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GENERAL MANAGER'S FOREWORD

Over the past four (4) years as an organisation, we have achieved a lot
together. Focusing our efforts on delivering great work, projects and
services, we have also been looking at how we can continually
improve our efficiency and effectiveness.

Over the next four (4) years, we will focus our resources and efforts on
continual improvements to workforce health, safety, well-being,
engagement, capability, management systems and planning.

Our approach is designed to maximise understanding of our risks,
challenges and opportunities and then determine how to best manage
or capitalise on these matters. This is the purpose of our Workforce
Management Strategy.

Our aim is to ensure we have a capable, confident workforce ready to
undertake the work, services and projects that contribute to achieving
the community’s aspirations and expectations.

We have four goals:

1. Create a welcoming workplace

2. Invest in our people

3. Improve policy, management and information systems

4. Plan for a sustainable future

Our measures of success remain unchanged. We are striving for a
workforce that:

» Has a shared knowledge of our purpose
= Understands how they make a positive difference for our community

= Ensures work, projects and services are delivered efficiently and
effectively

» |5 equipped and supported to do their best work

| am confident the Workforce Management Strategy will allow us to
build a strong organisation we continue to be proud of.

Leonie Brown

General Manager
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INTRODUCTION

The community has set itself the vision of continuing to grow as an
iconic, outback, regional community and destination, which is united
and productive, thriving on practical access to all modern services.

As an organisation, our mission is to support the community to achieve
this vision, providing 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 and effective service
delivery by staff.

We achieve this by developing and implementing the Resourcing
Strategy (assets, finances, people), which tells us how we will support
the community to achieve its long-term vision and aspirations.

The purpose of our Workforce Management Plan is to equip the
organisation with a skilled, adaptable and committed workforce — a
workforce aligned to community priorities and the outcomes of the
Delivery Program, through the delivery of work, projects and services,
now and in the future.

This plan has been informed by the outcomes of the previous workforce
plan, along with organisational data, information and evidence
gathered from internal systems.

In addition, we have captured workforce feedback, viewpoints,
perspectives and experiences via probation discussions, the Employee
Representative Committee, the People At Work Survey, skills progression
assessments and exit interviews.

Lastly, the Executive Leadership Team, coordinators, supervisors and
team leaders, along with the staff of the Workforce Services Unit,
provided information and ongoing feedback throughout the last four
years about workplace matters affecting or likely to affect workforce
well-being, capability and performance.

To maintain a consistent approach to the development of our strategy,
the five key elements to our planning processes have been maintained.

1. What we look like now
Risks and opportunities
Where we need to be

How we will get there

A S A

What we will measure
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WHAT WE LOOK LIKE NOW

Headcount by Mode of Work
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Staff by Place of Residence
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Age Distribution
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Turnover (Permanent Staff)
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PREVIOUS WORKFORCE SNAPSHOT

Available Workforce 1

Workforce total 2 137 2a

Gender Female: 34.3%
Male: 65.7%

Diversity 3 ATSI: 18.9%

Other: 81.1% (may comprise
employees who chose not to identify
as ATSI)

Number of employees living in the LGA Shire resident: 136

Non-Shire resident: 1

Permanent Workforce 4

Headcount 5 78
Full-time equivalent (FTE) ¢ 91.7
Turnover”’ 4.8%
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AGE DISTRIBUTION
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Notes:

I Available workforce refers to all employees available to undertake work,
irespective of employment type (permanent, temporary, casual)

2Total number of employees available to undertake work

2a Casual employees are utilised during peak periods, periods of leave or as a
result of grant funding opportunities

3The organisation currently records employees who identify as Aboriginal or
Torres Strait Islander

4Permanent workforce refers to permanent (full-time or part-time) employees
only. Permanent employees occupy positions that are funded ongoing in the
budget

SHeadcount refers to the actual number of permanent employees

¢ Full-time equivalent refers to the number of hours, expressed as full-time
positions, permanently available to deliver work, projects and services

7Turnover refers to the percentage of permanent employees who have left
the organisation in the last 12 months and is expressed as a percentage of the
total permanent workforce
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WORKFORCE COMPARISON 2022 - JANUARY
2025

In response to operational demands, financial constraints, and required
service delivery, the Council's staff profile has gradually but significantly
changed over the last four years. A summary of the workforce's
composition, tfrends, and significant changes between 2021/2022 and
2024/2025 is given in this section.

