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Waroona - Past, Present & Into The Future
Waroona has provided a home for generations, from the
days when Indigenous Australians roamed the coastal areas
in spring and summer, and the hills in autumn and winter.
Settlers began to arrive in the area in the late 1830’s, although
Drakesbrook (later to be known as Waroona) did not come into its
own until the Pinjarra to Picton railway line was opened in 1893.
The town catered to the needs of the mill workers with a post
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office, general store, blacksmith, a number of hotels come boarding
houses, churches, doctor and dentist. The farms supplied butter,
fruit and vegetables for the men of the mills, and chaff for the
horse teams that hauled the logs. As in many of the small towns
of the time, dances, picnics and football formed the core of social
life within the community and to this day Waroona still proves
to be a successful sporting and extremely social community.

Today,
agriculture,
mining,
are
important
contributors

manufacturing
and
tourism
to
the
local
economy.

Waroona is an evolving district that services the diverse, social and
economic needs of a growing community. The strong agricultural
heritage will continue to guide any future district developments,
particularly in Waroona and Hamel, and its enviable location on
the Indian Ocean and including the Yalgorup National Park, will
influence future considerations for Preston Beach and Lake Clifton.
The population is expected to grow over the next thirty years. With
this growth comes challenges, but smart planning and a focus on
broadening the economic base will open up significant opportunities
for tourism, commercial investment, employment and education.
The long term vision for Waroona is to create a district distinctive
by its creativity, liveliness, activity and vibrancy, attracting new
investment, seizing opportunities to develop and expand its
business sector, and encouraging innovation and collaboration,
while providing an enticing array of lifestyle attractions.

The Shire of Waroona stretches
from sea to scarp between the Indian
Ocean and the Darling Scarp, featuring
pristine beaches, coastal lakes, fertile
farmlands and peaceful jarrah forests.
Covering a total area of 835 km2, the
Shire includes the localities of Waroona,
Hamel, Lake Clifton and Preston Beach

The Shire of Waroona is excited about its future.
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Chief Executive Officer’s Message
There is no question that our staff are our greatest asset. Naturally
staff gets the work done, but a motivated staff can achieve so much
more and create things that possibly weren’t thought possible.
This Plan is aimed at keeping our staff motivated and loving
what they do. We aim to achieve that by being flexible, agile,
supporting training and personal development opportunities,
and importantly, listening and learning from our staff.
This Plan maps out how we will do that by:
1. Developing long-term resourcing strategies that are aligned to our
Strategic Community Plan;
2. How we will ensure we recruit, retain recognize and reward the best
people;
3. Consulting with employees regularly;
4. Providing a healthy, safe and fair workplace; and
5. Continually measure the above to ensure we are effective.
In a challenging world, if we continue to focus on the points above, we
will be successful.
Dean Unsworth
Chief Executive Officer
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About the Workforce Plan
The Workforce Plan provides a framework and strategy to address the
human resourcing requirements for Council’s Strategic Community
Plan and Corporate Business Plan, and as such has a four year horizon.

Integrated Planning & Reporting Framework
Strategic Community Plan

Community vision, strategic direction, long and

Community
Engagement

Strategic
Community
Plan

Measurement &
Reporting

Corporate
Business
Plan

Outputs:

Annual
Budget

Plan
Monitoring
& Annual

medium term priorities and resourcing implications

Reporting

with a horizon of 10 years.
Corporate Business Plan

Four-year delivery program, aligned to the Strategic
Community Plan and accompanied by four-year
financial projections.

Annual Budget

Financial plan for current year.

Informing Strategies
Long Term Financial Plan

10-year financial plan.

Asset Management Plan

Approach to managing assets to deliver chosen service
levels.

Workforce Plan

Shaping the workforce to deliver organisational

Informing
Strategies

•

Long Term Financial Plan

•

Asset Management Plan

•

Workforce Plan

•

Place & Area Specific Plans

Elements of Integrated Planning & Reporting Framework
(Sourced from Department of Local Government, Sport & Cultural Industries)

objectives now and in the future.
Place and Area Specific Plans

Any other informing strategies.
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Our Shire
4,148

15.8%

WA 2,474,413
Aus 23,401,886

10.5%
8.8%

Estimated Population

2,070
WA 1,238,419
Aus 11,546,638

Male Population
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16.7%
10.0%
8.6%

