LIVERPOOL PLAINS
SHIRE COUNCIL




Table of Contents

FOREWORD ...ttt et e et e e e e e e eeebaaaans 4
INTRODUCTION

1.1 Legislative requirements / referenCeS........coovvvviiiiiii i 5
1.2 The purpose of the Workforce Plan ... 5
1.3 The Workforce Planning PrOCESS.......uuciiiieeiiieiiiiiie e 6
1.4 The scope of the Workforce Plan ...........ccoooviiiiiiiiiiiiiec e 7
1.5 How the Workforce Plan fitS ..............euuuiuimiiiiiiiiiiiiiiiiiiiii e 7
1.6 Implementation of the Workforce Plan..............ccccoeiiiiiiiiiiiiii e, 8
1.7 ReSPONSIDIIILIES ....ceeeeiieece e e 8
1.8 What are the National Workforce trends.................eeevvviiiiiiiiiiiiiiiiiiiiiiiiieenne 8
1.9 Snapshot of Liverpool Plains LGA demographiCS..........ccouvvvieiiiieeiiieeiiiiieeeee, 9
1.10 Current work profile of the Liverpool Plains Local Government Area............. 10

COUNCIL’S EXISTING WORKFORCE PROFILE

2.1 OVEIVIBW ittt ettt e et e et et e e e e e et e e e e e e 12
2.2 EMPIOYMENT EYPE. ... 12
2.3 GBI ..t 13
S N o = 13
2.5 YRAIS Of SEIVICE. ... 14

FORECAST FUTURE TRENDS
3.1 What does our Community Strategic Plan require for 2015/16 ..................... 15

3.2 Emerging issues identified from gap analysis..........cccccvvviiieiiieeecieeeiiicee e, 15

Liverpool Plains Shire Council | 2013/2014 — 2016/17 Workforce Plan (Revised 2015) 2



WORKFORCE PLANNING STRATEGIES
o R B T L= o] ] ] (o ] RSP 17

4.2 How will we achieve the objectives of the strategies?..........ccccvvvvceiiiieeeiiennns 17

ACTION PLANS

5.1 Create a workforce that attracts and retains talented employees and draws on

the diversity of the CoOMMUNILY ..........coiiiiiiii e 18
5.2 Build a flexible supported, motivated and high performing workforce............. 21
5.3 Improve workforce planning and management across Council...................... 23

Liverpool Plains Shire Council | 2013/2014 — 2016/17 Workforce Plan (Revised 2015) 3



Foreword

Liverpool Plains Shire Council, like all employers must sustain and renew its
workforce at a time when the nation is experiencing an ageing population,
skills shortages and tighter labour market.

The expectations of our customers and the services we provide is continually
changing and Council must have the capacity to both analyse and plan for its
emerging workforce needs.

Council is striving to be “an employer of choice” and has a lot to offer its
employees including job security, flexible working arrangements and
education and career development. To ensure the Liverpool Plains
community receives the highest quality of services, Council must be
innovative and adaptive to attract, develop and retain talented employees,
with the right capabilities, skills and attitudes, in the right jobs.

Encouraging young people to take up careers in local government, attracting
and retaining mature aged workers with valuable experience and skills and
engaging with under-utilised sections of the labour market such as, women
with young children, carers, people with disabilities, Indigenous peoples and
people from culturally diverse backgrounds will assist to strengthen the
organisation’s ability to meet its future workforce needs.

The Workforce Plan will define a set of goals to ensure Liverpool Plains Shire
Council has the workforce needed to meet the future strategic goals of the
organisation.

