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1. Executive summary  

Our Workforce Management Plan (WFMP) was created with the active participation of many 
people in our organisation. It reflects the knowledge, experience and observations of what we need 
to do in the future to be successful and thrive and evolve as a valued regional service provider. To 
do this we will need to provide quality services that support a sustainable and productive region. 
Our role as primary provider of the services of bulk water, weed biosecurity and flood mitigation is 
critical for the ongoing success of our region. 

The WFMP was developed over several months, with staff consultation and data analysis of our 
organisational structure, workforce data, capabilities and reference to Local Government New 
South Wales (LGNSW) metrics and analytics reports.  

The WFMP development process identified that we require the right people, in the right place, at 
the right time, and with the right skills and attributes to achieve Rous’s business priorities and 
services. 

Our workforce strategies need to be flexible and adaptable to overcome the challenges we face. 
These challenges include knowledge loss due to an aging workforce, sourcing skilled employees 
from and across our region, re-skilling and up-skilling our employees (while maintaining business 
continuity), thriving and evolving in an environment where expected levels and standards of service 
may vary, and finally, being able to respond to legislative change (e.g., biosecurity and coastal 
protection). 

Our WFMP aims to ensure we have: 

• the workforce capability for a productive, sustainable and inclusive future 

• the capacity to develop and use the skills of our workforce to meet the needs and aspirations 
of our constituent councils. 

Over the next three years, our WFMP objectives will set out to achieve this vision and address the 
challenges, we will focus on the following. 

• Continued emphasis on developing our leaders and future leaders. 

• Continued development and implementation of our capability framework. 

• Continued development of a succession planning framework. 

• Continued investment in employee skill development. 

• Review our remuneration system to ensure it is agile to attract and retain key staff. 

• Continued effort in building and attracting a diverse workforce. 

• Establishing and embedding a consistent and integrated approach to workforce planning. 

• Measuring and improving our employee engagement. 

• Managing well any workplace change, including site relocations. 

Implementing our WFMP will result in an organisation that provides an exemplar of best practice 
having regard to our size and scale as a County Council, is highly regarded and is an employer of 
choice for the local region. 

Implementation of our WFMP is the next critical stage. This responsibility rests with our Leadership 
Team (LT) and Leadership Group (LG) working collaboratively to ensure objectives and 
timeframes are achieved, with progress to be reviewed regularly with reporting at least every six 
months.  
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In our WFMP we will document and detail the initiatives and measures that support our WFMP 
objectives and the timeframes for defining, designing and planning, developing and implementing 
and monitoring of those initiatives. 

Our WFMP is a dynamic document that is sensitive to our changing environment, both internal and 
external, to ensure it remains relevant for our business needs. Therefore, the initiatives may also 
be varied over the three years. 

 

2. What is a Workforce Management Plan? 

A WFMP is a key planning document that enables organisations to be appropriately resourced to 
manage challenges they may face in the future. 

An effective WFMP analyses the internal and external environment and identifies future labour 
needs, including head count, timeframes for key deliverables and skills required to maximise 
delivery and ensure sustainability. 

The primary purpose of our WFMP is to ensure we achieve our mission, vision and goals, through 
our most valuable resource – our people. With our employees’ knowledge, skills commitment and 
ongoing development, we will achieve our goals and tackle our challenges front on. 

 

3. Our Mission, Vision and Values (Infographic style) 

Our Mission 

Partner with our constituent councils to provide quality services that support a sustainable and 
productive region. 

Our Vision 

Thrive and evolve as a valued regional service provider. 

Our Values 

As an organisation we have developed and adopted a set of values that we collectively believe in: 

Safety – safety first 24/7 

Teamwork – one team, one purpose 

Accountability – own it, solve it, achieve it 

Respect – be honest, be fair. 

 

4. Our preferred culture 

We are focused on building a culture of achievement and collaboration.  

We want: 

• a focus on achievement through working together 

• clear purpose and goals 

• clear roles and priorities 

• innovative thinking to achieve our goals 
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• awareness of the needs of others 

• support and coaching of each other 

• a focus on growth and development – Individually and collectively 

• adaptability and an openness to change. 

