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Integrated Planning and Reporting
The Integrated Planning and Reporting framework allows councils to build plans of appropriate size,
scale and content for their communities. As each community in NSW is different, each council’s
Community Strategic Plan will be different. The most important thing is that the Community
Strategic Plan, and the implementation structures that support it, are fit for purpose and
appropriate to their communities.
The role of the Division of Local Government (DLG), Department of Premier and Cabinet in the
planning process is to build the framework, provide guidance and assistance to councils in
implementing it, and check that it is working. Each council’s role is to use the planning process
creatively, for the benefit of their community.
Apart from providing a clear picture for the future, the planning process can also help councils to
better connect with their communities to gain a more detailed understanding of their area and its
regional context. The process can also provide opportunities for councils to streamline their
operations.
Key roles and responsibilities
The success of the planning process relies on the commitment of the mayor and the general
manager as well as all councillors. Without strong support and commitment, the council will find it
difficult to develop and implement a meaningful plan.
The Mayor, as spokesperson for the council, is the public face of the planning process. The mayor is
responsible for explaining the purpose of the Community Strategic Plan to the community and
encouraging public support for the planning process. The ability of the mayor and the councillors to
capture a vision for the community’s future and inspire others to participate in that future, will be
fundamental to the success of the project. It is important that all councillors support this aim and
are fully committed to the value of the project.
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Integrated Planning and Reporting
The Integrated Planning and Reporting process establishes a set of plans to outline the long terms
vision for the future of our community. This plan is developed in conjunction with the Community
and the many different stakeholders who are part of the community.
Plans include

• The Community Strategic Plan- covers the next 10 years and identifies our key objectives and
strategies. This plan operates from 2017 to 2027.
• Our four (4) year Delivery Program- establishes rolling strategies which outlines how the Council
will deliver the outcomes proposed in the Community Strategic Plan.
• Annual Operational Plan- Outlines Bourke Shire Council’s budget for the year ahead.

This diagram shows the relationship between the
Community Strategic Plan and the other planning
documents that result from the plan. The
Community Strategic Plan is informed by State,
Regional and Federal plans while the resource
strategy includes documents such as the long
term financial plan, asset management plan and
workforce plan. The disability inclusion action
plan sits alongside these documents to inform
Council of improved disability inclusion.
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Linking Community Outcomes to Action
The Community Strategic Plan embodies
the long- term vision for the community
developed by the community.
The Community Strategic Plan identifies
five (5) key areas:
1.
2.
3.
4.

Environmental Sustainability
Vibrant and liveable community
Economic Prosperity
Governance
and
organisational
performance
5. Our infrastructure
On which our plans, visions and objectives
are built.
The four key areas focus on the quadruple
bottom line of:
•
•
•
•

Environment
Social
Governance
Economics

Community
Strategic Plan

• Long term community plan

• Actions over four years
Delivery Plan

Operational
Plan

• Actions this year
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Bourke Shire Council
Vision- What we want
future community to be

our

Bourke Shire will continue to grow as an
iconic, outback, regional community and
destination, which is united and
productive, thriving on practical access to
all modern services
Mission Statement- Our primary
purpose and focus
To provide leadership and initiative in
maintaining and improving services and
opportunities that meet the needs of the
communities in the Shire, through
proactive Councillor representation,
responsible asset management and
efficient, effective service delivery by staff.
Guiding principle
Building a strong united community, proud
of our past and committed to our future.
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Overview

Region Overview
Bourke Shire is located in North
Western NSW and covers an
area
of
43,116
square
kilometres. The town of Bourke
is located on the banks of the
Darling River and is the
intersection of three significant
cross country transport routes the Kidman Way, Mitchell
Highway and Kamilaroi Highway.
The shire is considered a
gateway into south west
Queensland and the far west of
New South Wales and is home to
many small villages including;
Byrock, Enngonia, Fords Bridge,
Wanaaring and Louth.
Historically, the town was a vital link for agriculture in the west and larger cities to the east.
Traditionally a wool growing area, Bourke was the biggest wool railhead in the world. The Shire’s
main agricultural products now include cotton, cattle production, irrigated wheat, wool, wild
goat and the wool and sheap meat industry. Employment in both the Government and Non
Government sector also continues to be strong now employing more people that the Agricultural
sector.
Tourism is a growing industry in the region due to the area’s natural beauty and the presence of
seasonal travellers.
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..Region Overview
Bourke, and the surrounding area is rich in Indigenous cultural history. Traditionally country of
the Ngemba people, Bourke is now home to around 21 different recognised Indigenous
language groups. Many of Bourke’s Indigenous peoples are Wangkumra people from the
Tibooburra region, but also include those from the Murrawarri, Barkanji and Yandruwandha
Nations to name a few.