Staffing Numbers and Employment Type

A steady core workforce has been maintained through persistent effort.
Full-time, permanent jobs have continued to be the foundation of
operations, employing between 57 and 62 percent of the workforce
annually. Project-based funding had an impact on the percentage of
casual employees. Casual employment reached a peak of 39% in
2021/2022, especially in jobs involving roads works, outdoor and
community service activities. Since then, casual numbers have
gradually decreased.

Workforce Stability and Retention:

Internal promotions, upskilling, and flexible work schedules are examples
of retention strategies that have been implemented for improved
turnover rates. Due to regional competitiveness, aged workforce and
external market forces, the turnover rate peaked at 19% in 2024/2025.

Gender and Diversity Representation

In terms of gender parity in a traditionally male-dominated field,
diversity and inclusion for women has somewhat declined, falling from
35% to 31%. The proportion of women in technical and senior roles did
not change over the course of the four years. The percentage of
Aboriginal and Torres Strait Islander (ATSI) workers stayed constant at
25%.

Training and Development Investment

The council's spending in professional development has increased by
100% since 2021/2022. This indicates a change in focus towards
enhancing compliance, developing internal capabilities, and lowering
need on outside experts. Leadership development, WHS compliance,
Cyber security, digital skills, psychosocial health and customer service
have been the main topics of training programs.
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Overall Workforce Outlook

The overall fulltime equivalent structure of workforce has stayed the
same, however the number for casuals have changed to
accommodate changing service and project demands.

OUR RISKS AND OPPORTUNITIES

Despite its remote location and small population, the challenges faced
by Bourke Shire Council are not new or materially different, from other
councils.

Our most significant challenges are, or are likely to be:

1. Maintaining a skilled workforce
a. Ageing workforce
b. Labour competition and occupational skills shortages
c. Emerging technologies, new knowledge and skills
requirements

2. Aligning the workforce with corporate goals and objectives
a. Engaged workforce
b. Unified culture
c. Sound leadership and management

3. Capturing knowledge, practices and approaches in corporate
systems
a. Information capture
b. Knowledge transfer
c. Good governance

4. Maintaining a sustainable workforce
a. Changing community aspirations and expectations
b. Risk management
c. Financial capacity

Our opportunities include:

» Preparing the workforce to take up new work, technologies or
systems

» Investing in planned, purposeful learning, training, development

=  Strengthening management capability to lead others and to
deliver work

= Using business systems to support decision-making
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CONSULTATION

To prepare our strategy we began four years ago by capturing
corporate information and the experiences, feedback, insights and
perspectives of our workforce and their representatives, the Employee
Representative Committee, in our business systems.

We also talked to our Executive Leadership Team who provided
valuable insights about how our previous strategy supported the
achievement of the Delivery Program. Their feedback included the
experiences of coordinators, supervisors and feam leaders who have a
critical role to play in the delivery of work, services and projects.

WHERE WE NEED TO BE

The Community Strategic Plan embodies the long-term vision for the
community developed by the community. The review undertaken in
2025, has found that the five (5) key areas identified for action are as
they were identified in the previous plan.

1. Environmental sustainability

2. Vibrant and liveable community

3. Economic prosperity

4. Governance and organisational performance

5. Infrastructure

To achieve these outcomes, the workforce management strategy must
have clear linkages to the Delivery Program and the other elements of
the Resourcing Strategy, Asset Management Plan and Long-Term
Financial Plan.