 

5. Our organisation (infographic style) 

We are organised to best deliver our core functions and services to our customers. 

Our workgroups are currently organised in the following way. 

• General Manager 

• Planning and Delivery 

Strategic Planning 

Catchment and Cultural Awareness 

Asset Management 

Planning and Development 

Water Sustainability 

• People and Performance 

Governance and Risk 

Customer and Communications 

Health Safety and Environment 

People and Culture 

• Corporate and Commercial 

Richmond Water Laboratory 

Finance 

IT 

Stores 

• Operations 

Water Operations and Trades 

Weed Biosecurity and Bush Regeneration 

Flood Mitigation 

Dams and Treatment 
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6. Snapshot of our workforce [infographic of metrics] 

All data is at 30 June 2021 

• 80 full-time staff 

• 5 part-time staff 

• 5 full-time fixed-term staff  

• 1 part-time fixed-term staff 

• 7 casual or labour-hire staff. 

Total head count: 98 

Number of employees in each group: 

• General Manager = 9 

• Planning and Delivery = 11 

• Operations = 44 

• People and Performance = 10 

• Corporate and Commercial = 24 

 
Number of staff aged 15-25 3 
Number of staff aged 26-35 19 
Number of staff aged 36-45 26 
Number of staff aged 46-55 24 
Number of staff aged 56-65 19 
Number of staff aged 65+ 0 

The average age of a Rous employee is 45 years old. 
 

Number of male staff 53 
Number of female staff 38 
Number of staff – gender unspecified 0 
Number of Aboriginal and Torres Strait 
Islander staff 

2 

 

Tenure - Number of staff with 0-5 years 42 
Tenure - Number of staff with 6-10 years 15 
Tenure - Number of staff with 11-15 years 19 
Tenure - Number of staff with 16-20 years 10 
Tenure - Number of staff with 21-25 years 2 
Tenure - Number of staff with 26+ years 3 

 

The average length of service is 8.5 years, with a turnover rate of 9.89.% - which is slightly lower 
than the NSW Local Government median (LGNSW Analytics Metrics Survey 2021).  
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7. Our current environment 

As a county council we face many of the same challenges as other councils across NSW in 
developing our workforce for the future. 

Key challenges include: 

• shortages of qualified staff 

• an ageing workforce 

• attracting and retaining the right people, who are the best fit for critical roles 

• achieving diversity within the workforce 

• leadership capability and capacity 

• legislative changes 

• increased demands for flexibility by our staff. 

Objective What workshops identified 

Objective1 
– Leadership development 

We will develop leaders that inspire, lead and motivate 
employees to realise their potential and respond to 
opportunities and challenges. 

Objective 2 
– Invest in our workplace 

We will attract and retain great people who understand the 
important part they play in the organisation and are focused 
on making a positive contribution to the way we do things. 

Objective 3 
– Improving our employee 
experience 

We will encourage a culture of continuous improvement, 
personal growth and development to enhance individual and 
collective performance. 

Objective 4 
– Workplace change 

We will embrace a constructive workplace culture and 
environment that supports the development of our people to 
be our best and to create an environment that supports the 
development of our people to be our best and to create an 
environment where we understand the need for change and 
embrace the challenges and opportunities change brings. 

 
Objectives will be assigned to relevant stakeholders within leadership and supervisory groups via 
their Performance Appraisals in consultation with the People and Culture Manager and Leadership 
Team.  
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Objective 1: Leadership development 

We will develop leaders that inspire, lead and motivate employees to realise their potential and 
respond to opportunities and challenges 

Action What we will do Why will we do it 2022-23 2023-24 2024-25 

1.Continued 
emphasis on 
developing our 
leaders and future 
leaders. 

1.1 Ongoing 
implementation of 
a leadership 
program. 

To ensure leaders 
have the 
necessary skills 
and capabilities to 
manage the 
workforce. 

X X X 

 1.2 Develop and 
implement a 
supervisory 
program for 
supervisors and 
emerging leaders. 

To ensure we 
invest in our 
supervisors and 
emerging leaders 
and provide them 
with the 
capabilities to 
effectively manage 
their staff. 