Bourke Shire Council provides leadership in maintaining and improving services and
opportunities that meet the needs of the local community. Council’s vision is for Bourke Shire to
grow as an iconic, outback, regional community and destination, which is united, thriving and
productive.
Bourke Shire is within an area known as the Orana region (Orana meaning ‘welcome’ in
Wiradjuri), which stretches across the Central West and Western Region of New South Wales
(NSW). The Orana region is the largest and most diverse region in the State and covers a quarter
of NSW.
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Snapshot
Industry Sector
Demographics
Estimated Resident Population
Share of population of working age population (15-64 years)
Projected Population
Projected share of population of working age population (15-64 years)
Median Person Income (Weekly)
Median Household Income (Weekly)
Employment
Number of people who work in the region
Largest employing industry
Average unemployment rate
Growth in labour force
Economic output
Gross Regional Product
Output
Value-added
Housing
Dwellings approved (number)
Building approvals (value)
Median weekly rent - three bedroom house
Median sales price
Business Activity
Count of businesses
Industry with largest number of businesses operating
Tourism
Economic contribution of tourism
Proportion of local jobs attributable to tourism

Period

Value

June 2015
2011
2036
2036
2011
2011

2,876
63.3%
3,100
54.8%
$630
$1,099

2011
2011
Jan-Sep 2016
2014-Sept 2016

1,119
Agriculture, Forestry & Fishing
8.9%
4.3%

2015
2015
2015

$171.66M
$298.67M
$156.30

2015-16
2015-16
June 2016
2016

3
$1.52M
$220
$120,000

June 2016
June 2016

436
Agriculture, Forestry & Fishing

2015
2015

$14.72M
5.40%
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Bourke Shire Council
Key Statistics
Population:
2011)
Area:
Address:

2868 (September
43,116 sq km
PO Box 21
29 Mitchell Street
Bourke NSW 2840

Phone:
Fax:
Email:

02 68308000
02 68723030
bourkeshire@bourke.nsw.gov.au

Web:

www.bourke.nsw.gov.au

2012
Employees:
Employee costs:
Salaries & Wages:
Revenue:

2017
88
$6.145 M
$4.357 M
$21.085 M

Employees:
Employee costs:
Salaries & Wages:
Revenue:

86
$7,407 M
$4,778 M
$21.055 M
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Workforce Planning
Workforce planning is a continual process designed to match the organisation’s
requirements with its current and future objectives. In developing an integrated strategic
plan, Council is required to analyse its current workforce capacity and identify where it
needs to reshape and restructure, to meet the community goals.
It is critical that all levels of government manage the generational change taking place in
the workforce over the next 10 years: ie labour market supply and demand factors; work
and family considerations; and equity and diversity issues.
In simple terms a workforce plan should strategise to have the right people in the right
positions with the right skills. Where there are skills or demand gaps evident, the
workforce plan aims to identify what strategies and actions will be needed to address
these.
This strategy intends to provide Council with the people best able to inform its strategic
direction, develop innovative approaches to complex issues and deliver appropriate
services consistently, effectively and efficiently.
An analysis of Council’s Delivery Program is required in order to guide the Workforce Plan.
The process required in developing a workforce strategy involves:-
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Workforce Planning
Scoping the Development of Council’s Workforce Strategy
Process: Workforce planning will incorporate a whole of Council strategy of at least four
years’ duration and aim to provide the workforce needed to deliver Council’s Delivery
Program and will include:•
•
•
•

An analysis of the Delivery Program
Details of how key stakeholders are going to be engaged throughout the process
Key performance indicators and timetables
Review of the strategy

