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INTRODUCTION
The Shire of Gnowangerup Workforce Plan 2020 demonstrates
our commitment to building the capacity of our workforce to
maintain a highly skilled and experienced team to deliver our
strategic outcomes, as detailed in the Corporate Business Plan
2017-2021. We are a small regional council with limited staff
resources, but we are passionate about what we do and the
sustainability of our community.
Our strategic workforce objective is to attract and retain a talented
and diverse workforce, ensuring we implement strategies that
build our organisational capacity and capability to support the
community.
Our guiding principles include the following:
Build and maintain a culture of high performance living the Shire’s
values and demonstrating that the Shire is a great place to work;
Create the “right mix” (right skills, right time, right place) to
respond effectively and efficiently to planned or unplanned
change;
Actively manage the recruitment of new employees and the ongoing development and retention of existing employees;

Optimise the potential of employees through effective performance
management and professional development;
Educate the local community on the range of activities undertaken
by the council and key job requirements to promote local
employment;
Develop flexible and adaptable recruitment strategies to give
local people the best opportunity to demonstrate they meet the
position requirements;
Support and encourage managers and supervisors to mentor and
develop their staff to be highly competitive candidates for future
job opportunities.

Why do we have a Workforce Plan?

Workforce Planning is about forecasting future labour market
needs and is also useful for: identifying any staffing issues,
managing risk and minimising crisis, containing workforce
costs e.g., absenteeism, turnover, developing workforce skills,
and ensuring adequate service delivery in the future.

Align the workforce profile with the Shire’s quarterly and annual
planning;
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PART 1: OUR COMMUNITIES
VISION AND KEY GOALS
The Shire of Gnowangerup is located in the
Great Southern region of Western Australia,
covers 4,268 sq km’s and includes the towns
of Borden, Ongerup, and Gnowangerup. The
Shire is approximately 354 kilometers from
Perth and 140 kilometers from Albany. It is a
prosperous grain and sheep producing area.
The Shire exists in a landscape that is
constantly changing with a gradual population
decrease across the Shire and in each of the
key towns mainly due to the key factors that
impact on many regional agricultural centres1:
“Efficiencies
are

and

technological

innovation

generating higher levels of agricultural production
using less labour. This is driving a long-term trend of
lower employment in agricultural regions. There is
also a pattern of consolidation from smaller towns
to larger regional centres, which affects the social
fabric of these communities”.
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Figure 1: Source: 2016 Australian Bureau Census Data

The planning and consultation work that has been undertaken in the Shire
recognises these challenges and is focused on building:
“A progressive inclusive and prosperous community built on opportunity”.

Australian Government Productivity Review December 2017, Transitioning Regional Economies, Study Report Overview and recommendations.
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The Shire of Gnowangerup Corporate Business Plan 2017-2021 established to achieve this vision focuses on six key themes.
Key Themes

Sustainable
Business
Growth

The Natural
Environment

Our
Community

Regional
Collaboration

Environmental
Resilience

Cultural
Development

Business
Capacity

Community
Involvement

Community
Spirit

Accessible
Environments

A Sustainable
and Capable
Council

Effective
Representation
- Active
Democracy
Corporate
capacity
Strong
Leadership

Financial
Sustainability

Alternative
revenue
streams
Smart and
effective
ﬁnancial
management

Quality Build

Creative
quality town
planning and
asset/
infrastructure
management

Effective
stakeholder
negotiations

Key Success Factors
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Strategic Planning Framework and Workforce Planning

Vision

Strategic
Community
Plan
Long Term Financial Plan
Asset Management Plans
Workforce Plan
Issue or Area Speciﬁc Plans

10+ Years

Strategic
Review

Corporate
Business
Plan
4 Years
Annual
Report

1 Year

Annual
Budget

1/4ly
Reports

Strategic
Workshop
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Plan
Discussion
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KEY CHALLENGES
A shortage of serviced industrial land, housing, digital infrastructure,
appropriately skilled staff, an aging population and workforce and
budget limitations are all factors that impact on the district’s goals
and the Shire’s workforce. The Shire’s workforce has been
restructured to meet changing needs over the past five years
with FTE decreasing from:

These figures do not include the external contractors (6 in
2020) who have remained the same over the past three years
and provide the Shire with skills not available in the district on
a flexible and cost-effective basis. On a positive note, staff
turnover at the Shire has decreased over the past three year

• 42 staff in 2014/15;
• 40 in 2015/16;
• 34 in 2016/17;
• 31 in 2020.