The first consideration is the relationship between the Delivery Program
and workforce planning which is achieved by creating a shared
organisational understanding about purpose, priorities, goals and
performance expectations, a tangible link between service delivery,
workforce management practices, workforce contribution and the
flexibility to anticipate, prepare for and respond to change.

The second consideration is the relationship between the Asset
Management Plan and workforce planning which is achieved by
forecasting workforce size, composition and knowledge requirements,
managing risk and meeting project and funding requirements over the
longer term.

The third consideration is the relationship between the Long-Term
Financial Plan and workforce planning, which is achieved by identifying
or forecasting employment costs, resourcing workforce management
programs, prioritising the allocation of limited resources, undertaking
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cost-benefit analysis, and monitoring performance against financial
targets.

Our workforce will need to be able to continually adapt to new ways of
working and more than likely, to new types of jobs. In preparing for the
future, we will focus our attention on culture, capability, management
systems and planning so that we can:

= QOperate in a digital environment

= Make timely, informed decisions

=  Optimise productivity

= Strengthen service orientation

» lLead and manage confidently

» Communicate, engage and collaborate
= Continuously learn and improve

» Plan for and manage risk

= Utilise contemporary knowledge, skills, qualifications and
experience

» Beready for change, whether planned or unanticipated

WHO WILL BE INVOLVED

The Executive Leadership Team (ELT), is accountable to plan for,
manage, develop and support the workforce ensuring they are
capable, confident and ready to undertake the work, services and
projects that contribute to achieving the community’s aspirations and
expectations.

The ELT will be supported by coordinators, supervisors, team leaders, the
Workforce Services Unit and the Employee Representative Committee,
all of whom also play a critical role.

WHAT WE WILL MEASURE

Our overarching measures of success remain unchanged. We are
striving for a workforce that:

» Has a shared knowledge of our purpose

= Understands how they make a positive difference for our
community

» Ensures work, projects and services are delivered efficiently and
effectively

= |s equipped and supported to do their best work
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More specifically, our approach to workforce planning and
management is designed to maximise understanding of current or
emerging risks, challenges and opportunities, allowing us to interpret
trends over time, determine progress towards our goals and promote
actionable change.

To do this, we will use lead and lag indicators, both quantitative and
qualitative.

» Lead indicators are an input measure that predicts or informs
future outcomes or current trends. For example, employee
satisfaction and training participation rates.

» Lag indicators provide information about activities that have
occurred. For example, turnover and injury rates.

» Qualitative information is descriptive and cannot be expressed as
a numeric value. For example, Leadership effectiveness, job
satisfaction, organisation culture.

=  Quantitative information can be counted and expressed by a
numeric value. For example, turnover, absenteeism, number of
staff, number of days lost due to workplace injury or illness.

DELIVERY OF CORE WORKFORCE SERVICES

In addition to our workforce planning activities, we will continue to
support our people through the delivery of core workforce
management services which include:

» Recruitment, induction and onboarding

» Learning, fraining and development

= Work health and safety

= Well-being

* Injury management

» Employment relations

= Payroll

=  Workforce records management and administration
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HOW WE WILL GET THERE

Over the next four years we will focus our resources and effort on
contfinual improvements to workforce health, safety, well-being,
engagement, capability, management systems and planning.

Figure 1T Summary of the Workforce Management Strategy

Our workforce will be capable, confident and ready to undertake the work,

services and projects that contribute to achieving the community’s aspirations
and expectations

Measures of success
1. Have a shared knowledge of our purpose
2. Understand how they make a positive difference for our community
3. Ensure work, projects and services are delivered efficiently and effectively
4. Be equipped and supported to do their best work
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WORKFORCE MANAGEMENT PLAN

Goal 1: Create a workplace that is welcoming where every employee is safe, supported and respected

Focus Area: Culture

Actions

Responsibility

Timeframe

Measures

Year 1

Year 2

Year 3

Year 4

Implement the WHS Priority Action
Plan 2025 - 2027 to eliminate or
minimise hazards driving workers
compensation claims

Implement the Psychosocial Hazard
Prevention Program to support
workforce health and well-being
and as far as reasonably
practicable, ensure workers are not
put at risk from the work they
undertake