Analysing the current workforce and identify gaps
Process: Council’s strengths and weaknesses will be identified in relation to:• How well service needs are currently being met
• Whether corporate objective are met by the current workforce structure
• Logistical considerations such as matching appropriate staff numbers and skills in
different areas of Council operations
Forecasting Workforce requirements and identify gaps
Process: The development of an appropriate workforce operational structure identifying
the skills required to meet the Delivery Program, considering emerging technologies.
A review of Council’s EEO Management Plan and future demand / supply gap in terms of
Council’s workforce including the resources Council will need to develop, monitor and
maintain partnerships where parts of Council’s Community Strategic Plan will be delivered
by partners other than Council.
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Workforce Planning
Developing strategies to help fill
identified gaps
Process: Engage with staff in the development
of strategies and Key Performance Indicators
(KPIs) to fill workforce gaps to ensure their
effectiveness. Consider apprenticeships and
traineeships to fill supply and demand gaps
and work with Regional Organisations of
Councils where they operate in the same
labour market
Implementing Council’s Workforce
strategy
Process: ensure clear responsibilities and
communication strategies are in place
Monitoring and evaluating
Council’s Workforce strategy
Process: Measure the effectiveness of the
strategy at determined intervals, considering
the success or otherwise of strategies and KPIs
and incorporate recommendations into the
workforce planning cycle.
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Workforce Planning- The right structure
Workforce Structure
Council has an obligation to review its workforce structure as part of the Integrated
Planning and Reporting legislation.
Council will need to consider an organisation structure that will deliver future
outcomes; and define the formal system of reporting and communicating between
employees throughout the organisation.
An important management responsibility is to design and implement the strategic
organisational format best suited to the demands of its market place, customers and
business model. As such, organisational design is one of the most powerful business
strategic tools.
In developing an organisation structure consideration needs to be given to Council’s
capabilities, flexibility, responsiveness and ability to manage service and delivery
requirements.
Historically Council utilised a Hierarchical Structure, but following staff changes in 2007,
opted for a flat Organisational structure.
While this initial change may have saved costs in regards to the payments to senior staff
the reforms did not include structural change throughout the rest of the organisation.
Bourke Shire Council’s now has an aged workforce and should work to counter this over
the next 5 years.

This is not a unique issue to Bourke Shire Council. A recent Office of Local Government
report highlights challenges to Local Government generally.
• high levels of impending retirements.
• other issues relating to the ageing workforce included knowledge
management/transfer.
• the difficulty in attracting younger workers to council.
• investment required in new machinery/tools due to the decreasing physical capacity
of workforce.
• challenges relating to skills shortages.
• recruitment competition.
• competition with city councils
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Types of organisation structure
Flat Structure

Hierarchical Structure

Advantages

Disadvantages

Advantages

Disadvantages

Less costly because it
has fewer managers

Chances of losing
control because there
are many subordinates
under one manager

Quality of performance
will improve due to
close supervision

Creates many levels of
management

Creates fewer levels of
management

Discipline in the
organisation may be
bad due to loss of
control

Discipline will improve

Many delays and
distortion in
communication

Quick decisions and
actions can be taken
because it has only a
few levels of
management

Relations between
superiors and
subordinates may be
poor and close and
informal relations may
not be possible

Superior-subordinate
relations will improve

Very costly because
there are more
managers

Fast and clear
communication is
possible among these
few levels of
management

May be problems with
team work as there are
so many subordinates
under the one manager

Control and supervision
will become easy and
convenient

Difficult to coordinate
activities at different
levels

Subordinates are free
from close and strict
supervision and control

May create problems of
coordination between
various subordinates

Efforts of subordinates
can be easily
coordinated

Strict supervision –
subordinates have little
freedom

More suitable for
routine and
standardized activities

May not be suitable for
complex activities

Encourages
development of staff

Not suitable for routine
and standardised jobs

Superiors may not be
too dominating
because of large
numbers of
subordinates

Quality of performance
may be poor

Mutual trust between
superior and
subordinates

Managers may become
more dominating
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Organisational Structure
Current Workforce
Bourke Shire Council is classified as a rural council and employs some 86 staff across a number
of occupations. These include various positions in professional, technical / trade, operational
and administrative roles.
Council has recognised that it has a number of capacity limitations and has continued to work
on a strategy of developing long term strategic partnerships with local and regional
organisations to fill skills gaps and source resources for short term projects. One of these long
term partnerships has been the Lower Macquarie Water Utilities Alliance with other regional
forums existing in the area of Asset Managers, Finance Managers and amongst Human
resource practitioners.

General
Manager

Manager
Corporate
Services
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Manager
Tourism and
Development

Manager of
Works

Manager of
Roads

Manager of
Environmental
Services

Employees
Employment Status
Council’s workforce is made up of full time, part time, casual and seasonal staff. At March 31 st
2017 Bourke Shire Council employed 86 staff. Of these approximately 80% of staff are full time.