REVIEW OF ORGANISATION STRUCTURE
As part of 2020 review of the Shire of Gnowangerup Workforce Plan, senior management considered the current organisation
structure and determined that three (3) revisions were required.
Firstly, the creation of a new fulltime Asset Management Officer position, to assist with building and other asset maintenance in
accordance with our Asset Management Plan.
Secondly, the existing casual Records Administration role to become fulltime Records and Research Officer, in order to achieve
ongoing compliance with records management (including the medical centre records) and provide research capability. Both positions
to commence in May 2020. For the remainder of FY20, these positions will be funded by savings from vacant positions.
Thirdly a (currently vacant) Plant Operator role will not be filled for 2020/21, to fund the Asset Management Officer role with a
review to be undertaken in 2021.
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PROPOSED STRUCTURE
SHIRE OF GNOWANGERUP
ORGANISATION CHART

Community

Executive Assistant (1)

Town Planner

Council

Asset & Waste
Management Coordinator

Drainage &
Maintenance
Leading Hand

Technical
Officer/General Hand
(1)

Ranger
Contract

Manager of Works (1)

Chief Executive
Officer (1)

(1)

Facilities Officer
(Casual)

(Casual)

Ongerup
Gardener/
Plant
Operator (1)

Works Admin
Assistant
(1)

(1)

Mechanic
(1)

Construction
Leading
Hand

Gardener
Contract

(1)

Drainage & Maintenance
Crew

Asset
Maintenance
Officer
TBC (1)

Construction Crew

(4)

(6)

Deputy Chief
Executive Officer
(1)

Community Devleopment
Coordinator
Swimming Pool
Manager

(1)

Corporate Support
Officer
(0.79)

Finance Consultant
Contract

Senior Finance
Officer
(1)

Records &
Research
Administration
Officer
TBC (1)

Environmental
Health Officer

Building
Surveyor

(0.26)

(0.29)

(1)

Customer Service
Officer
(1)

Lifeguard
(0.42)

Coordinator of Library
Services
(0.58)

Finance Officer

Cleaner

(1)

(0.32)

Ongerup
Cleaner
(Casual)

Casual Library
Officer
(Casual)
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PART 2: WHO WE CONSULTED
AND OUR APPROACH
In 2017, the Shire undertook a limited, yet very informative, consultation process with key stakeholders listed below to help inform this
workforce plan2. The goal was to:
• Confirm what each group considered “the most critical issue” that needed to be addressed in the Corporate Business Plan 2017-2021
to help focus the workforce priorities?
• Acknowledging the limited resources of the Shire, how can the Shire staff help the community build on the success of their current
community development projects?
• How can the Shire increase the recruitment of competitive local applicants?
• Establish the future career goals of staff and their development needs.

Councillors

Feedback
Session with
Council

2

Senior Staff

Individual
Interviews

Key
Organisations
in the Great
Southern

South West
Development
Commission
City of Albany

Community
Representatives

Six Representative
Local Community
Members across
the District

All Council
Staff

Undertook a
Workforce
Needs Analysis
Survey

This consultation process was undertaken within the context of the broader Community Consultation Planning process 2017-2027
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PART 3: OUR KEY
WORKFORCE CHALLENGES
For our workforce, we see our key challenges as being able to:
• implement practical workforce strategies and embed them ‘into the way we work and plan’;
• attract and retain a diverse workforce with the skills and experience to meet position requirements;
• meet staff development needs with a limited budget and staffing profile;
• embrace digital innovation and technology;
• develop and equip staff to be mentors and coaches to develop transferable skills and experience within the workforce;
• adopt flexible and targeted strategies to employ locally, where possible to reduce costs, staff turnover and build on local knowledge
and support;
• build a positive and high performing culture that supports lifelong learning and development to promote an agile and responsive
workforce to the changing environment.
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PART 4: OUR PROFILE
Gender

Quick Snapshot 2020
35 Total Head Count
31 FTE
24 Full time staff

[] (13)

