to strengthen the system 
include: 
 
• Developing corporate values, in  

consultation with staff, and  
incorporating them into the  
performance management process. 

 
• Strengthening managers’ skill sets in 

staff supervision, governance and 
performance management 

 
• Standardising performance 

management procedures  
 
• Introducing a centralised review 

system for performance 
management reports 

• Strengthening links between 
performance management and 
learning and development, through 
introduction of an annual training 
plan. 

 
• Introducing 360 degree review 

processes for Directors. 
 
• Introducing performance 

management plans for senior 
positions within the organisation, 
with direct links to the Delivery 
Program and Operational Plan 

 
• Strengthening corporate 

monitoring and reporting regimes. 

Performance management 

Actions 
 
• Review performance management systems, 

including other councils, following finalisation of 
new corporate structure 

• Introduce performance management plans for 
senior staff, with direct links to the Delivery Program 
and Operational Plan 

• Develop a performance management system for 
the organisation, based on revised position 
descriptions 

•  Introduce 360 degree review processes for 
Managers and Directors  

• Incorporate career planning requirements in the 
review of Council’s performance management 
system 

• Implement training programs to strengthen skill sets 
in supervision, governance and performance 
management 

• Provide links between monitoring and reporting 
regimes and the corporate performance manage-
ment system 

Performance management 
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Summary of actions 
Strategy Action Year 1 Year 2 Year 3 Year 4 

Vision and Values  

• Develop corporate values in consultation with staff     

• Undertake a staff consultation process, including a wellbeing 
survey and visioning exercises to determine staff aspirations for 
workforce management 

    

• Integrate the corporate values into daily work activities and 
performance management     

Risk Management 

• Undertake further workforce risk analysis, including risk ranking 
and risk management strategies     

• Integrate risk analysis findings into the Corporate Risk Register 
and the next iteration of the Workforce Management Plan     

Leadership and 
Capacity 
Building 

• Review the skills audit of the workforce to identify skills availability 
and gaps.  Consider options to address these gaps in the 
corporate structure review 

    

• Continue to explore options for sharing expertise and systems 
with neighbouring councils      

• Explore options for mentoring and career development 
programs for junior leaders     

• Undertake workforce profiling, identifying key positions currently 
occupied by older workers     

• Prepare a Learning and Development Strategy for the 
organisation and implement an annual training plan     

Organisational 
Development 
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Summary of actions 
Strategy Action Year 1 Year 2 Year 3 Year 4 

Organisational 
Development 
(continued)  

• Undertake a comprehensive review of Council’s corporate 
structure in accordance with S333 requirements (2013)     

• Undertake a review of options to provide a Human 
Resources function for Council  in conjunction with the 
corporate structure review 

    

• Develop a change management strategy to implement 
revised corporate structure and processes     

• Undertake a review of business systems in all divisions and design 
and implement changes as appropriate     

• Develop and implement project management systems where 
required and provide training as appropriate 

    

Workforce 
Wellbeing  

• Develop current healthy living and staff wellbeing programs, 
including opportunities for subsidies or funding support     

• Develop current Employee Assistance Scheme, with 
approved providers and develop guidelines for use     

• Develop a recruitment and retention strategy to ensure 
adequate resourcing of Council operations     

• Implement career tracking to maintain contact with former 
employees     

• Explore options for developing an equal opportunity and 
affirmative action employment program for Council     

Recruitment 
and Retention 
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Summary of actions 
Strategy Action Year 1 Year 2 Year 3 Year 4 

Career Planning 

• Retain organisational knowledge through staged retirement and 
mentoring and implement strategies as appropriate     

• Review options for  increasing participation of young people in 
the workforce - including  traineeships and incentive schemes      

Performance 
Management  

• Review performance management systems, including other 
councils, following finalisation of new corporate structure     

• Introduce performance management plans for senior staff, with 
direct links to the Delivery Program and Operational Plan     

• Develop a performance management system for the 
organisation, based on revised position descriptions   

    

• Introduce 360 degree review processes for Managers and 
Directors     

• Incorporate career planning requirements in the review of 
Council’s performance management system     

• Incorporate corporate values into the performance 
management system     

• Implement training programs to strengthen skill sets in supervision, 
governance and performance management     

• Provide links between monitoring and reporting regimes and the 
corporate performance management system     
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