The make up of Councils workforce covers Management, Professionals, Administrative, Trades,
Technical specialists, and operational.
Gender Profile
Council has a policy on affirmative action and where possible aims to achieve a balance. Of the
total workforce 21% are female in 2017 up from 19.5% in 2012.
The majority of positions that are held by females are in administrative, professional or
Management in an indoor location. The outdoor workforce is mainly male dominated.
The ratio of female to males in indoor positions is more balanced however engineering and
management related fields are mostly males.
Council actively employs Equal Employment opportunities and encourages all staff to engage in
professional development.
Cultural Background
Of the 86 staff employed by Bourke Shire Council there are 13 that identify as having an
Indigenous background. This equates to 15% of staff which is lower than the 30% who identify as
indigenous in the broader community.
Qualifications
Of the 86 staff employed there are 9 staff with trade qualifications and 2 staff that have degree
qualifications (3%). Across all Local Governments in New South Wales 20% of male employees
on average hold a Bachelors degree or higher and 30% of Women.
Turnover
There are 4 staff members known to HR that are planning to retire over the next 5 years while a
total of 6 staff have been working for Bourke Shire Council for 1 year or less.
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Aging Workforce
Of the Aging workforce the following statement was made in 2012
While the following table identifies the main number of employees are in the 35 - 44 age
bracket, detailed analysis of the individual employees and their potential retirement date
shows that 25% of the current workforce will retire in the next 5 to 10 years.
This will create a significant gap that will need to be addressed through technology or
recruitment. Of the staff that are eligible to retire over the next 10 years over 80% will come
from operational or technical roles.
Aging workforce in 2017
The statement made in 2012 has proven to be the case. This is a significant issue for the future
sustainability of Bourke Shire Council as the aging trend continues. There are now just 5
employees employed within the structure under 25 years old down from 22 in 2012. While
numbers in the age brackets from 26 to 55 have remained consistent the numbers of over 55’s
employed at Bourke Shire has increased dramatically from 10 to 25 staff.

AGING WORKFORCE DIAGRAM
35

30

Number of staff

25

20

2012

15

2017

10

5

0
<25

26-45

46-55

>56

Age bracket
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Workforce capacity
With current industry trends Council will find it more difficult to fill positions as older
employees retire and Local Government is not seen as an identifiable career choice for
younger people.
Critical positions and skills gaps
Council finds attracting qualified and experienced people from the market to fill the
many of the professional and technical positions very difficult.
As longer term managers move on or retire further pressure will be placed on younger
staff to fill these roles without the appropriate support from having mentors to pass
on skills.
Younger employees with management and leadership potential need to be identified
and trained up and promoted to take on the demanding roles in senior managerial
roles.

The analysis of the existing workforce indicates that of the skills gap that may occur
over the next 10 years will likely occur in the following areas:
• Heavy machinery operators
• Senior areas of administration
• Technical services
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Workforce Trends across New South Wales
Approximately 45,000 FTE (full time equivalent) staff work in local government in NSW.
NSW councils are diverse in geographical size, population and cultural mix, rates of growth and
functions performed. Many are significant local employers, offering jobs in a wide range of
occupations. Yet most councils face similar workforce challenges as they compete for labour
drawn from within and outside their local areas.

In research undertaken with NSW councils in November 2015, the greatest
challenges facing councils in developing their workforce for the future were (in
descending order):
1. Ageing workforce
2. Uncertainty due to possible future local government reforms
3. Skills shortages in professional areas
4. Limitations in leadership capability
5. Gender imbalance in senior roles
6. Lack of skills and experience in workforce planning
7. Lack of workforce trend data
8. Difficulty in recruiting staff
9. Resistance to more flexible work practices
10. Lack of cultural diversity
Comments and responses to each of the above challenges are provided in the strategic themes
that follow.
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Strategies being used across New South Wales
to improve the overall Workforce
Strategy 1: Improving workforce planning and development
Strategy 2: Promoting Local Government as a Place-Based Employer of
Choice
Strategy 3: Retaining and Attracting a Diverse Workforce
Strategy 4: Creating a Contemporary Workplace
Strategy 5: Investing in Skills
Strategy 6: Improving Productivity and Leveraging Technology
Strategy 7: Maximising Management and Leadership
Strategy 8: Implementation and Collaboration
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Building capacity at Bourke Shire Council
Developing Council




