Introduction

1.1 LEGISLATIVE REQUIREMENTS

Council's Workforce Plan is based on the following Local and State Government
legislation:

Local Government Act 1993
Local Government (General) Regulation 2005

References
Planning and Reporting Guidelines for Local Government in NSW — 2010
NSW Government publication — Workforce Planning: A Guide
LGMA - Econnect — Workforce Planning
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1.2 THE PURPOSE OF THE WORKFORCE PLAN

(@)

(b)

(©

(d)

(€)

()

(@)

(h)

(i)

undertake planning and reporting activities in accordance with the Local
Government Act 1993 and the Local Government (General) Regulation 2005

will together with Council’'s Long-term Financial and Asset Delivery Programs
become part of a long-term “Resourcing Strategy” as part of the integrated
planning and reporting framework for NSW local government

will help to ensure that the community’s strategic goals — as expressed in the
Community Strategic Plan — will be met

enable Council to focus on the medium and long-term and also provide a
framework for dealing with immediate challenges in a consistent way

will address the human resourcing requirements to deliver Council's Delivery
Program

assist Council ensure that all aspects of its operations are appropriate and
effective

specify goals

identify critical planning and action outcomes that help achieve the goals i.e.,
skills shortages, ageing workforce, succession planning

ensure that actions are integrated into Council's long-term Resourcing
Strategy, Delivery Program and Operational Plan and are evaluated
appropriately and reported on.
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1.3 THE WORKFORCE PLANNING PROCESS

Preparation of the Workforce Plan is based on the following process:

(@)

(b)

(©

(d)

(€)

(f)

0 <— ©

Figure 1:  The Workforce Planning Process

Workforce Analysis - develop a profile of Council’s existing workforce — who
we are

Forecast Future Needs — develop a profile of our future (mid to long term)
workforce to align with Council's Community Strategic Plan through
identifying required service delivery changes — who we will be

Gap Analysis — determining the gap between our existing and future
workforce requirements through the workforce analysis and forecasting
processes

Develop Strategies and Action Plans —  establish strategies to develop the
skills of the workforce to meet future needs and deliver the Community
Strategic Plan including sourcing skills externally where required through
Action Plans or specific programs and projects

Implement Strategies — delivering the Action Plan’s specific programs and
projects required to develop and maintain the capability and capacity of our
workforce through Council’s Delivery Program

Monitor and Review — an ongoing process to determine the effectiveness of
the strategies and Action Plans
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1.4 THE SCOPE OF THE WORKFORCE PLAN
This is the second Workforce Plan developed by Council and uses data relating to
Council's employment situation as at 1°* December 2013.

How the Workforce Plan fits into Council’'s wider planning process is demonstrated
in Figure 2 and 3 below:

1.5 HOW THE WORKFORCE PLAN FITS

Figure 2:  Integrated Reporting Framework

Figure 3:  Resourcing Strategy
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1.6

1.7

1.8

IMPLEMENTATION OF THE WORKFORCE PLAN

The Workforce Plan must be considered in conjunction with the preparation of
Council's Delivery Program.

Suggested Objective: ~ To provide quality, cost effective human resource
management that promotes respect, trust and loyalty and a commitment to
continuous improvement

Actions of the Workforce Plan will be included in the relevant Delivery Program
Areas and the annual Operational Plan along with appropriate performance
measures. Achievements will be reported in Council’s Annual Report.

The Workforce Plan is a living document and will be monitored and reviewed in
accordance with Plan timelines.

Although the Plan has a fixed four year life span, bi-annual review and
modifications will be made as required. These modifications will be made in time
for inclusion in Council’'s Delivery Program.

RESPONSIBILITIES

(@ General Manager
Is ultimately responsible for the development of the Workforce Plan, and
ensuring that the implementation targets are met.

(b) Directors, Managers and Supervisors
Are required to implement and actively participate in accordance with the
Workforce Plan actions.

(c) Employees
Are required to be engaged and actively participate in accordance with the
Workforce Plan actions.

(d)  Workforce Plan Coordinator
The General Manager has nominated the Director Corporate & Community
Services as the Workforce Plan Coordinator who has the responsibility for
the implementation of the Plan.

WHAT ARE THE NATIONAL WORKFORCE TRENDS?

