
Murrumbidgee Shire Council 

Workforce Plan 

2013-2017 



2 

 

Table of Contents 
 

 Page No. 
Foreword from General Manager, Carolyn Upston 3 

Introduction 4 

Workforce Trends 5 

Current Workforce – Makeup and Demographics 7 

Projected Workforce Demographics 8 

Trainees/Apprentices 9 

Staff Turnover 9 

Anticipated Future Needs 10 

Critical Positions 10 

Impediments to Recruitment 11 

Succession Planning 11 

Workforce Strategies 12 

Conclusion 13 

  

 

This document is Version 1  

of the Murrumbidgee Shire Council Workforce Plan. 

 

It was adopted by Council Resolution …….. on 17 July 2013 

 

Revision Date:  31 March 2014 

  



3 

 

Foreword 

As General Manager of Murrumbidgee Shire Council I see the workforce as my most important 

tool to achieving the goals of Council and the community.  It’s hardly surprising that in the 

Integrated Planning and Reporting regime, a Workforce Plan is a critical element of the resourcing 

strategies which allow us to the deliver the outcomes the community expects.  

 

The Workforce Plan is about ensuring that we have skilled staff able to do the required jobs.  It’s 

about knowing what people we need now and into the future to get the job done.  It’s about 

knowing what tools those people will need to equip them and providing the necessary training for 

them.  And it’s about retaining them once they are trained and skilled. 

 

In a shire such as ours, whilst we want to do things in the most cost effective way maintaining 

current staffing levels is also important for the economy of our region.  If it’s likely staff will be 

replaced with technology then we should be offering opportunities for cross training and multi 

skilling so that our workforce is transferable across the organisation. 

 

This is our first “Workforce Plan”.  During the preparation of it I have frequently become aware that 

we don’t have all the answers so over the next few years we will be looking for the answers and 

constantly amending and updating the document. 

 

As with all the Integrated Planning and Reporting documents, this is a “living” document subject 

to constant development and refinement. 

 

It is my goal as the General Manager to ensure that my staff know they are valued and important 

to the organisation and to aim for a workplace that becomes recognised  as a great place work 

so that we can always attract and maintain a skilled workforce that is engaged in achieving the 

community goals for the shire. 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Carolyn Upston 

General Manager 
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Introduction 

 

The Workforce Plan forms part of the Resourcing Strategy within the Integrated Planning and Reporting cyclic diagram. 

An organisations resources are considered to be financial and human.  The workforce plan is how Murrumbidgee Shire Councils 

employees (as the human resource) will contribute to achieving the goals in the Community Strategic Plan – Murrumbidgee 2030. 

 

 

 

 

 

Whilst the elected council sets the organisation structure it is 

the General Managers job to make sure the outcomes in the 

Delivery Program are delivered, therefore it is important that 

the General Manager in consultation with the division 

managers advises Council on what resources are required to 

deliver the goals set by council in the delivery program. 

Then it is up to management to manage the human 

resources in that structure.  To ensure that positions are filled 

with skilled staff capable of doing the jobs required. 

In an ideal world this is fine in theory but in actual fact there 

are a number of issues which can affect outcome 

achievement.  Some of these are outside of Council’s control. 

So in having this Workforce Plan we can strategically plan for 

the appropriate workforce taking into account everything 

that may influence reaching our goals.  
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Workforce Trends 

 

There are external factors right across the entire Australian workforce, which have the potential to considerably impact our ability 

to attract and retain a suitable workforce.  This in turn could provide a significant impediment to achieving our goals so they are 

noted here.  This section is not the place to find solutions, we just need to acknowledge the problems exist. 

Aging Workforce 

Conduct a “Google” search on the term ‘Australia’s Aging Workforce’ and up will come pages of articles and references.  It is 

probably the most significant issue for every employer.  Here is a quote from the February 2012 Issue of HR Monthly: 

“We are facing of the biggest workforce challenges of the 21st Century, an unprecedented shift in the age distribution of 

our population not only in Australia and New Zealand but globally.  Employers will have little choice but to adapt, not just 

because older people are staying on at work, or because ‘boomer’ style they will demand that companies adapt, but 

because their skills and experience will be needed.” 

 

In fact over the next decade a substantial number of key workers with significant skills and experience, along with acquired 

corporate and cultural knowledge will retire.  This will affect our organisation, with key employees due to retire and replacement of 

their skills and experience will not be easy without even taking into account the inevitable loss of corporate knowledge that is 

irreplaceable. 

 

Skills Shortages 

Local Government in NSW, through associated professional bodies and associations, has identified skills shortages in the following: 

 Engineering (all streams) 

 Planning 

 Building Surveying 

 Environmental Health 

 Accounting 

A recent survey (2013) of NSW Councils conducted by the Destination 2036 Working Party 1a also identified other areas of skills 

shortages which are of concern: for example: labourers, tradespeople, IT professionals and child care workers.  

 

Local Government cannot carry out their core business functions without people with these skills.   
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Flexible Work Options 

There’s an increased demand for flexible working options right across the whole demographic of employees.  Younger people 

want to balance family/work obligations and the “baby boomers” transitioning to retirement want the flexibility of reduced hours.  

The retirement funds of some of the people in this group may have been impacted by the global financial crisis and they may not 

be in a position to retire but still don’t want to work full-time. 

Australia already has some of the best “flexible working arrangements” built into their employment awards but there will probably 

be an increased demand for more flexibility in the coming years. 

This presents staffing challenges for local government because if we cannot offer flexibility to employees they will go somewhere 

where they have that option. 

Workplace Diversity 

Diversity is important in our workforce because we need a workforce that represents the makeup of our community.  It is 

incumbent through legislation for employers, particularly those in the public sector, to take this affirmative action. 