6 Part Time
5 Casual
50 Average age

37%

Female
Male

[] (22)

63%

4 Eligible to retire
67 Average age:
retirement eligibility

Job Level LGA

Level 2
Level 3

[] (1) [] (1)

Level 4
Level 5

[] (10)

Level 6
[] (11)

Level 7
Level 8
Level 9
Level 10

[] (2)

Level 11
[] (7)
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Tenure

Age Grouping

14.81%

14.81%

7.41%
(2)

(4)

(4)

7.41%

Less than 6 months

11.11%

6 months - Under 1 year

(3)

Over 1 year - Under 2 years
Over 2 years - Under 5 years
Over 5 years - Under 10 years

25 -35
29.63% (8)

(2)

22.22%

55-65
25.93% (7)

(6)

36-44
14.81% (4)

10 years plus

37.04%

45-54
18.52% (5)

(10)

Qualifications
14.81%

Workforce Diversity
3.70%
(1)

(4)

ATSI
16%

Did Not Complete Year 10
Completed Year 12 or Equivalent
(HSC/Leaving Certiﬁcate)

7.41%
(2)

37.04%

Vocational Qualiﬁcation

(10)

Undergraduate Diploma
Bachelor Degree
Completed Year 10

7.41%

DIVERSITY

(2)

DISABILITY
3%

NESB
0%

29.63%
(8)
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PART 5: RESULTS
WORKFORCE
SURVEY: 27 STAFF
RESPONSES
ATTRACTING AND
RECRUITING STAFF

Positions most difficult to recruit qualiﬁed and
experienced applicants

Why are positions difﬁcult to ﬁll?

Staff suggestions

Develop and train local people
Senior staff
Pool lifeguard
Pool manager
Grader operator
Rates ofﬁcer
Plant operators (experience in plant
operations and road construction)

We can match salary. It is often about available
housing and whether the partner can ﬁnd a job

More leadership from the top

Money and housing are the biggest problem

Offer appropriate housing

We are competing with the city and the
mining Industry
Not enough staff available to supervise
trainee/apprentices
Only part-time contract roles on offer.

Pay higher for experience
Make it more attractive for workers with
young families to move to this area
Give existing staff exposure and training for
other areas within the Shire
Develop a clear strategy on whether Council
wants to invest in training locals or providing
housing options
Make sure workload is managed and
appropriate
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OUR TRAINING AND DEVELOPMENT NEEDS
Short Term Career Goals

Long Term Career Goals

16%

Stay in Current Position

24%

8%

Undertake Development in Shire

Happy in Current Position
Progressing My Career in
Local Government

56%

Apply for Other Shire Roles
I will be Retiring

16%

Retirement

16%

28%

44%

Not Sure

16.67%
(2)

% of Staff Receiving Annual
Performance Reviews
83.33
(10)

Yes
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TRAINING PRIORITIES IDENTIFIED BY
MANAGERS/SUPERVISORS
High Priority Training Required
for
Managers/Supervisors

High Priority Training Required for Staff

30%

Team Building

Customer Service

50%

Managing Performance

Cultural Awareness

40%

Managing Budgets

Effective Communication

10%

Managing Others

Industry Regulation

20%

Strategic Planning

Local Government

20%

Local Government

Plant Operation

20%

Time Management

Professional Accreditation

20%

Delegation

Fire & Emergency

20%

Project Management

Supervision/Management

10%

Report Writing

Shire Induction

30%

Implementing Change

30%

Other - BD Plan

0%

100%
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50.00%

25.00%

25.00%

75.00%

25.00%

87.50%

12.50%

80.00%

20.00%

71.43%

14.29%

75.00%

25.00%

33.33%

33.33%

14.29%

14.29%

33.33%

57.14%
62.50%

28.57%
25.00%

71.43%

14.29%

12.50%
14.29%

0%

100%

High Priority

Medium Priority

Low Priority
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TRAINING PRIORITIES IDENTIFIED BY STAFF
ALL NON-MANAGEMENT/SUPERVISORY STAFF
Strategy & Governance Services

Induction
62.96%

Yes, Within Last 5 Years

Governance

18.52%

Yes, Greater Than 5 Years

Planning

7.41%

Yes, Would Like an Update

Management

14.81%

No

Effective
Communication

0%

100%

37.50%
50.00%

28.57%

Cross Cultural
Awareness

55.56%

44.44%

Effective
Decision Making

Yes - Initial Training
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50.00%