 X  

 

Objective 2: Invest in our workplace 

We will attract and retain great people who understand the important part they play in the 
organisation and are focused on making a positive contribution to the way we do things around 
here. 

Action What we will do Why will we do it 2022-23 2023-24 2024-25 

2. Continued 
development and 
implementation of 
our capability 
framework. 

2.1 Review and 
refine our capability 
framework. 

Ensure our 
capabilities are 
current with regard 
to LGNSW 
capability 
framework. 

X   

 2.2 Continue to 
embed the 
capability 
framework in 
position 
descriptions, 
performance 
appraisals, job 
evaluations and 
salary structure 
skill steps. 

A clearly 
understood 
capability system 
that underpins all 
HR practices will 
provide role clarity 
and performance 
expectations 
across the 
organisation. 

 X X 
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

3. Succession 
planning 

3.1 Continued 
development of a 
succession 
planning 
framework. 

Harness the 
knowledge from 
those leaving the 
organisation and 
embrace transition 
to retirement 
practices. 

X   

  Identify emerging 
talent and provide 
training 
opportunities for 
future known 
vacancies so that 
existing staff can 
compete for 
vacancies with 
those in the 
marketplace. 

X   

4. Continued 
investment in 
employee skill 
development. 

4.1 Enhance the 
existing orientation 
and induction 
programs for new 
employees, 
including additional 
online learning 
modules. 

A programmed 
approach to 
inducting new 
employees ensures 
a consistent 
message to all. 

X   

 4.2 Review and 
refine onboarding 
modules to ensure 
the program 
remains current 
and relevant. 

   X 

5. Review of salary 
system. 

5.1 Review the 
provisions of the 
salary system. 

Ensure the salary 
system is flexible 
enough to pay 
labour market 
premiums required 
to attract staff, and 
retention payments 
where required to 
retain staff. 

X   
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

6. Maximise the full 
potential of our 
workforce 

6.1 Continued 
emphasis on 
Rous's culture and 
values. 

Ensure culture and 
values statements 
are included in 
internal 
communications, 
measured in 
performance 
appraisals and 
consider 
implementing 
within the salary 
steps. 

 X  

 

Objective 3: Improving our employee experience 

We will encourage a culture of continuous improvement, personal growth and development to 
enhance individual and collective performance. 

Action What we will do Why will we do it 2022-23 2023-24 2024-25 

7. Continued effort 
in building and 
attracting a diverse 
workforce. 

7.1 Create 
alternative 
employment 
pathways: 
scholarships, 
cadetships, 
graduate or 
trainee/apprentice 
programs. 

Ensure attraction of 
diverse people to 
work for Rous via 
TAFE, university, 
and employment 
agencies servicing 
minor groups (incl. 
First Nations 
People and people 
with a disability). 

 X  

 7.2 Review, update 
and expand the 
visibility of the 
Employee Value 
Proposition. 

Employee Value 
Proposition publicly 
available and 
promoted.  

 X  

 7.3 Ensure 
Council's 
recruitment and 
selection 
techniques and 
policy is best 
practice. 

Review the 
recruitment policy 
and guidelines to 
ensure it reflects 
best practice 
techniques and 
agility in recruiting 
our staff. 

  X 

8. Establish and 
embed a consistent 
and integrated 
approach to 

8.1 Review the 
succession plan for 
business-critical 
roles. 

Promote 
succession 
planning as a 
standard 

X   
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

workforce planning. expectation of 
manager’s 
workforce planning 
responsibilities. 

 8.2 Commence a 
biennial facilitation 
and review session 
of the contents of 
the Workforce 
Management Plan. 

Ensure the 
Workforce 
Management Plan 
becomes an 
integrated part of 
the management of 
employees at 
Council. 

 X  

 8.3 Establish a 
suite of workforce 
reporting metrics. 

Metrics are 
meaningful and 
easily able to be 
measured. 

X   

9. Measure and 
improve employee 
engagement. 

9.1 Undertake 
employee 'pulse' 
surveys. 

Meaningful surveys 
of current issues 
and themes. 