Organisational culture
and reputation
Employer of choice (for
the best people)
Organisational structure
and “shape”
Retention strategies
Job
design
and
classification
Employment conditions
Remuneration
and
workplace agreements
Workload cycles
Capability frameworks
Reward and recognition
Succession management
Diversity initiatives
Knowledge management
Operational procedures
and processes
Physical environment
Organisational surveys
Links with other Councils
Whole of Government
initiatives

Developing
the
current
workforce
 Performance
management
 Training needs analysis
(generalist, specialist)
 Learning
and
development programs
 Individual development
plans
 Leadership development
 New methods of learning
(eg E learning)
 Mentoring / coaching /
shadowing
 Induction and orientation
 Job ready training
 Scholarships
 Study assistance
 Career planning
 Accelerated pathways
 Council partnerships
 Acting / secondment /
redeployment
arrangements
 Stretch assignments (eg
special projects)
 Job rotation
 Workload scheduling
 Flexible work options

Developing
the
future
workforce
 Promotion of Council and
image
 Robust and tailored
recruitment
and
selection techniques
 Targeted sourcing
 E recruitment
 Untapped markets
 Engagement
with
educational institutions
 Graduate programs
 Apprenticeships
/
traineeships / cadetships
/ internships
 Base level recruitment
pathways
 Enable portfolio careers
 Council partnerships
 Workforce reduction /
realignment
 Exit interviews
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Building capacity at Bourke Shire Council
Workforce Plan Strategic Priorities and Objectives
Strategic Priorities
The following strategic priorities recognise the economic, social and political factors that
create the environment in which Bourke Shire Council works and requires effective human
resource processes to facilitate continual staff learning and development, improve leadership
capacity, and encourage consultation and collaboration with members of Council and the
broader community.
These priorities are required for the achievement of cultural change that enhances equity and
diversity, high morale, commitment, high productivity, trust and a willingness to embrace
change. Five strategic areas have been identified:Leadership
Invest in leaders who are personally involved in the
development and achievement of Council’s Vision and
Corporate objectives and implement these via
appropriate actions and behavior, and manages the
workforce in a fair and supportive manner.
Our action will be to:• Ensure that leaders have the skills, knowledge,
confidence and support to fulfil their
responsibilities; and to encourage them to review
and improve their own effectiveness
• Ensure that leaders develop and deploy Council’s
corporate objectives via Departmental plans and
engage in a process for measurement, review and
improvement of performance at an organisational,
team and individual level
• Promote effective communication between
Management at all levels and employees, with
opportunities to challenge in both directions. To
communicate and consult with leaders on issues
that affect them
• Research and promote best management practice
and to ensure that this is reflected in all policies
and procedures
NB: Leaders include not only those with any
management or supervisory responsibility – where
their actions define the work activities of others, but
those who demonstrate a natural ability to be
significant drivers of continuous improvement.
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Building capacity at Bourke Shire Council
People
Developing a learning organisation which cultivates the full potential of its people at an
individual, team and organisational level and provides them with the competencies and skills
needed to meet service requirements in a constantly changing and safe environment.
Our action will be to:• Achieve equitable access to training and development opportunities for all employees to
help them meet their targets identified as part of their Performance Appraisal.
• Develop, achieve and maintain quality systems incorporated into performance management
within all areas.
• Encourage greater flexibility to meet the service demands through equitable rewards and
incentives and frameworks for career and personal development.
• To equip the workforce to meet the challenges of Council’s requirements.
Policy and Plans
Develop an organisation which manages fairly, consistently and effectively, and is supported by
relevant policies, plans, objectives, targets and processes.
Our action will be to:• Develop a clear corporate framework for employment policies and guidelines for the fair
and effective management of employees, taking into account operational requirements,
agreements, employment legislation and best practice
• Ensure the health, safety and welfare of all employees through clear policies and practices,
based upon legislative requirements, guidance and promotion of best practice
• Ensure that all policies, procedures and guidelines are communicated clearly, understood
and followed at all levels of Council
• Monitor and review the effectiveness of all policies and procedures to ensure that they
support the delivery of quality and efficient services to the community and the achievement
of national and local performance targets
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Building capacity at Bourke Shire Council
Resources
Continually improve the use of resources (both internal and external) to maximise the
effectiveness and efficiency of Council.
Our action will be to:• Ensure the provision of advisory and support services across all areas of Council
• Identify the requirements and priorities for all functions in accordance with corporate
objectives, and Management Plan
• Seek to provide best value in the provision of all services
• Establish qualitative and quantitative performance targets and indicators to continually
improve standards
• Promote the role and continuously develop the employees service delivery, supporting and
enabling them to deliver quality and cost effective services
• For Departmental representatives to meet on a regular basis to ensure that there is clear
communication and to develop best practice internally
• To always investigate options to maintain effective employee relations and in doing so,
produce a clear statement of shared values between Council and the workforce.
Partnership
Build an outward looking organisation, which values the diversity of the community it serves,
and nurtures partnerships for the benefit of the community. Our action will be to:• Regularly review Council’s Equal Employment Opportunity Policy
• Develop and maintain Council’s employment policies
• Support departmental and corporate initiatives intended to improve access to Council
services and employment by members of disadvantaged and minority groups
• Support the achievement of local performance indicators and targets
• Develop a clear policy to balance the changing needs of a diverse workforce with service
priorities, including a commitment to work life balance initiatives
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Bourke Shire Council Strategies for Workforce
improvement
Strategic Objective: To attract and Retain Skilled Staff
To provide opportunities for appropriately qualified and skilled existing staff and new recruits
to develop a career in Local Government
Strategy

