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MESSAGE FROM THE CEO
This Workforce Plan aims to ensure that the Shire of Carnamah has
the right people at the right time with the right skills to serve the
community.
To do this we want to be a great place to work with opportunities
to learn and grow; where the staff take pride in the excellence of our service to the community; and
where we apply a high standard of professionalism in human resources management.
I am proud of this organisation. We have a strong team spirit and ‘can do’ culture. The staff survey
confirms a high level of work satisfaction in the context of our commitment to the Council and
community. We take our work seriously, but we have fun too. We have a very human and supportive
workplace.
We have looked at our challenges and opportunities and have developed strategies to consolidate
and continuously improve our organisation.
I look forward to implementing this plan with our dedicated and capable team.

Vin Fordham Lamont
Chief Executive Officer, Shire of Carnamah
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INTRODUCTION
Purpose of the Workforce Plan
Local Governments in Western Australia are required to implement Integrated Planning and
Reporting (IPR) as the guiding process for planning and monitoring services and activities. The
Workforce Plan (WFP) is a core informing strategy under IPR.
Workforce planning is a key tool to achieve a high performing organisation. Staff costs make up a
significant portion of the total costs of most local governments and so having the right staff with the
right skills, experience and knowledge at the right level of remuneration becomes a critical factor in
the ability of the local government to provide cost effective services and deliver high quality projects.
The total workforce involved in the delivery of the Shire’s services is not limited to direct employees,
as it also includes contractors and shared employees with neighbouring Shires.
The WFP is a living document and the process of shaping the workforce is continuous. The Plan will
be updated regularly to ensure its medium to long term goals can be achieved. It will be tweaked as
needed in conjunction with the Strategic Review to be completed in 2020/21, and remain
synchronised with the cycle as shown in figure 1 from then on.
FIGURE 1: INTEGRATED PLANNING AND REPORTING FRAMEWORK
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Goals of the Workforce Plan
Goal 1: A great place to work with opportunities to learn and grow
This goal area is concerned with attraction and recruitment, and providing a positive environment
for learning, development and retention.

Goal 2: Staff take pride in the excellence of our service to the community
This goal area is primarily concerned with the critical success factors for performance excellence. It
includes culture, productivity and leadership development.

Goal 3: High standard of professionalism in human resources management
This goal area is concerned with the systems that underpin the Workforce Plan, including organisation
structure, industrial relations framework, policies, and processes.

Process to prepare the Plan
The process to prepare the Plan involved the following steps:
▪

Staff survey

▪

Labour market analysis

▪

Review of current practices, challenges and opportunities

▪

Develop plan

The Shire’s Strategic Direction
Vision, Objectives and Outcomes
The Strategic Community Plan (2017- 2027) sets direction and the Corporate Business Plan covers
the first four years in more detail. These Plans have been used as a guide; however, they will be
reviewed in the coming months, at which point this Workforce Plan will be updated.
The vision is: “The Shire of Carnamah will be a sustainable, progressive, desirable and caring community
which recognises and values its diversity”
There are six community aspirations:
▪ To be a vibrant country district with a strong community. To provide a great place to live,
work, raise families and to visit. To be an area that maintains the traditions of a rural lifestyle.
▪

To be characterised by a clean, friendly and safe environment.

▪

To be a place of economic and lifestyle opportunity.

▪

To be recognised as a progressive, customer focussed country local authority.

▪

To establish and maintain cost effective, efficient and sustainable community infrastructure
and services.

▪

To promote health and wellbeing
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The table below shows the objectives and strategies that drive the Council’s Corporate Business Plan
and annual budgets. The Workforce Plan needs to ensure that the human resources of the Shire are
aligned to delivering these strategies.
Objectives
Continuity and improvement
of existing services and
facilities in the Shire.

Strategies
▪ To optimise primary care services and opportunities for the
community.
▪ To support an appropriate level of education in the Shire from child
care to Vocational Educational Training Programs.

SOCIAL

▪ To plan and implement town beautification programs.
▪ Acknowledge the changing demographics and make provision for
accommodation and facilities for an ageing population.
▪ To encourage the level of participation in sport and recreation whilst
improving facilities and access.
▪ To promote and facilitate the development of a wide variety of
artistic and cultural pursuits that forge connections between
residents of the district and their natural and built environments.