 X  

 9.2 Conduct an 
employee 
engagement 
survey on a 
biennial basis. 

To allow analysis 
of trend data, 
ensure a biennial 
engagement 
survey is 
undertaken. 

  X 

  Facilitate 
workshops to 
disseminate the 
results of the 
survey and 
workshop solutions 
to any areas for 
improvement 
identified within the 
survey. 

   

10. Review the 
Flexible Working 
Arrangements 
policy. 

10.1 Continually 
evolve flexible 
working practices 
that have evolved 
during the short-
term pandemic. 
Council will be 
open to exploring 
flexible working 

Embrace a flexible 
workforce that is 
agile and able to 
respond and work 
well in some 
positions with a mix 
of office and 
working from home 
arrangements. 

 X  
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

arrangements 
where they are 
operationally 
feasible and 
desirable for 
employees and 
Council. 

11. Reward and 
recognition. 

11.1 Develop a 
reward and 
recognition 
program. 

Workshop with 
managers and 
employees for 
ideas and concepts 
that will lead to the 
development of a 
formal reward and 
recognition 
program, which 
may be monetary 
but can also be 
additional access 
to learning 
opportunities, 
secondment 
opportunities and 
the like. 

 X X 

12. Learning and 
Development 
program. 

12.1 Review 
existing training 
expenditure to 
ensure Council are 
maximising the 
return in training 
that is both 
relevant to 
employees and 
council. 

Review training 
with the view to 
redirect the funding 
for training that is 
not meeting 
objectives to be 
redirected to new 
and unique 
learning and 
development 
opportunities. 
 

X   

 12.2 Planning 
sessions 
conducted on new 
plant and 
equipment required 
in the coming term, 
and the skill sets 
required to operate 
them. 

Structured 
operational 
planning and 
training of staff. 

 X  
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

13. Knowledge 
transfer. 

13.1 Develop a 
formalised 
knowledge transfer 
process. 

For those who are 
known well in 
advance that they 
are exiting, 
commence a 
buddy system with 
a coworker to 
ensure all skills 
and local 
knowledge is 
shared and 
therefore retained 
within the 
organisation. 

 X  

14. Transition to 
retirement. 

14.1 Embrace the 
concept of staff 
transitioning to 
retirement where 
possible. 

Upon application, 
consideration to be 
given to transition 
arrangements, e.g. 
being able to move 
to working in a part 
time capacity for a 
stated period of 
time. 

X   

 

Objective 4: Embrace workplace change 

We will embrace a constructive workplace culture and environment that supports the development 
of our people to be our best and to create an environment where we understand the need for 
change and embrace the challenges and opportunities that change brings. 

Action What we will do Why will we do it 2022-23 2023-24 2024-25 

15. Relocation of 
Council operations 
to a new facility in 
Ballina. 

15.1 Consult and 
address any 
factors mitigating 
the success of the 
move. 

Effective and 
meaningful 
consultation by 
various methods. 

X X X 

  Decisions made 
are evidence-
based and factual. 

   

  Greater staff 
involvement in the 
early stages. 

   

  Ensuring relevance 
and availability of 
flexible work 
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Action What we will do Why will we do it 2022-23 2023-24 2024-25 

practices to 
support the 
relocation. 

16. Review of 
organisation 
structure and 
resourcing. 

16.1 Review of 
Council's 
establishment and 
'right- size' the 
organisation where 
required. 

Clear and open 
communication 
with staff on the 
need to review 
Council structure. 

  X 

  Retrain and 
redeploy in the first 
instance where 
necessary, 
identifying skills 
gaps and training 
opportunities. 

   
 
 
 

17. Acknowledge 
change fatigue. 

17.1 Manage the 
ongoing change 
process, mapping 
potential change 
and ensuring the 
rate of change is 
able to be 
accepted by staff. 

Effective and 
meaningful 
consultation on 
workplace change. 

X   

18. Digitise 
business 
processes 

18.1 Continue to 
digitise business 
processes and 
refine those 
already in place.  

To enable our 
people to work 
effectively and to 
improve and 
achieve business 
outcomes.  

 X  
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