Overall, the Australian population is ageing and the national workforce is shrinking.
These are demographic changes that present significant long-term implications for
the Australian economy and will also have an impact on Council.

More specifically, people working for Council are older than the overall national
workforce, with 63% of its workforce aged 45 years and over.

Liverpool Plains Shire Council | 2013/2014 — 2016/17 Workforce Plan (Revised 2015) 8



Over the next decade, a substantial proportion of key workers with critical skills and
experience in Council will be lost as the “baby boomers” reach retirement age.
Additionally, it has become increasingly difficult to fill some positions for example,
engineering, health and building surveyors, accountants and managers.

1.9 SNAPSHOT OF LIVERPOOL PLAINS SHIRE DEMOGRAPHICS (2011
CENSUS)
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1.10 CURRENT WORK PROFILE OF LIVERPOOL PLAINS LOCAL
GOVERNMENT AREA

(data obtained from ABS 2011 Census data)
Population

20.20% aged 65 years and over (state average of 14.7% in 2011)(
18.4% 2006).

60.29% aged 15 to 64 years (61.60% 2006)
19.49% aged 0 to 14 years (20.0% 2006)
10.92% indigenous (comparison with 2.3% for Australia) (9.5% 2006)

6.0% unemployment rate which is on par in comparison to NSW rates of
(5.9%) (4.4% in 2006)

Post School Qualifications

Post School Qualifications %
Postgraduate Degree 1.03%
Graduate Diploma  and 0
Graduate Certificate L
Bachelor Degree 12.99%
Aglvanced Diploma and 12.19%
Diploma

Certificate 46.18%
Inadequately  Described/Not 25 9204
Stated

Liverpool Plains Shire Council | 2013/2014 — 2016/17 Workforce Plan (Revised 2015) 10



Major employers

Activity Number
Agr!culture, forestry  and 498
fishing
Mining 3
Manufacturing 33
Electricity, gas and water 0
supply
Construction 72
Wholesale trade 21
Retail trade 75
Accommodation, cafes and 30
restaurants
Transport and storage 57
Communication services 3
Finance and insurance 27
Property and business 102
services
Education 3
Health and community 18
services
Cultural and recreational 21
services
Personal and other services 9

Income

Some local employers pay high incomes with the majority of Liverpool Plains
Shire residents earning a median weekly individual income of $432 compared
to $561 in NSW.
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2.1 OVERVIEW

Liverpool Plains Shire Council is a medium-sized rural council operating across a
range of industry sectors and providing a broad range of services to the community
including aged care, disability and respite care and youth services as well as the
more well known services such as roads, footpath, parks, gardens, ovals and
waste services and facilities such as Wallabadah First Fleet Memorial Gardens,
Swimming Pool's, Quirindi Eastside Child Care Centre, Willow Tree Visitor
Information Centre, Quirindi Royal Theatre, Home and Community Care Centre’s
and the Quirindi Recreation Centre.

To ensure quality delivery of services Council needs a diverse workforce with a
diverse range of skills and qualifications and a flexible workforce ready to change
to meet community expectations and constantly changing service requirements.

2.2 EMPLOYMENT TYPE

135 employees (123 equivalent full-time)
Council's workforce is made up of 69% on a permanent basis, 10% part time,
21% casual.

Liverpool Plains Shire Council - Employment Type

Full Time Part Time Casual

OMalz

arzmale
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2.3 GENDER

38% are women and 62% are male

Senior Executive (General Manager & Director’s) level of management has 3
male and 2 female , the second tier of Management (Manager level) comprises
57% male and 43% female, other comprises 64% male and 36% female.