ENVIRONMENT

To provide sustainable
management of resources
and the protection and
enhancement of biodiversity,
land, air and water.

▪ To identify future development and ongoing maintenance
requirements at Shire waste disposal sites.
▪ To identify future recycling options.
▪ To monitor and influence the regulatory environment relating to
unconventional gas (fracking)
▪ Maintain existing and new information on the potential impacts.
▪ Engage with the community/ parliamentary reps and relevant
agencies to ensure the best possible outcomes with respect to
preservation of the environment and water resources.
▪ Effectively manage reserves under Council’s controls including road
reserves.
▪ Encourage awareness and appreciation of the district’s biodiversity
and promote the community’s involvement in its conservation.
▪ Promote natural resources management that improves productivity
and safeguards the welfare of future generations.
▪ Develop a position on the future management of the coastline
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ECONOMIC

Objectives
To retain existing industries
and encourage the
establishment of new
industries to broaden the
district’s economic base and
develop and maintain an
efficient road transport
system.

Strategies
▪ To develop, maintain and improve an efficient road system to
support the transport requirements associated with agricultural
production.
▪ To review and amend as necessary the Shire of Carnamah Local
Planning Scheme No 2, to ensure appropriate land use zoning to
accommodate future business activity.
▪ Retain existing industries and encourage the establishment of new
industries to broaden the district’s economic base.
▪ To maintain and improve the standard of community infrastructure
including roads, public buildings, water, drainage, parks, gardens
and public open space, footpaths and walk trails.

CIVIC LEADERSHIP

▪ To promote and develop a sustainable tourism industry in the Shire
of Carnamah.
To be a professional,
customer focussed
organisation, which
▪ effectively engages (with)
the community to
determine strategic
direction
▪ responsibly manages the
organisation’s assets and
financial resources
▪ is a strong advocate for
the community

▪ To improve communications between Council and the community;
and to disseminate information.
▪ To responsibly manage Council’s financial resources to ensure
optimum value for money and sustainable asset management.
▪ Ongoing reviews of the Strategic Community Plan.
▪ Meet the required level of service in the most cost effective manner
for present and future residents.
▪ To ensure bush fire brigades and state emergency services have
vehicles, plant, buildings, equipment and training to respond to
emergencies in accordance with the local emergency management
plan.

WORKFORCE PROFILE
The organisation’s structure is shown in Appendix 1. The following analysis examines the make-up of
and key features of the workforce. It is intended to be a broad snapshot of the workforce rather than
an exact representation.

Number of Employees
The Shire of Carnamah has 26 permanent full time and part time positions, which equates to 22 full
time equivalent (FTE) positions. Approximately half of the positions are in the works area.

Age Profile
The age profile of Shire of Carnamah employees (as of 30 June 2020) is shown in the chart below.
Just over half of the workforce is 50 years of age or older.
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Age Profile
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Length of Service
As of 30 June 2020, length of service ranged from 3 months to nearly 23 years. Over half of the staff
(14) had less than three years with the Shire.

Gender Profile
Approximately 70% of the workforce is male and 30% is female.

Disability
The Shire doesn’t keep disability records.

Turnover
Turnover is relatively high at around 30%, although this is not uncommon in regional areas.

Number of staff departing
FTE
% of workforce

2018/19
7
6.4
29%

2019/20
8
6.7
30%

Workers Compensation Injury Claims
There were two Workers Compensation claims lodged in each of 2018/19 and 2019/20.

Number of Workers Compensation claims

2018/19
2

2019/20
2
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LABOUR MARKET ANALYSIS1
The Shire serves a population of approximately 548. The Shire’s labour market consists primarily of the
local population and Western Australia more broadly. The Shire seeks to recruit locally where possible.
Rural and remote local governments often face challenges in the attraction and retention of suitably
qualified staff. The Shire of Carnamah confirms that recruitment is difficult. Challenges in this area
can be a mixture of perception and reality and include2:
▪

Higher wages paid by private industry or city councils

▪

Fewer career progression opportunities

▪

Less opportunity and access to professional development and training

▪

Loss of prestige

▪

Remoteness and isolation

▪

Less infrastructure and recreational facilities

▪

Family impact and schooling opportunities

The following analysis shows the key features of the local labour market, compared to the State as a whole.