Budget &
FN Management
100%

33.33%

71.43%

80.00%

Effective
Negotiation

Yes - Refresher

66.67%

83.33%

44.44%

40.00%

50.00%

Economic/BD

55.56%

0%

71.43%

50.00%

Procurement

Aboriginal
Heritage & NT

60.00%

80.00%

Working
with Council

Cultural Development Training

50.00%

20.00%

Making
Presentations

Cultural Protocols

62.50%

55.56%

28.57%
16.67%
20.00%
50.00%
44.44%

0%

100%
Yes - Initial

Yes - Refresher
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Financial Services Training
Payroll

Community Services Training
Community
Consultation

100.00%

Research &
Evaluation

Rates
33.33%

Cemeter
y
Administration

100.00%

66.67%

33.33%

66.67%

Procurement
66.67%

Debt Collection

33.33%

33.33%

Debtors and
Creditors

Grants Writing
& Management

66.67%
100.00%

Bank
Reconciliation

50.00%

Financial
Reporting

50.00%

40.00%

60.00%

Fire Brigade
and SES...

50.00%

50.00%

General
Finances

50.00%

50.00%

Basic
Bookkeeping

33.33%

General Leger
Balancing

100.00%
66.67%

Strategic
Partnership

100.00%

Heritage
proj/plan

100.00%

Promotion &
Marketing

100.00%

Recreation
plan/mgmt

75.00%

Events
Management
40.00%

Asset
Management

100.00%

25.00%
100.00%

Budget
Management

66.67%

33.33%

60.00%
66.67%

33.33%

0%

ATO-BAS
and FBT

50.00%

50.00%

Budget
Preparation

50.00%

50.00%

Department of
Transport...

100%
Yes - Initial Training

Yes - Refresher

100.00%
0%

100%
Yes - Initial Training

Yes - Refresher
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Asset and Waste Management Training
Processes &
Operations

50.00%

Computer and/or Systems Training
Calendar

50.00%

Waste
Management

100%

Email

Works Programs
& Operations

100%

Excel & Excel
Integration

Developing &
Implementing

100%

Asset Mgt
Software

Making
Presentations

100%

Powerpoint

OHS

100%

Word

Budget
Management

100%

Synergysoft

0%

100%
Yes - Initial Training

Yes - Refresher
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25.00%

75.00%
100%
50.00%

66.67%
50.00%

100%
57.14%
60.00%
40.00%

33.33%
42.86%
40.00%
60.00%

0%

100%
Yes - Initial Training

Yes - Refresher
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Infrastructure Services (Maintenance, Drainage & Construction) Training
Quality Control

100.00%

Assess Hazards

OHS Act

100.00%

Procurement &
Inventory

100.00%

Customer
Service

100.00%

Minor Welding
& Repairs

100.00%

Community
Knowledge

33.33%

66.67%

Current
Worksafe Card

100.00%

Current First
Aid Certiﬁcate

40.00%

Operation and
Maintenance
Labouring &
Plant Operation
Knowledge of
Engineering

33.33%
50.00%

Risk
Management

50.00%

50.00%
100.00%

50.00%

Budget
Management

100.00%
66.67%

50.00%
25.00%

100.00%
0%

33.33%

0%

66.67%

50.00%

Asset
Management

66.67%

66.67%

Materials
Control

Implementation,
Work Program

60.00%

33.33%

33.33%

100%
Yes - Initial Training

Yes - Refresher

100%
Yes - Initial Training

Yes - Refresher
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Induction Training
Organisational
Structure

66.67%

Overview of
Job Description

33.33%

25.00%

Performance
Appraisal

Procurement &
Inventory

Workplace
Standards

50.00%

50.00%

Risk
Management

General
Welfare...

