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1 Introduction  
 
Staff are the most important resource belonging to Kyogle Council. It is therefore essential 
that Council provides a work environment and culture that is conducive to staff excellence 
in performance, attitude, safety, skills and customer focus. The Council’s future success 
depends upon the skills and commitment of it’s employees. Council must attract, develop 
and retain employees of the highest quality and provide a working environment that will 
enable employees to maximise their contribution. 
 
2 Title 
This document may be cited as Kyogle Council's Workforce Management Plan. 
 
3 4. Workforce Strategic Planning  
 
In accordance with the Integrated Planning and Reporting Framework the following 
plans/programs have been developed. 

• Community Strategic Plan – this document identifies the main priorities and 
aspirations that have been identified by the Community. It is supported by a suite of 
other Council plans and documents, these include: 

 
• The Delivery Program. This plan sets out the projects and services Council will 

deliver over the next 4 years (2012-2016) that work towards achieving the 
outcomes identified in the Community Strategic Plan 

• An Operational Plan. This plan contains a high level detail of Council’s budget, 
actions and projects for each financial year. 

• The Resourcing Strategy which includes 
 a)  Asset Management Plans.  These plans provides detailed information on the 
  type and condition of Council’s assets and their expected renewal   
  requirements. 
 b) The Long Term Financial Plan (LTFP) - This plan brings the budget, 
  resourcing and asset management components together.  
 c) Workforce Management Plan – This plan forms part of the Resourcing  
  Strategy, helping to ensure that there are adequate staff with the right skills 
  to achieve the goals in the Community Strategic Plan. 
 
Council to have a Workforce Management Strategy that addresses the Human Resources 
requirements of the Delivery Program. The document must also have a minimum four (4) 
year timeframe. 
 
 
4 Organisational Structure 
 
The Organisational Structure is determined by Council. It is the General Manager’s 
responsibility to advise the Council on the most appropriate structure, subject to resources 
and in consideration of the Council’s operations and activities. The Organisational 
Structure is to be reviewed annually by the General Manager and reported to Council. 
 
The current Organisational structure is as follows: 
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Whilst the General Manager is responsible for day-to-day management of Council’s 
operational activities and functions, each Department Director and Managers have a range 
of responsibilities and identified performance targets to achieve in order to meet the 
objectives set by Council. The Council’s objectives are determined annually in the 
adoption of an annual operational plan. 
 
 
5 Staff Profile 
Council’s annual expenditure 2010/11 for employee costs was $6.9 million 
 
As at 30 April 2012 Council’s employee base comprised 
 

Description Male Female Total 
Full Time 67 10 77 
Part Time 5 8 13 
Casual 21 3 24 
Total 93 21 114 
 
The breakdown by department is as follows: 
 

Description Male Female Total 
General Manager 3  3 
Corporate & Community 
Services 

6 13 19 

Technical 64 2 66 
Planning & Environmental 20 6 23 
Total 93 21 114 
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The Age Distribution of staff is as follows: 
 

Description Total 

18-25 5 
26-35 12 
36-45 25 
46-55 44 
56 -65 23 
66-72 5 
Total 114 
 
The age profile of the workforce indicates that the workforce is “ageing”, a national 
phenomenon and Council is looking at strategies to compensate for the implications of this 
trend. 
 
6 Operating Environment 
 
The following major trends have been identified as impacting on Council’s operating 
environment: 
 
Technology • Technological change challenges traditional work 

organisation and skills. 
• The need for ready access to current and accurate 

information. 
• The use of technology to improve productivity and 

streamline processes. 
Industrial Relations 
and Legal 
Environment 

• Industrial arrangements provide further opportunity to 
reshape the working environment. 

• Increased legislation affecting the rights of individuals at 
work and employer regulations. 

Quality • Greater accountability. 
• Increasing demands for evidence to demonstrate 

performance quality. 
• Increased need to align individual and organisational 

objectives to provide employee recognition and rewards 
Financial • Financial constraints and demand for increased 

productivity and efficiency. 
• Increasing need for additional training programs  

increases financial pressure on Councils. 
• Financial management and sustainability of Councils 

resources to ensure their operations into the future. 
Workplace Health and 
Safety 

• Increased requirement to comply with legislation. 
• Increased need to monitor workplace health and safety 

concerns, ensuring early intervention and a safe return 
to work. 