Technology Changes 

The exponential change in technology has in the past decade, and will continue to, mean very real and significant changes in the 

workplace.  Some traditional skills have been replaced with technology but there is the challenge to keep your workforce skilled 

and up to date with technology changes.  Perhaps the technology change that will have the biggest impact in the next few years 

will be the need to modify our communication tactics to incorporate social media. 

Local Government Image 

Local government, unfortunately does not have a good image as an employer.  Traditional perceptions of “council workers” whilst 

largely untrue are hard to overcome.  Young people do not see local government as a career option.  Also local government 

wages are not competitive comparative to the private sector which is a further impediment to attracting and retaining graduates 

and younger people.  More promotion of the opportunities of a career in local government will become imperative. 
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Current Workforce 

As at 12 July 2013, Murrumbidgee has 45 Employees with one full-time position vacant and one 12 month contract position vacant. 

The two vacancies are new positions for the 2013-2014 financial year.   Our Workforce looks like this: 

  

Workforce Demographics 

  

The mean average age of the Murrumbidgee Shire Employee is 48.3 
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If we maintain current staff for 5 years obviously the average age will increase to 53.3 but the spread of demographics using all 

staff will look like this and 40 of our 45 employees will be over the age of 45. 

 

 

This must be a great concern – if we project out a further 5 years then 43 of our 45 employees will be over 45 and 21 of them over 

65.  Whilst we cannot discriminate by age it is clear that if the trend continues and we don’t start to attract some younger people 

our workforce will gradually disappear. 
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Trainees/Apprentices 
 

Murrumbidgee Council does not have any permanent positions in the organisation structure for trainees or apprentices.  However 

we have worked in partnership with local schools to provide positions for school based trainees.  This is viewed by Council as a 

service to our community but also as an opportunity to introduce young people to the opportunities for future careers in local 

government. 

As at July Council has two school based trainees, both currently in Year 12 who will complete their traineeships with Council this 

year.  There is one male trainee working in the Assets Management/GIS area and a female trainee in administration. 

Council has not actively sought out these arrangements; it has been at the instigation of the school or the training provider/liaison 

manager. 

 

 

Staff Turnover 
 

Council has experienced very low staff turnover of less than 5% per annum over the past five years.  Reasons for turnover were: 

 Retirement (1 person) 

 Young family commitments (3 persons) 

 Moving on to better position elsewhere (1 person) 
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Anticipated Future Needs 
 

It is not envisaged that there will be a need to increase staff numbers in the foreseeable future to achieve the goals in the 

Community Strategic Plan or the 2013-2017 Delivery Program.  It will always be Councils policy to employ the best person for any 

advertised position without any form of discrimination.  However, as indicated in the previous section, Council needs to be 

proactive in attracting a younger demographic into the sector and hopefully this will occur naturally as the retirement of the older 

members of our workforce occurs. 

 

Critical Positions 
 

Murrumbidgee Shire Council has a policy of multi-skilling/cross-skilling employees.  This has been necessary in the past because of 

our small staff numbers and the need to have critical positions covered when the incumbent takes leave.  Therefore we are 

probably less exposed than many other councils where employees may only know how to do their own job. 

However, it is considered that if the following positions were vacant for more than two months it would be an impediment to 

Council to operate at appropriate service levels : 

 Director Environmental Services 

 Manager Finance and Administration 

 Operations Manager 
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Impediments to Recruitment 
 

Some of the impediments to recruitment have been previously mentioned in the Workforce Trends section of this document. 

In the past Council has had problems in attracting applicants for the following two positions: 

 Director Environmental Services (DES) (Position Vacant for approximately nine months - the problems centred around the 

lack of suitable applicants and the money council was offering for the position.  In the interim Council managed by 

outsourcing any urgent work to a neighbouring council.) 

 Workplace Health and Safety/Quality Officer  (Position Vacant for approximately six months – despite being advertised 

nationally in the local government recruiting circles we had no qualified applicants.  Council eventually employed from 

within and has/is training the new appointee into the position.) 

Nationally recognised skills shortages will impact on proposed future recruitment. 

Another issue facing this shire is the lack of suitable rental accommodation for an applicant from outside the shire.  Rental 

accommodation would possibly be available in a neighbouring shire but that is not considered to be ideal. 

 

 

Succession Planning 
 

Council has yet to develop a formal Succession Plan but we do ensure that multi/cross-skilling staff, at this time provides an 

adequate cushion for unexpected resignations or departures. 
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Workforce Strategies 
 

Below is a list of things Council does or will do to retain a skilled and committed workforce: 

 Where appropriate advertise positions internally before going out to the broader market 

 Offer appropriate training for the professional development of employees, and when possible (within budget constraints) 

opportunities for personal development 

 Offer opportunities for multi/cross skilling 

 Offer flexible working arrangement within staffing constraints 

 Continue to engage staff in dialogue about issues which affect them 

 Encourage staff participation in decision making about workplace changes 

 Encourage staff to network with peers in local government, other levels of government and the private sector to expand 

their knowledge and experience  

 

Below is a list of things we will investigate further: 

 Training opportunities for employees which are funded outside Councils training budget 

 Promoting local government careers to the wider community 

 Researching opportunities for skill sharing/skill development with other councils 

 

 

  



13 

 

Conclusion 
 

This Workforce Plan provides good data on our current position but further research and detail needs to be provided on the future. 

This plan is adequate for the short-term but the intention is to further develop and refine it by the proposed Review Date of 31 

March 2014. 

On the whole Murrumbidgee Shire Council has a skilled and engaged workforce which is adequate for the period of the 2013-2017 

Delivery Program.  There are no anticipated staff shortages or skills shortages which will impact on our ability to maintain and 

perhaps even improve on, current service levels. 