Educational attainment
The local population has a lower level of educational attainment than the State population.
Level of highest educational attainment - 15+ years

Carnamah

Carnamah %

WA %

Bachelor Degree level and above

37

8.4

20.5

Advanced Diploma and Diploma level

29

6.5

8.9

Certificate level IV

5

1.1

3.1

Certificate level III

68

15.3

14.0

Year 12

72

16.3

16.0

Year 11

30

6.8

5.4

Year 10

94

21.2

11.8

Year 9 or below

33

7.4

5.9

No educational attainment

0

0.0

0.5

Not stated

66

14.9

11.0

1

All statistics are from the ABS 2016 Census unless otherwise stated.

2

Australian Centre of Excellence for Local Government recruitment (2014) Attraction and retention of CEO’s
and Senior staff in Rural-Remote and indigenous Local Governments
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Aboriginal and Torres Strait Islander
1-3% of the working age population and 3.4% of the total population in Carnamah is Aboriginal and/or
Torres Strait Islander (similar to Western Australia as a whole).

Country of birth
75% of the population was born in Australia (compared to 60% for Western Australia as a whole).
Most of those who were born elsewhere, come from English speaking countries (mainly England,
New Zealand and South Africa).

Median age
Carnamah’s median age is 46, significantly older than the WA median age of 36.3.

Disability
3.6% of the population in Carnamah has need for assistance in one or more of the core activity areas
of self-care, mobility and communication.

Employment and unemployment
The table below indicates relatively high full-time employment and relatively low unemployment in
Carnamah, compared to Western Australia as a whole.
Employment - People who reported being
in the labour force, aged 15+ years

Carnamah

Carnamah %

WA %

Worked full-time

196

73.1

57.0

Worked part-time

49

18.3

30.0

Away from work

6

2.2

5.2

Unemployed

17

6.3

7.8

Housing affordability
Rent and mortgage payments as a percentage of household income give an indication of housing
affordability – one of the factors that can be an attractive feature of regional life. The tables below
show that housing is considerably more affordable in Carnamah than in Western Australia as a whole.
Rent weekly payments
Median rent
Households with rent payments greater
than or equal to 30% of household
income

Carnamah

Carnamah %

WA %

1.5

9.7

100
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Mortgage monthly repayments

Carnamah

Median mortgage repayments

737

Households with mortgage payments
greater than or equal to 30% of
household income

Carnamah %

WA %

2.9

8.6

SKILLS AND CAPACITY NEEDS
The skills and capacity needs of the Shire in order to achieve the Strategic Community Plan and
Corporate Business Plan are key drivers of the Workforce Plan.
Analysis of the current workforce indicates that the positions are well aligned to delivery of the Shire’s
plans. There are no plans to cease or initiate services in the medium term and there is no demand
pressure relating to population growth or changes. Workforce needs will be considered again in
conjunction with the upcoming Strategic Review.
There are some issues in the resourcing arrangements and recruitment is an ongoing challenge
(discussed further below).

POLICIES
The Shire of Carnamah has an extensive set of up to date policies, as follows:
▪

Code of Conduct

▪

CEO Appointment

▪

CEO Performance Review

▪

Equal Opportunity

▪

Senior Employees Designations

▪

Statutory Authorisations

▪

Acting Chief Executive Officer

▪

Job Interview Expenses

▪

Staff Pre-employment Procedures

▪

Temporary, Part-time and Casual Employees – Medical Examinations

▪

Workplace Drug and Alcohol Policy

▪

Staff Furniture Removal Costs

▪

Employee Housing

▪

Staff Housing Subsidy

▪

Staff Employment Conditions
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▪

Study Expenses

▪

Overtime – External Works Crew

▪

Gratuitous Payments to Employees

▪

Inside Staff Uniforms

▪

Staff Presentations on Resignation

▪

Occupational Health and Safety

▪

Harassment

▪

Control of Contractors (Occupational Safety and Health)