• Greater emphasis on individual responsibilities in the 
workplace. 

• Increased focus on risk management. 
Labour Availability  • Local Government as an industry has experienced skill 

shortages in a number of professional areas. 
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External Factors • Global Labour Markets 
• Economic Outlook 
• Growth of Northern Rivers 

 
7 Key Issues 
 

7.1 Skills and Education 
 
Objective: 
To ensure Council employees are highly skilled, both technically and in terms of knowing 
Council’s business, its corporate aims and objectives, policies and strategies, to deliver a 
high level of service to our customers. 
 
Strategies 

• Develop, implement and continually improve “merit based” competitive selection 
processes for the recruitment and selection of high quality employees.. 

• Review and implement an induction program for all employees. 
• Provide an integrated program for managing performance in an ongoing and 

effective way. 
• Provide assistance (financial and leave) to employees for continuing education 

through the Educational Assistance Policy. 
• Each employee is consulted annually, through the review process, to identify 

training needs, which assists in shaping the Corporate Training Plan which is 
revised each year. 

• Encourage and facilitate school “work experience” programmes and participate in 
“careers advisory” sessions. 

• Promote a culture of “continuous improvement”. 
• Develop succession planning strategies to address the challenging phenomenon of 

the ageing workforce 
• Strengthen networks between local Councils in the areas of:  

• combining numbers to meet minimum training requirements 
• secondments / development opportunities 
• collaborating knowledge to broaden Council and employees knowledge bases 

 

7.2 Workplace Safety 
Objective: 
To create and maintain a work environment that provides a safe and healthy work 
environment for employees, contractors and visitors and meets Council’s obligations under 
the WH&S Act and Regulations. 
 
Strategies 

• Development, implementation and revision of an extensive OH&S system which 
promotes a healthy and safe work environment through council-wide commitment 
and cooperation to health and safety strategies. 

• Council has a dedicated OH&S Officer who is instrumental in developing, 
implementing and monitoring Council’s OH&S System. 

• Every position Job Description is to include OH&S responsibilities, accountabilities, 
authorities, training, risk management and injury management and it is important 
that each employee understands how to effectively create and work within a safe 
work environment.  

• Review OH&S policies and procedures to ensure best practice 
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• Focus on health and safety training for managers, supervisors and employees to 
ensure that they are accountable, meet their OH&S responsibilities and legislative 
requirements 

• Focus on rehabilitation and return to work programs to ensure that employees 
return to work as soon as they are able. 

• Analyse risks and address any associated workplace health and safety issues. 
• Provision of plant and equipment which meets Australian Safety Standards, and 

maintenance of  the plant and equipment in a safe operating condition. Risk 
assessments are conducted prior to purchasing plant and equipment, and again on 
delivery. 

• Council providing appropriate Personal Protective Equipment (PPE). 
• All enclosed work-sites, includes offices, vehicles and plant, are designated “No 

Smoking” areas. 
• Council requires a “violence-free” work environment and has adopted a “Grievance 

Policy” to address and hopefully eliminate workplace problems such as harassment 
and bullying. 

• Pre and post employment medical assessments 
 
 

7.3 Employee Relations 
Objective: 
To provide transparent, honest and fair management of Council’s human resources and to 
be an employer of choice in the Local Government industry. 
 
Strategies 

• Conduct staff surveys on “performance” for all “corporate” services, as part of our 
“continuous improvement” programme. 

• Develop and maintain effective communication strategies 
• optimise working conditions within funding constraints 
• Ensure consultative and responsive management practices based on two way 

communication and appropriate devolution of responsibilities 
• Value and recognise outstanding achievements and contributions made by staff. 
• Extensive staff consultative mechanisms through the OH&S and Consultative 

Committees. 
• Implementation of the Equal Employment Opportunity (EEO) Management Plan. 
• Formal recognition of long-serving employees. 
• Encouraging retention of skilled “ageing” employees on a part-time basis. 

 
 
8 Goals for 2012/2016 in Relation to Human Resources  
 
 During the four year timeframe covered by this document the following 
 projects/tasks will be undertaken: 

• Review the Employee Benefits Policy in conjunction with the Consultative 
Committee 

• Implement Drug and Alcohol Policy 
• Undertake staff survey and analyse data 
• Review Equal Employment Opportunity Management Plan Policy in 

conjunction with the Consultative Committee 
• Improve on-line recruitment methods 