50.00%

50.00%

Implementation,
Work Program

Security &
Conﬁdentiality
Performance
Expectations

25.00%

42.86%
90.00%

10.00%

50.00%

30.00%

20.00%

100.00%

Asset
Management

100.00%

10.00%

50.00%

57.14%

Materials
Control

75.00%

30.00%

50.00%

Minor Welding
& Repairs

50.00%

25.00%

60.00%

Assess Hazards

75.00%
50.00%

Time Keeping
Requirements

Preferred Method of Training/Learning

75.00%

25.00%

0%

75.00%

100%
Most Preferred

Employment
Conditions

50.00%

50.00%

EEO policy &
Management Plan

50.00%

50.00%

Ethics &
Accountability

50.00%

50.00%

IT Systems
Overview

50.00%

50.00%

Safety
Procedures

50.00%

50.00%

0%

Least Preferred

Never Tried but Willing to Try

100%
Yes - Initial Training

Yes - Refresher
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Key Factors that Influence you to register for a Training
Program
Team/Work
Goals

65.00%

Location
Facilitator/
Presenter

20.00%

35.29%
15.79%

Length of
Program

35.00%

Cost

36.84%

Promotion &
Opportunities

15.00%

52.94%
42.11%

Barriers to Attending Training and Development
Activities

11.76%
42.11%

35.00%

30.00%

26.32%

55.00%

36.84%
20.00%

25.00%

0%

100%
Highly
Inﬂuential

Somewhat
Inﬂuential

44.44%

Timing

55.56%

Workload

25.93%

Location

14.81%

Availability

33.33%

Budget

11.11%

Relevance

22.22%

Not
Inﬂuential

No Perceived Barriers

11.11%

Other

0%

29.63%

100%

29.63%

(8)

(8)
Yes

Staff Interested in Delivering
Training/Information Sessions on
their Area of Expertise

Yes, but I Require Some
Presentation Skills Training
No

40.74%
(11)
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PART 6: STRATEGIC CONTEXT
This Workforce plan has been developed to support the strategic
goals outlined in the Gnowangerup Corporate Business Plan
2017-2021 within the broader context of:

balancing community expectations and the allocation of
resources, which is not always practicable due to the different
population numbers in each town;

workforce resources are planned within the next three years
to deliver business plan outcomes;

building community collaboration across the district to work
together to maintain and build the economic viability of the
district;

The Great Southern Regional Blue Print to 2040 and Royalties
for Regions funding opportunities are currently under review;
the population of the district has been declining over the past
few years;
there are no significant regional initiatives known at this
stage that will reverse this trend;
technology and communication capacity challenges necessary
for business to thrive within the district as well a lack of funding
and funding sources for major infrastructure projects to facilitate
building projects; and
the supply of suitable housing is another key challenge.
However, the key focus of the Shire going forward is to work
toward;
building the sustainability of the towns (Gnowangerup, Borden
and Ongerup);
bringing the three communities to work together to maximise
outcomes;

SHIRE OF GNOWANGERUP WORKFORCE PLAN

support the many capable people and groups across the district
initiating, implementing and managing some key projects on a
voluntary basis.
Within this context the Shire of Gnowangerup;
was acknowledged in 2017 by The Department of Local
Government, Sport and Cultural Industries Better Practice
Review. The review found that “the Shire is an organisation
that functions well and displays various strengths and good
practice across a range of operations and in particular in the
areas of customer service, financial and asset management
and community engagement”;
was recommended by the Department of Local Government,
Sport and Cultural Industries to participate on a panel on
Long Term Financial Plan Best Practices at the 2018 Local
Government Professionals WA Finance Professionals
Conference;
has responded to changing circumstances by restructuring the
existing workforce for maximum efficiencies and building a
strong team. The key focus moving forward will be building
capacity and up-skilling existing staff through mentoring and
training and succession planning.
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PART 7: STAKEHOLDER FEEDBACK
Most stakeholders enthusiastically provided a broad range of feedback, which has been provided to the Shire however, the key points that
will help the Shire focus the Workforce Plan are listed below.

Councillors
1. The most critical issue that needs
to be addressed in the Corporate
Business Plan 2017-2021 to help
focus the workforce priorities?

Facilitation of sustainable business growth and better community relations between the
three towns of Gnowangerup, Borden and Ongerup. This includes providing quality
services/facilities to support business (land availability and services,
telecommunications, shopping local, maintaining health services, developing
accommodation options and maintaining roads.

2. Acknowledging the limited
resources of the Shire, how can the
Shire staff help the community build
on the success of their current
community development projects?