▪

Protective Clothing

▪

Administering/Supply of Aspirin

▪

Influenza Vaccination for Staff

▪

Injury Management

The remaining policy gaps to be filled are:
▪

Flexible Work Arrangements

▪

Parental Leave

▪

Family Domestic Violence Leave

▪

Training and Development

▪

Performance Management

STAFF SURVEY
A survey was undertaken to ascertain staff perspectives on their working lives at the Shire. Most of
the staff (23) participated in the survey. The staff survey results are overwhelmingly positive (see
Appendix 2). The percentage of staff selecting positive or very positive ratings ranges from 73% to
95%. The percentage of staff selecting negative or very negative ratings was mainly 0% but did get as
high as 9% on two questions. Overall, this indicates that staff feel highly motivated and are highly
satisfied in their work and with the organisation.
However, there is always room to improve and there were five areas where the very positive rating
fell below 60%. In one case*, this was also associated with the highest dissatisfaction rating. Areas of
relatively lower satisfaction are:
▪

Opportunities for training and development

▪

Support from the Shire to meet career goals

▪

Demands of the job relative to normal working hours*

▪

Cultural diversity

▪

Disability friendliness
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SUMMARY OF KEY ISSUES
From the preceding analysis of the workforce and labour market, and the staff survey, the following
key issues are apparent:
▪

Staff development and progression: ensuring adequate and equitable opportunities for skill
development and career advancement

▪

Workload balancing: ensuring that workload distribution is fair and represents a good match
of expectations to resources, and that staff are supported to manage their worklife balance
effectively

▪

Recruitment difficulties: the Shire is competing locally and across Western Australia when it
needs to fill vacancies and therefore needs to be presenting employment with the Shire and
life in Carnamah in the most positive light

▪

Relative inexperience: a large proportion of the the Shire workforce is relatively new to the
Shire, which brings challenges in terms of on the job ‘know how’ and ‘know why’

▪

Ageing workforce: over 20% of the workforce is at or approaching retirement age – this
presents challenges in terms of both supporting transition to retirement and succession
planning

▪

Diversity: representing the diversity of the community is more difficult in a small organisation,
however, the Shire could work towards increased diversity, particularly with respect to people
with disability and Aboriginal and Torres Strait Islander people

▪

Policy gaps: while the Shire has a solid foundation of human resources policies, there are
some key gaps to be progressively filled

▪

Current resourcing matters: there is a small number of resourcing matters under active
purview, including the provision of Community Development, Emergency Management and
Ranger Services, OSH, and Building Administration; and the distribution of duties in the
Finance and Administration area

11 | P a g e

GOALS, STRATEGIES AND ACTIONS
This table below outlines the goals, medium term strategies and key actions of the Workforce Plan. Note that many of the strategies and actions reflect
the current good practice of the Shire, with tweaks that focus on the issues that have been identified to sustain the capability and performance of the
organisation.

Goals

Medium Term Strategies

Key Actions

Goal 1

1.1 Recruit to match skills, aptitude, and
diversity to strategic and service
objectives

▪

1.2 Provide high quality professional and
career development opportunities

▪

1.3 Develop succession planning and
support retirement transitions

▪

A great place to work with
opportunities to learn and
grow
This goal area is concerned
with attraction and
recruitment, and providing a
positive environment for
learning, development, and
retention.

Shire of Carnamah Workforce Plan

Review and intensify promotion of the Shire as a place to work and
the District as a place to live (in conjunction with rebranding)
▪ Continue to provide youth cadetship
▪ Review recruitment to identify opportunities to better match
diversity of community, particularly with respect to people with
disability and Aboriginal and Torres Strait Islander people
▪ Continue to collaborate with other Shires in the region (and beyond
where appropriate) in the provision of shared services
Ensure all staff have a training and development plan where relevant,
linked to the performance management process (see Goal 2)
▪ Collaborate with other Shires in the region (and beyond where
appropriate) in the provision of development opportunities for each
other’s staff
Identify critical positions and create succession plans
▪ Establish retirement transition process based on: (i) looking ahead and
planning for a staged process that works for the organisation and the
individual (ii) care for the wellbeing of the individual (iii) capturing
institutional knowledge
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Goals

Medium Term Strategies

Key Actions

Goal 2

2.1 Embed the culture of the organisation
in strong organisational values

▪

Engage the staff in a process to develop organisational values

2.2 Develop leadership in the organisation

▪

Deliver a leadership development program for senior and aspiring
staff

2.3 Foster an open environment and
effective communication

▪

Continue to share information regarding relevant context, issues
under consideration and key decisions