2.0%

WA 75,978
Aus 649,171

9.1%
18.4%

7.3%

WA 221,721
Aus 2,238,300

2.8%
11.1%

Indigenous Population

2,078
WA 1,235,994
Aus 11,855,248

Female Population
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101

340

14.9%
11.1%
9.0%

Median Age

45

3

WA 36
Aus 38

0
1

Local businesses

1,903

4.0%

WA 999,641
Aus 9,325,947

10.6%
7.3%

28.4%

7.1%

WA 39.7%
Aus 33.3%

2.8%
3.1%

$1,218

$111

WA $1,595
Aus $1,438

$180
4240

$
Private Dwellings

Families

Overseas Born

Median House Income

8.7%

1,089

9.9%

WA 644,187
Aus 6,070,313

10.1%
6.8%

WA 7.8%
Aus 6.9%

Unemployment Rate

815

3.1%
3.1%
1.3%

WA 379,578
Aus 3,620,726

24.6%
24.6%
17.1%

Volunteers
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Our Council

Cr Mike Walmsley
President

Cr Naomi Purcell
Deputy President

Cr Noel Dew

Cr John Mason

Cr Karen Odorisio

Cr Larry Scott

Cr Laurie Snell

Cr Vince Vitale
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Our Staff
Dean Unsworth

Chief Executive Officer
•
•
•
•
•
•

Ashleigh Nuttall

Leonard Long

Director Corporate
Services

•
•
•
•
•
•
•
•
•

Governance
Finance
Human Resources
Record Keeping
Customer Service
IT
Library Services
Ranger Services
Licensing Services

Leadership & Organisational
Strategy
Elected Member Liaison
Staff Management
Communications & Marketing
Partnerships Management
Emergency Management

Director Planning
& Economic
Development
•
•
•
•
•
•

Town Planning
Building
Health
Economic
Development
Recreation
Place &
Community

Patrick Steinbacher
Director Technical
Services

•
•
•
•
•
•

Technical Services
Infrastructure
Services
Operations
Parks & Gardens
Waste Services
Environmental
Services
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Vision, Mission & Values
Vision
The Shire of Waroona will create a sense of place and identity, embracing
creativity, our natural environment and a strong and diverse economy.

Mission
We will be an organisation with a can-do attitude that strives for service
excellence, continued improvement and a commitment to outcomes.

Values
Our values are A REALITY
•
•
•
•
•
•
•
•

Accountable
Respect
Excellence
Accessible
Leadership
Innovative
Transparent
Yours
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Focus Areas & Aspirations to 2030
Our
Community
_____

Our
Economy
_____

Our
Environment
_____

To have a connected and
involved community that
improves our quality of life
through developing quality
places and implementing
quality town planning.

To create a diverse
economy base that
supports opportunity and
employment.

To continually care for,
protect and enhance
our environment for the
generations to come.
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Our
Built Assets
_____

Our
Leadership
_____

To build and effectively
manage our assets to
continually improve our
standard of living.

To embed strong leadership
through good governance,
effective communication
and ensuring value for
money.
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Introduction
The Workforce Plan provides a framework and strategy to address the human resourcing requirements for the Council’s Corporate Business Plan, and
as such, has a four year horizon. The Plan recognises that people who work at the Shire of Waroona need to bring commitment, energy and flexibility
to the organisation. In return, our people need clarity in terms of how their personal goals align with organisational goals and priorities. This requires
an investment in developing leaders, managers and employees with the right skills for our diverse operations. It also requires clear learning pathways
linked to performance development and an ongoing investment in attracting and retaining talented people, while maintaining a focus on workplace
health and wellbeing. Data in this Plan has been collated from the 2016 Census by Australian Bureau of Statistics, and an internal Shire employee survey.
Together with the Asset Management Plan and Long Term Financial Plan, the Workforce Plan details the workforce requirements to effectively
and efficiently deliver the Council’s Strategic Community Plan and Corporate Business Plan. Workforce planning enables local governments to:
•
•

•

•
•

Respond quickly and more strategically to change by recognising
emerging challenges
Improve efficiency, effectiveness and productivity by having
employees with the right knowledge and skills and who are a good fit
for the job they are in
Facilitate strategic staffing and planning for future workforce
requirements by identifying these in a timely manner, monitoring staff
separations and making arrangements to fill key vacancies
Strengthen your organisation’s capacity to achieve the outcomes of
the Strategic Community Plan and Corporate Business Plan
Encourage understanding of your organisation’s workforce profile
so that existing workforce capacity can be maximised and the future
workforce shaped as needed
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•

•

•
•

Assist with identifying and managing people with the knowledge
critical for efficient and effective business operations, and managing
corporate memory
Adapt and integrate management and business processes,
technology and systems, and adjust organisational structure to use
resources most effectively
Monitor costs and directly link workforce expenditures against
business outputs and outcomes, and
Strengthen the local government industry through stronger career
paths and staff development.