WHS Steering
Committee

Workforce Services

Line management

Implement an Employee Well-being
Program that positively affects the
specific health and well-being
needs of the workforce

Workforce Services
Line management
ERC

Engagement index
Well-being index

Recover at work
index

Implement an Education Program
to improve workforce
understanding of WHS, injury
management, incident reporting
and respectful conduct
responsibilities

Workforce Services

Bourke Shire Council
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Establish an Induction and
Onboarding Program to ensure new
employees feel welcomed and
well-prepared to effectively
contribute to a safe, supportive and
respectful workplace, and to do
their best work

Workforce Services
ERC

Implement EEO Management and
Disability Inclusion Action plans

Workforce Services
ERC

Provide opportunities for workforce
communication, consultation &
participation to improve decision-
making, cooperation,
collaboration, job satisfaction and
productivity

ELT
Line management
ERC

Notes:

TEmployee Representative Committee
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Goal 2: Invest in our people so they are capable, confident and ready to do their best work

Focus area: Capability

Objectives

Responsibility

Timeframe

Measures

Year 1

Year 2

Year 3

Year 4

Audit current knowledge, skills, experience &
qualifications against future requirements &
incorporate gaps into corporate and
individual learning, training and development
plans.

Workforce Services

Line management

Identify critical roles and critical people and
implement actions to mitigate the loss of
corporate knowledge and capability by
incorporafing into business systems, processes
or succession planning and talent
management programs

ELT
Line management

Workforce Services

Undertake annual skills progression
assessments to inform key capability planning
activities at the corporate, team and
individual level, ensuring council has the right
knowledge, skills, qualifications and
experience to deliver work, services and
projects.

Line management

Improve line management’s capability and
confidence to lead, support and develop the
workforce, through a dedicated professional
development program.

General Manager
ELT

Source grant funding and cost sharing
opportunities to improve workforce access to
learning, fraining and development programs.

Workforce Services

Capability
development
investment
aligns with
crifical
capabilities
profile
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Goal 3: Improve policy and information systems to support proactive planning, effective decision-making, conformance

and compliance

Focus Area: Management

Timeframe Measures
Objectives Responsibility
Year 1 Year 2 Year 3 Year 4

Review workforce management Workforce
policies to ensure they address risk, | Services
clarify expectations and provide a
basis for consistent decision-
making.
Establish systems for capturing and | Workforce
reporting on workforce trends to Services
ensure evidence-based planning
and timely decision-making.
Establish a Work Health & Safety Workforce

. = Management
Management System that Services ] .

. . effectiveness index

provides an integrated approach
to managing safety, ensuring legal
compliance and continuously
improving WHS performance
Review workforce management Workforce
resources, tools and guides o Services

stfreamline day-to-day activities,
enhance service delivery and
optimise management’s ability to
lead, support and develop their
people.
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them

Goal 4: Prepare for a sustainable future by anticipating risks, challenges and opportunities and proactively responding to

Focus Area: Planning

Objectives

Responsibility

Timeframe

Measure

Year 1

Year 2

Year 3

Year 4

Continuously monitor and review
workforce planning activities to
ensure resources and effort are
effectively focused on the actions
that improve workforce capability
and effectiveness.

ELT

Scan the internal and external
environments to identify tfrends,
events orissues likely to impact,
influence or affect achievement of
Delivery Plan objectives and
implement timely responses to
mitigate risk or capitalise on
opportunities.

ELT
Line management

Workforce Services

Incorporate service review
outcomes into workforce planning,
increasing workforce capacity to
respond to changing community
needs.

Line management

Workforce Services

Commence preparation for next
IP&R review cycle by reviewing
workforce planning activities and
understanding theirimpact on the
achievement of current Delivery
Plan objectives.

Workforce Services

Line management

Information is
available for fimely
decision making

Workforce audit
occurs in advance
of the next IP&R
cycle delivering
meaningful data for
future planning
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