80

T0

60

50

40

30

20

10

Liverpool Plains Shire Council - Employmentby Gender

alale

AFzmale

Executive Manager Other

2.4 AGE

Approximately 19% of Council's workforce are aged between 15 and 34 years
of age, 42% between 35 and 54 years of age with 39% 55 years of age and
over

89% of employees retire before the age of 65 (NSW Government 2008)
Current trends show that an estimated eleven (11) staff will retire in the next
five years
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Liverpool Plains Shire Council - By Age

1519 20-24 25-34 3544 45-54 5564 G5+

oMale

@Female

2.5 YEARS OF SERVICE
Less than one (1) year to five (5) years of service  =51%

Greater than five (5) years but less than ten (10) =19%
Greater than ten (10) years but less than twenty (20) = 17%

Greater than twenty (20) years =13%

Liverpool Plains Shire Council - Years of Service

0-5 Years 6-9 Years 10-19 Years 20+ Years
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Forecast Future Trends

3.1 WHAT DOES OUR COMMUNITY STRATEGIC PLAN REQUIRE FOR
2015/167
Councils Community Strategic Plan, provides for existing services to be
maintained to the community at current levels for the 2015 - 2016 financial year.

In developing the Community Strategic Plan Council will be consulting with the
community regarding possible future service changes in the medium term.

3.2 ISSUES IDENTIFIED FROM GAP ANALYSIS

Ageing Workforce

Eight percent (8%) of Council’'s workforce will be approaching retirement age over
the next five years. Council must address this issue to ensure continual
availability and accessibility of critical job skills and knowledge in all departments.
To minimise associated risks and to ensure immediate and future service and
community needs are met, Council needs to maintain a healthy balance in both
retaining existing employees, in particular those in the thirty five (35) to fifty four
(54) age bracket which is forty seven percent (42%) of the current workforce.

Ageing Population

The Liverpool Plains Local Government Area (LGA) population is ageing and the
pool of potential employees between the age of sixteen (16) to sixty four (64)
years of age is increasing. From 2006 to 2011 the number of persons within this
age bracket increased by 1.8%.

Attraction and Retention of Employees

To ensure the highest quality of service provision Council must be innovative and
adaptive to attract, develop and retain talented and competent employees having
the right skills and attitude, for the job.

Council will be continuing to develop initiatives offering job security, flexible
working arrangements, further education and career development while
promoting itself as an employer of choice, a role model and active participant of
corporate responsibility, excellence and continuous improvement.

Council must ensure that key workers with critical skills and experience are
retained and be mindful that its skiled and experienced workforce is very
attractive to other Local Government employers.
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Encouraging young people to take up careers in local government, attracting and
retaining mature aged workers with valuable experience and skills and engaging
with under-utilised sections of the labour market such as, women with young
children, carers, people with disabilities, Indigenous peoples and people from
culturally diverse backgrounds will assist to strengthen the organisation’s ability to
meet its future workforce needs.

Technological Changes

The role of Council must continually change to meet the needs of the community.
New technologies, processes of work and management systems are currently
being reviewed to ensure that our Council can continue to meet service demands.

Council must always be mindful of the capacity of its employees and ensure,
changes are communicated clearly and at an early stage. Employees should be

appropriately consulted and trained in new work practices and technological
changes.

Staff Training in WH&S — Royal Theatre
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Workforce Planning Strategies

4.1 DESCRIPTORS

Strategy 1

Create a workforce that attracts and retains talented employees and draws on the
diversity of the community

Strategy 2

Build a flexible, supported, motivated and high performing workforce (the right
people, with the right qualifications, skills and attitude, for the job) to drive
innovation in service delivery

Strategy 3

Improve workforce planning and management across Council

4.2 HOW WILL WE ACHIEVE THE OBJECTIVES OF THE STRAT EGIES?

Action Plans
Outline specific actions to deliver individual components of each strategy.

Means
The processes for achieving the plans outcomes.

Responsibility
Officer/area accountable for the effective undertaking and completion of achieving
the desired outcomes.