Fully engage with the community and where possible employ appropriately
qualiﬁed and experienced local people to build the capacity of the community
to undertake projects. There needs to be strong community engagement skills
within the Shire.

3. How can the Shire increase the
recruitment of competitive local
applicants?

SHIRE OF GNOWANGERUP WORKFORCE PLAN

Enhanced communication with the community, promote the shires successes,
encourage greater Council participation across the district.
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Community Stakeholders
1. The most critical issue” that needs to be
addressed in the Corporate Business Plan
2017-2021 to help focus the workforce
priorities?

Keep businesses alive to build the sustainability of
the district.
Improve roads and focus on the traditional services
rates, roads and rubbish.
Facilitate were possible better telecommunications, industrial land availability and services
(power and water), housing projects, and the
creation of enhanced streetscapes in each town.
Develop a specialty for each town and share
resources more fairly.
Bring the towns together to share resources-keep
trying new ideas.

2. Acknowledging the limited resources of the
Shire, how can the Shire staff help the
community build on the success of their
current community development projects?

3. How can the Shire increase the recruitment
of competitive local applicants?

Develop a list of key community groups in the
district to ﬁnd out what they are planning to do
during the year re community development
projects and establish a peak group to liaise with
and establish the key skills and experience within
these groups to support each other.

The person ﬁlling the community engagement /
development position needs to live locally. Change
hours so not full time to attract a local e.g. job
share; school hours or work from home.

Put the Shire works timetable for the year on the
web so that community groups running events
know when standard Shire maintenance will be
undertaken e.g. lawns, gardening and road
maintenance in each town etc.

Hold information sessions re employment
opportunities and consult key community groups
to help sell the message and increase
engagement.

Mentor a new graduate from the district who has
great skills.

Provide easily accessible information on what each
person in the Shire does so people know who to
consult.
Improve communication with the community - put
the quarterly operational plan reports to Council
(very conspicuously) on the Web and link to Face
Book.
The towns need to work together.
Bring community groups together to maintain a
few buildings that the Shire supports so they can
be sold off to provide more resources for other
community development projects.
Actively support community groups by not
presenting roadblocks, rather adopting an
approach of how we can overcome issues.

SHIRE OF GNOWANGERUP WORKFORCE PLAN
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PART 8: OUR WORKFORCE PRIORITIES
AND STRATEGIES FOR 2017 TO 2021
Our team focus is built on four key themes to support the Shire’s Corporate Goals.

What success
looks like

Goals

Our workforce:

1

understand and demonstrate the
Shire’s values and key goals

Foster a culture of
high performance
that demonstrates
the Shire is a great
place to work

the Shire is known as a great
place to work across the district
and region
employee engagement is highstaff are heard and valued; there
is a good work life balance; a
strong workplace camaraderie
and support; and they are given
the opportunity to develop.
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Actions

Implement workforce
initiatives to:
determine the key behaviours
required to demonstrate the
Shires values and clearly
articulate and reinforce to all
staff, align to recruitment,
induction and performance
discussions/reviews
ensure all staff have a
development plan each year.

How we will
measure and
report on success
Measures will include:
staff performance is rated in
feedback and reviews aligned to
the organisational strategic goals
level of job satisfaction – staff
survey results
no. of suitably qualified staff
attracted and employed by the Shire
staff turnover rate
feedback from managers /
supervisors and staff on the
effectiveness of development
plans.
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Goals

What success
looks like
Our workforce:

2
A Shire with great
talent - employing
the right people, in
the right place and
the right time with
the right skills.

promote and demonstrate the
benefits of working for the Shire
in the way they act, talk and
engage with the community and
the high -quality outcomes they
produce
is highly skilled, agile and
responsive to changing workplace
priorities
is committed to continuous
learning and actively engages in
activities that build both personal
and professional capability
harnesses ideas generated
through an inclusive, diverse and
a multi- generational workforce
shares expertise and knowledge
in the workplace
is keen to participate in
community engagement activities
is comprised of a range of highly
skilled and qualified local
staff.
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Actions

Implement workforce initiatives to:

How we will
measure and
report on success
Measures will include:

regularly review the operational plan and
align it with workforce capacity

number of local applicants that
apply for positions

work with community representatives to
identify ways to attract local applicants

number of suitably qualified
and experienced local applicants
and employees

trial the engagement of independent local or
regional representatives on selection panels
conduct community information sessions to
inform and encourage suitably skilled and
qualified applicants to apply for positions
promote the achievements of the Shire
through Facebook and other mediums
promote the Shire in the Region as a great
way for new graduates to start a career in
local government (LG) and work with other
regional LGs to develop a program to share
resources and build their capacity
encourage and facilitate staff to provide
information and presentations on the work
they do to other staff and to community
groups

number of community members
who attend information sessions
and their level of satisfaction with
the event
feedback from the community
through social media on the
ease of access to relevant Shire/
Council information and the
greater transparency
number of staff making
presentations and mentoring
others, feedback obtained.

engage staff across the Shire in community
development activities.
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What success
looks like

Goals

We:

3
A sustainable
workplace with welldeveloped succession
planning

Actions

Develop and implement:

have a diverse multigenerational workforce with
broad transferable skills

provide easy community access to the
quarterly Operational Plan up-dates to
Council and encourage feedback

expect managers and
supervisors to build the
capacity of their staff to be
competitive for internal
promotions or sideways
appointments

a recruitment strategy that focuses on
employing a multi general workforce offering
flexible employment options

encourage all staff toseek
opportunities to build their
computer skills and
experience
expect workforce silos to be
minimised, as all staff
understand the role of other
departments and have the
opportunity to build
relationships through project
collaboration and regular
interactions

a mentoring program with emphasis on those
staff that want to further their careers
provide the opportunity for all staff to work
across the organisation within the first
weeks of their employment
focus on creating a “tech savvy’ workforce that
embraces technology
develop an up-to-date training calendar based
on key job requirements and staff
feedback
undertake staff exit interviews and act on
feedback
undertake a skills audit/matrix review
as part of the performance review

How we will
measure and
report on success
Measures will include:
workforce planning
initiatives completed
multi-generational staff
employed into vacant
positions
number of internal applicants
that are selected for
advertised vacancies through
merit-based selection
processes
number of critical roles with a
succession plan in place
number of staff who complete
training and/or mentoring
programs
number of staff who are
skilled in their role and/or to
be able to relieve their
manager/supervisor.

monitor key workforce data inc. cost of
recruitment, retention and satisfaction of
new recruits, establish a skills matrix for
new staff and record all future training
and development activities.
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What success
looks like

Goals

Our Managers & Supervisors:

4
Our leaders are of the
highest quality and
they inspire, motivate
and are accountable
to achieve outcomes

are strong role models for the
Shire
are authentic, accessible
and champions of two-way
communication and
collaboration
make evidence-based decisions
and drive performance ensuring
all employees embrace shared
responsibility for delivering
results
are open and transparent in
their decision making and are
accountable for their actions

Actions

Develop and implement:
mentor and support managers
and supervisors to conduct
meaningful and regular
performance reviews to build the
capacity of staff and hold them to
account
staff receive training and
development to enable
progression to first
management/supervisory role
and on-going training to keep upto-date with modern practices.

How we will
measure and
report on success
Measures will include:
% of staff that indicate
satisfaction with the
organisational leadership
% of managers & supervisors that
consistently perform to a high
standard as indicated through
their performance review, act on
any areas for development
Achievement of strategic
organisational goals.

understand and demonstrate
high-level
leadership
and
management practices.
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PART 9: MONITORING AND REPORTING
In developing this Workforce Plan, the Shire was very mindful
of the need to:
continually review and refine this plan going forward so this is
not a static document;
keep this plan as practical as possible as the Shire only has
limited financial and human resources;
keep monitoring and reporting on the key measures that will
make a difference in a small Shire.
The key monitoring and reporting strategies that will support
this plan include the following;
regular discussions to review and up-date the operational
plan to align it with workforce capacity quarterly at the
strategic workshop conducted with senior staff prior to
providing an-up- date to the Council meeting;
monitor and discuss key workforce risks and plan mitigating
strategies;
develop a training needs matrix and up-date every quarter to
monitor key workforce data and the skills and experience of
new and existing staff.
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Address: 28 Yougenup Road Gnowangerup WA 6335
Email: gnpshire@gnowangerup.wa.gov.au
Phone: (08) 9827 1007 Fax: (08) 9827 1377