2.4 Align performance management with
the objectives and success measures
of the organisation

▪

2.5 Engage with staff on opportunities to
improve the working environment
and productivity

▪

Staff take pride in the
excellence of our service to
the community
This goal area is primarily
concerned with the critical
success factors for
performance excellence. It
includes culture, leadership
development and productivity

Shire of Carnamah Workforce Plan

Create a strong measurement framework in conjunction with the
Corporate Business Plan and align staff performance management to
the framework, beginning with the CEO’s performance agreement
with the Council
▪ Review expectations relative to resourcing as part of the
development of the Corporate Business Plan, and undertake
prioritisation as required (eg in consideration of desired
enhancements to services and/or assets and facilities)
▪ Consider opportunities to improve efficiency as part of the
Corporate Business Plan process
Continue to maintain the CEO’s “open door”
▪ Administer the staff survey and consider the results at least every
two years
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Goals

Medium Term Strategies

Key Actions

Goal 3

3.1 Ensure up to date, fit for purpose
organisation structure

▪

Review organisation structure every 2-4 years

3.2 Ensure fair and appropriate
remuneration and benefits for staff

▪

Administer the State Award system for pay and conditions

3.3 Maintain a healthy and safe work
environment

▪

Embed a culture of safety and continue to strictly adhere to
Occupational Safety and Health procedures

3.4 Continue to enhance workforce
policies, systems, and processes

▪

3.5 Annual review of key workforce
measures

▪

High standard of
professionalism in human
resources management
This goal area is concerned
with the systems that underpin
the Workforce Plan, including
organisation structure,
industrial relations framework,
policies, and processes.

Shire of Carnamah Workforce Plan

Continue to maintain up to date policies and procedures
▪ Identify and progressively fill key gaps in policies
▪ Progressively create/improve HR forms, checklists and templates (eg
recruitment checklists, exit surveys, performance review forms)
Develop and implement annual reporting on nominated workforce
measures in the Annual Report
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COSTS
The Shire’s workforce costs are projected to increase in line with inflation (assumption of 1.7%) for
the life of the plan. All costs associated with the employment of a person are included, including
salaries, wages, allowances, benefits such as vehicle and housing, superannuation, employment
expenses, removal expenses, relocation expenses, worker's compensation insurance, training costs,
conferences safety expenses, medical examinations, and fringe benefits.

Employee Costs

2020/21

2021/22

2022/23

2023/24

$1,894,066

$1,926,265

$1,959,012

$1,992,315

RISK MANAGEMENT
Risk

Treatment

Vacancies for critical positions

▪ Succession planning and contingency provision for
temporary contracts that may be required
▪ Increased attention to branding and marketing
▪ Continued strict adherence to Occupational Safety
and Health procedures

Injury/death

MONITORING
These measures will be reported in the Annual Report.
Indicator

Measure

Ability to attract staff

Time to recruit

Employee pride and willingness to From staff survey
recommend Shire as a place to work
Workers Compensation claims

Shire of Carnamah Workforce Plan

From Occupational Safety and Health data

15 | P a g e

APPENDIX 1: ORGANISATIONAL CHART

Shire of Carnamah Workforce Plan
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APPENDIX 2: STAFF SURVEY RESULTS
Gender profile

Age profile
30%

Female
30%
17%

17%

17%
13%

4%
Male
70%

18-24 25-34 35-44 45-54 55-64

Length of service

65+

Employment status

32%

Casual
Part time
4%
18%

27%

14%

14%
9%
5%

Less
1-3
4-6
7-9 10-14 15+
than 1 years years years years years
year

Cultural background

Full time
78%

Do you have a disability?
There was no disclosed disability in the survey.