Staffing Waroona 2030
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Analysis of Environment
Work Type

Occupations
Waroona

WA

Technicians & Trade

Professionals

30.0%

Workers

20.5%

9.0%

5.2%

22.9%

Unemployed

8.7%

7.8%

Machinery Operators &

Technicians & Trade

Worked 40 hours per week or more

40.4%

44.6%

Drivers

Workers

Did voluntary work

19.9%

16.9%

17.8%

16.2%

Labourers

Clerical & Administrative

13.3%

Workers

Item

Waroona

WA

Full-time employees

53.4%

57.0%

Part-time employees

29.0%

Away from work

Industry of Employment
Item
Top 5 industries
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Waroona

WA

Alumina Production

Hospitals

9.7%

3.6%

Site Preparation

Primary Education

6.6%

2.6%

Bauxite Mining

Iron Ore Mining

6.3%

2.5%

Aged Care Services

Supermarkets

4.8%

2.4%

Beef Cattle Farming

Cafes & Restaurants

3.3%

2.3%

Staffing Waroona 2030

Item
Top 5 occupations

13.0%
Community & Personal

Managers

Service Workers

12.0%

11.7%
Managers

Community & Personal

11.1%

Service Workers
10.6%

Highest Level of Education
Bachelor Degree & Above
Not Stated

Not Stated

Diploma & Above
Certificate IV

Bachelor Degree & Above

None
Year 9 & Below

None

Year 9 & Below

Certificate III

Year 10

Diploma & Above

Certificate IV

Year 11

Year 10
Year 12

Certificate III
Year 12

Year 11

Waroona

Western Australia
Staffing Waroona 2030
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Local Government
In 2018, the Local Government Workforce Development Group, guided
by the Australian Local Government Association, completed a study to
identify the current and emerging skill needs of local government to better
position the sector for the future. A summary of their findings follows.
The world of work in the next two decades will be shaped by technological
advances, digital connectivity, globalisation, an ageing population
and changing economic structures. These five mega trends are driving
the speed of change and are expected to lead to the restructuring
of labour markets throughout Australia, including local government.
Local government as an industry in Western Australia features:
•
•
•
•
•
•
•
•

139 local governments
Over 22,700 workers employed in 220 occupations
54% full-time, 17% part-time and 29% casual employees
Lower than average unplanned turnover of 7.8% compared nationally
An older workforce with 51.3% employees above the age of 45 years
compared to an average of 40.6% across all industries
A decline in employees aged under 30 years
An increasingly qualified workforce with 43.1% holding a Diploma or
higher-level qualification
A significant decline in apprentices and trainees
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The study revealed that 47% of local governments are experiencing a
skill shortage and skill gaps, with Building Surveyors, Environmental
Health Officers, Engineers, Town Planners and Plant Operators being the
top five occupations of skills shortages. The key reasons behind the skills
shortage are the inability of councils to compete with the private sector
on remuneration, lack of suitably qualified/experienced candidates and
remoteness/location making it difficult to attract, train and retain workers.
Furthermore, 72% of local governments have unmet training needs,
higher than any other state/territory in Australia, arising from lack of
training available locally, lack of providers in Western Australia, and the
centralisation of courses in metropolitan areas not available online.
Training availability and budgetary and time constraints are the most
commonly cited factors hindering staff from developing their skills.
For further information regarding the local government workforce,
review the Local Government Workforce and Future Skills Report
Australia prepared by the Australian Local Government Association.

Skills Gap
A skill gap is the gap between the skill level of the employee and
the skills needed to perform their job role, as desired by their
employer. Key areas listed by local governments as being the most
critical in terms of skill gaps are listed in the table on page 18.