Actions

Outcomes

Recruitment of Young
workers in the 18-25
years Demographics

Annual Recruitment of apprentices with a
focus on trades and critical technical
specialist roles

Reduced staff turnover

Promote work experience programs

Skilled staff matched to role

Strengthen Links with training facilities and
institutions

Improved professional
development opportunities

Improved morale

Develop Managers and Trades staff skills to
mentor and guide apprentices and trainees

Retain existing skilled
staff or attract
appropriately skilled
applicants for
positions

Improve recruitment marketing campaign
as to employment at Council

Reduced staff turnover
Improved morale

Utilise Cadet and Volunteer programs
Skilled staff matched on role
Test and review regularly salary system
against benchmarks to ensure Council
remains market competitive

Improved professional
development opportunities

Professional Development and incentivised
programs
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Bourke Shire Council Strategies for Workforce
improvement
Strategic Objective: To develop a diverse and multi-skilled workforce
To have a balanced demographic profile while ensuring that the right person with the right
skills are in the right roles

Strategy
Affirmative action on
workforce
demographic and
ensure that staff are
placed in roles with
the appropriate skills

Actions
Continued promotion of Councils Equal
Employment Opportunity policy

Outcomes
Improved morale
Diversified workforce

Actively assess positions when they become
vacant for redesign for either part time
employment, or flexible working
arrangements

Multi skilled workforce

Designate some positions to support
affirmative action policy.

Affirmative action on
the recruitment and
retention of
indigenous
employees

Identify indigenous employment
opportunities through programs
Designation of specific positions as
“Aboriginal indentified” to correct the
imbalance that may exist in the recruitment
of indigenous employees.

Diversified workforce
Equitable employment
opportunities.

Multi skilled workforce

Development of training opportunities for
indigenous employees to improve skill
levels and career advancement.
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Bourke Shire Council Strategies for Workforce
improvement
Strategic Objective: To be identified as an employer of Choice
Increase competitiveness in the market place by being an Employer of Choice

Strategy

Actions

Outcomes

Effective recruitment
processes that attract
applicants

Develop a humanistic and positive
organization culture through staff
behavioral development programs

Increased number of suitable
applicants for positions
advertised

Develop manager’s skills to support and
encourage teams to be innovative and
creative

Increased level of productivity

Incentivise ‘hard to fill’
vacancies

Incentivise market competitive positions
Identification of ‘hard to fill’ vacancies.

Develop remuneration and nonremuneration based incentives where
traditional recruitment methods are
unsuccessful.

Increase the attractiveness of
Bourke Shire Council as an
employer.
Retain existing skilled workforce.
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Bourke Shire Council Strategies for Workforce
improvement
Strategic Objective: To develop adaptive management practices to
meet future skills demands
To have a clear strategic direction in its workforce and employee planning to deliver the
strategic and operational goals.

Strategy

Actions

Organisation structure

Ensure that roles have the correct level of
delegation and skills to operate
independently and effectively.

Enter into partnerships
and Joint Ventures to
meet capacity
demands and skills
shortages

Develop clear lines of accountability and
responsibilities through delegations.
Optimise staff resources by developing
joint ventures or partnerships with
Government and private sector
organisations

Outcomes

Improve accountability.
Higher level of productivity
compared to industry
benchmarks
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