Other*
9%

Caucasian
91%

*Asian, Italian

Shire of Carnamah Workforce Plan
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My work is important

I know what is expected of me in my job

Strongly agree
Somewhat agree

83%

Somewhat agree

4%

Neutral

Strongly agree

Neutral

13%

87%
4%
9%

Somewhat disagree

0%

Somewhat disagree

0%

Strongly disagree

0%

Strongly disagree

0%

I have a good understanding of what the
Shire does overall, and where my job fits
Strongly agree

77%

Somewhat agree
Neutral

I have the right skills to do my job

Strongly agree

65%

Somewhat agree

14%

22%

Neutral

9%

13%

Somewhat disagree

0%

Somewhat disagree

0%

Strongly disagree

0%

Strongly disagree

0%

I do a good job

There are no barriers or constraints to
high performance in my job

Strongly agree

78%

Somewhat agree
Neutral

17%
4%

Strongly agree

52%

Somewhat agree *

33%

Neutral

Somewhat disagree

0%

Somewhat disagree ~

Strongly disagree

0%

Strongly disagree

10%
5%
0%

* Somewhat agree: inexperienced team; lack of resources; conservatism of locals; cost shifting; COVID19; occasional miscommunications; not a great culture of sharing the workload (e.g. someone will do
too much, some just enough, etc); constant interruptions
~ Somewhat disagree: I can't log into or do the licencing
Shire of Carnamah Workforce Plan
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I am encouraged to use my initiative

Strongly agree

I am willing to go the extra mile to help
the Shire succeed

78%

Somewhat agree

Somewhat agree

9%

Neutral

Strongly agree

Neutral

13%

87%
4%
9%

Somewhat disagree

0%

Somewhat disagree

0%

Strongly disagree

0%

Strongly disagree

0%

I have the flexibility to meet my
personal/ family needs
Strongly agree

70%

Somewhat agree

Highly satisfied

Somewhat disagree

0%

Somewhat dissatisfied

Strongly disagree

0%

Highly dissatisfied

How well does the Shire support you in
your career goals?
Very well

57%
30%

Neutral

13%

9%
4%
0%

I have or can get the information I need
to do my job
Strongly agree

61%

Somewhat agree
Neutral

Somewhat poorly

0%

Somewhat disagree

Very poorly

0%

Strongly disagree

Shire of Carnamah Workforce Plan

35%

Neutral

4%

Somewhat well

52%

Somewhat satisfied

26%

Neutral

How satisfied are you with opportunities
for training and development?

35%
0%
4%
0%
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I can usually get my job done in my
normal working hours
Strongly agree

52%

Somewhat agree
Neutral
Somewhat disagree

0%
9%

My skills and abilities are used effectively
by the Shire
74%

Strongly disagree

0%

How well do senior managers communicate
important information and decisions?
Very well
Somewhat well

Neutral

13%

Neutral

Somewhat disagree

0%

Somewhat poorly

Strongly disagree

0%

Very poorly

How easy do you find it to approach and
discuss things with management?

Neutral
Somewhat difficult
Very difficult

83%
4%
9%
4%
0%

Shire of Carnamah Workforce Plan

9%
0%

13%

Somewhat easy

26%

Somewhat disagree

Somewhat agree

Very easy

65%

Neutral

4%

Strongly agree

Strongly agree
Somewhat agree

35%

Strongly disagree

I have adequate tools, equipment
and/or materials to do my job

74%

13%
9%
4%
0%

Do you feel involved in decisions that
impact on your work?
I am fully involved

61%

I am somewhat
involved

22%

Neutral

9%

I am somewhat
excluded

9%

I am fully excluded

0%
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I feel proud to say where I work and
would recommend it to others
Strongly agree

78%

Somewhat agree
Neutral

The organisation values cultural diversity

Strongly agree

55%

Somewhat agree

13%

18%

Neutral

9%

27%

Somewhat disagree

0%

Somewhat disagree

0%

Strongly disagree

0%

Strongly disagree

0%

The organisation is disability friendly

Strongly agree

50%

Somewhat agree

Somewhat disagree
Strongly disagree

5%
0%

There is no age discrimination in the
organisation

Somewhat agree

83%
4%

Neutral

13%

78%

9%

Neutral

18%

Strongly agree

Strongly agree
Somewhat agree

27%

Neutral

There is no gender discrimination in the
organisation

13%

Somewhat disagree

0%

Strongly disagree

0%

We work well within our teams

Strongly agree
Somewhat agree

76%
10%

Neutral

14%

Somewhat disagree

0%

Somewhat disagree

0%

Strongly disagree

0%

Strongly disagree

0%

Shire of Carnamah Workforce Plan
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We work well across our teams

Strongly agree

71%

Somewhat agree

14%

Neutral

14%

Somewhat disagree

0%

Strongly disagree

0%

Shire of Carnamah Workforce Plan
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