Target Year
The year in which the action is to commence. The action may be completed in
that or subsequent years, or may become an ongoing activity.
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5.1 ActionPlan1

Create a workforce that attracts and retains talent  ed employees and draws on the diversity of the Comm  unity:
Action Means Measure Responsibility Target Year
Employer of Choice
Meeting Employee Values Develop and promote Council as a safe workplace facilitating | - Attract widest GM/DCS Ongoing
wellbeing with a strong commitment to EEO and WHS policies and best field of
and processes and clear strategic direction through the applicants
business plan & supporting documents
Expand partnerships with education and training providers - Promotion of DCS/HRO Ongoing
local
government job
opportunities
Bi-annual Organisation Climate Survey - % of employees GM/DCS Complete for
emotionally 2014/15
engaged 2016/17
Employer Br anding
Widespread ownership and living of values, mission, vision & Survey employees (Bi-annual Climate Survey) - % of employees GM/DCS Complete for
strategies satisfied 2014/15
2016/17
Survey community and industry to identify brand perception - % of community GM Complete for
(Community Satisfaction Survey) satisfied 2014/15
2016/17
Council as a role model and active participant of corporate Participate in external assessment - Participation and MANEX Ongoing
responsibility e.g. in health & education development — Awards
excellence in legal and ethical behaviour through good nomination
governance annually or to
agreed schedule
Action Means Measure Responsibility Target Year
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Attract

Actively access new sources of employees Develop strategies to access under-utilised sections of the | - % of target MANEX Ongoing
labour market such as, mature aged, women with young group in
children, carers, people with disabilities, Indigenous peoples workforce
and people from culturally diverse backgrounds (target
groups)
Encourage young people to take up careers in local Attend Career Expos / Universities - Participation at DCS/HRO Ongoing
government, particularly in hard to fill fields such as engineering, relevant Career
health and building, accounting and management Expos
Council in conjunction with local high school provide work
EXperience programs - Annually DCS/HRO Ongoing
Conduct Local Government Career sessions at the High - Annually HRO & Ongoing
School (Years 10-12) MANEX
Youth Scholarship Program - Annually Youth Scholarship Ongoing
Committee
Recruitment & Selection
Innovative advertising processes to make employment Identify and pilot alternative process - No and standard DCS/HRO Ongoing
opportunities more appealing . . . of applications
Use of internet employment sites and employment agencies received
Broaden the scope of possibilities Target workforce demographic gap % of target group HRO Ongoing
in workforce
Continual review of recruitment and selection process across | - Simple and MANEX / HRO Ongoing
. . all areas of council effective process
Improved recruitment and selection processes
Interview skills training across organisation - Best available Relevant staff Reschedule to

selected

2015/16
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Action Means Measure Responsibility Target Year
Retention
Ensure workforce has required skills and competencies to meet Conduct skills assessment - Training and
organisation’s needs ) . ) . Development
Following skills assessment review Training and Development Policy reviewed
' Consult and implement new policy implemented to 2015/16
Provide access to training and development opportunities . Implementation
through student status of Salary System
Assist in the development of career paths
Phased Retirement and flexible work options Develop strategies to assist our older employees remain in the | - Older MANEX / HRO Ongoing
workforce for a longer time employees
i . remaining in the
Consult with older employees on developed strategies workforce longer
Undertake tailored training programs
Family Friendly and Work/Life Balance environment Flexible Working arrangements - % of requests MANEX / HRO Ongoing
made / accepted
Opportunity to contribute individually and within the team Continual improvement - working “on” processes not just “in” - No processes
them — PDSA (Plan-Do- Study-Act) teams (Deming Cycle) through PDSA
Receive / gi tructive feedback process
eceive / give constructive feedbac * No processes All employees Ongoing
Encourage 2 way communication through all levels of the flowcharted
organisation
- No of PDSA
improvements
implemented
Maximise the number of long term sustainable jobs Review organisation structure to meet organisation’s needs % employee
. - ) turnover .
Recruit for organisational fit urnov MANEX Ongoing
% retention of
staff after 2
years

20




5.2 Action Plan 2

Build a flexible, supported, motivated and high per

forming workforce (the right people, with the right

qualifications, skills and attitude,

for the job) to drive innovation in service deliver y:
Action Means Measure Responsibility Target Year
Mindset and Morale
Providing a safe workplace facilitating wellbeing Current and relevant policies and processes Policies
reviewed
Strong commitment to EEO and WHS policies and processes An environment of continual improvement annually
EEO and WHS Committees No of lost time GM/DCS Ongoing
Ongoing training Injuries
Annual WHS Audit No of
grievances
Annual EEO Survey lodged
EEO Survey
satisfaction
Employee engagement Bi-annual Climate Survey 60% of GM/DCS Complete for
employees 2014/15
engaged 2016/17
Job Design
Responsive systems encouraging creativity, innovation and Review current position descriptions and incorporating - All position MANEX / HRO Each Year
adaptation systems views descriptions
. N reviewed
Everyone understanding system and process variability and
working to reduce it - Flexible job
design

Everyone contributing to learning and asking the conversation
changing questions

All employees consider themselves as a customer service
officers

Employees enabled to ensure a positive customer experience
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perception of
usefulness of
training
attended

Action Means Measure Responsibility Target Year
Leadership
Leaders role modelling behaviour attuned to Universal Determine leadership gaps through bi-annual Organisation | - %  employees GM/ Directors / Complete for
Principles and holding people accountable Climate Survey Manager's / 2014/15
enabled s enp
o upervisor's
Encourage communication both ways through all levels of the 2016/17
organisation
Performance Management
Values spelt out in behavioural terms and everyone holding Develop performance management process to align with - Performance GM/HRM 2015/16
themselves accountable for living them Local Government Business Excellence Framework management
Build statistical thinking into the performance management Develop Individual Work and Development Plans following process
process review reviewed and
. . ) . implemented
Align the performance management conversations with Communicate the new process
Business Excellence and Universal principles
Align System and Process Owner’s accountabilities within the
Performance Management process
Reward/Recognition
Praise for a job well done Develop processes for celebrating individual and team - Reward and DCS/HRO 2015/16
Achievements recognised and celebrated achievements at all levels Recognition
Develop policy following review Process
. reviewed and
Communicate the new process .
implemented
Training and Development
Committed to developing everyone’s capability Review training plans to improve skills and competencies of - Number of
. . . employees to meet organisational needs outcomes of
Identify and support Professional Development Opportunities training
Ensure training is useful and relevant achieved All employees Ongoing
Develop and support learning of Trainees and Apprentices . Employee
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5.3 Action Plan 3

Improve workforce planning and management across Co

uncil:

Action Means Measure Responsibility Target Year
Identify Key Positions
Succession Planning Identify critical skills and knowledge areas across Council - % of systems DCS/HRO Rescheduled
using systems views (statistical analysis) views completed to 2015/16
- 9% of critical skills
and knowledge
identified
Develo_p and implement a succes_sion _p_Ian fo_r_ each area of | | % of succession
Council based on importance of identified critical skills and lans develoned GM / Directors onaoin
knowledge areas plans develope going
- A - % of employee
Develop training, development and multi-skilling ° POy
competence
Statistical Thinking
Decision making is based on data and conversations Develop systems to capture and generate essential data for | . o4 pata captured DCS /HRO Ongoing
sharing and generated
- % of processes
with lead
indicators
Identify and Implement Workforce Planning Improveme  nts Develop a consistent approach to workforce planning - Workforce
Planning .
Undertake annual self assessments Process DCS /HRO Ongoing
Deployment
Flowcharted
Benchmarking - compare with other council's - % employee
turnover
Identify and respond to skills shortages and the gap between
our existing workforce and the future profile of our workforce | - Review the DCS /HRO Ongoing

(annual gap analysis)

Workforce Plan
annually
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