Occupations with Critical
Waroona
SkillShire
Gap
Leadership / Supervisory Roles

What New Skills Are Required

Drivers Behind Skills Shortage

•

Hands on people management skills

•

Cost of courses

•

Effective communication

•

Lack of training and development

•

Selection, recruitment and supervision

•

Lack of motivation for skill development

•

Cloud based technology

•

Courses not available in WA or regional based

•

Certification courses

•

Changing demand for new skills

•

Digital technology and degree level skills

•

Limited skills of applicants

•

Lack of industry experience

•

Change in university courses

•

Management, leadership and development

•

No formal training program

•

Leadership skills

•

No formal training

•

Technical knowledge

•

Can’t compete with private enterprise

•

Budgeting and monthly reporting

•

Lack of training

•

Technical understanding of payroll process

•

Lack of trained applicants in rural areas

Project Managers

•

Contract and project management

•

Inexperience and limited exposure

Governance / Procurement / Risk Managers

•

Knowledge of procurement, tendering and

•

Lack of training

Information Technology

Environment Health Officers
Engineers
Accounting / Finance

risk compliance
Plant Operators

•

Tickets

•

Cost of and access to training

•

Experience operating machinery

•

Loss of operators to mining industry

Community Rangers

•

Bushfire compliance

•

Industry specific role

Building Surveyors

•

Bushfire Attack Level

•

Change in legislation

•

Fire assessment risk

•

Mandatory training required

•

Disability access inclusions plans

•

Courses not available in WA
Staffing Waroona 2030
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Unmet Training Needs
Unmet Need

Reasons

Asset Management

•

No introductory short courses

Financial Management

•

Lack of regional training or support

Governance & Risk Management

•

No courses offered locally

Human Resource Management

•

No courses offered locally

Leadership & Staff Management

•

Course cost prohibitive

Project Management

•

Course cost prohibitive

Supervisor Training

•

Lack of local availability of training

Time Management

•

No courses offered locally

Building Surveyors

•

Lack of courses

Engineering Traineeships

•

No longer a training provider in WA

Environmental Health Officer

•

Limited courses - none offered locally

Town Planning

•

Limited courses - none offered locally

Workplace Health & Safety

•

Limited courses - none offered locally

Plant Operators

•

Limited courses - none offered locally

Conservation & Land Management

•

Limited courses - none offered locally

Customer Service

•

No courses offered locally

Fire Service / Emergency Management

•

No courses offered locally

Horticulture

•

Limited courses - none offered locally

Library & Information Services

•

No longer a training provider in WA

Specific Software Training

•

Lack of courses provided by suppliers
Staffing Waroona 2030
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Emerging Issues
Internal / External Factors
Ageing Workforce

Impact
•

Loss of corporate knowledge - need for succession planning to share knowledge

•

Alter methods to source / attract new staff from further afield

•

Skill gaps in civil teams - people staying in positions longer with no capacity to bring on trainees

•

Need to upskill current employees and upgrade equipment and software programs

•

New data analysis and interpretation skills required

•

Change service delivery

•

Requires more time for auditing and reporting

•

Change in operating processes and management practices

•

Increasing need for community engagement

•

Continuous review of resources to meet changing needs of community

•

Changes to community care services

•

Increase in duty of care litigation

•

Takes time to learn and implement changes

•

Results in increased governance and mangement related roles

•

Increased workloads and need for staff

•

New infrastructure requires project management skills

Waste Management

•

Increase in sustainability staff and contracts

Change in Funding Level

•

Reduced Federal Assistance Grants and road funding

•

Cost shifting by government - increasing staffing required

•

Taking skilled young people out of the district

Technological Change & Digitisation

Increase in Governance & Compliance Levels
Change in Community Expectations
New Legislation

Growth within Local Government Area

Population Decrease
Page 21		
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Emerging Skills
Skill
Smart Technology - Mobile

Strategies to Address Skill Need
•

Devices

Training of staff to use computer controlled plant
and machinery. Upskill mechanics and users,
source new staff where required

•

Greater reliance on GPS enabled tablets - upskill

•

Increased use of drones - upskill

General Information

•

Moving to cloud based platform

Technology Skills

•

Change of IT platform

•

Use of electronic business forms

•

Upskill staff to use technology effectively

•

Train staff in IT trouble shooting, IT and website
development, and IT management systems

Digitisation

•

Customer service interfaces will change - upskill

Agile Working Style

•

New enterprise system implementation

•

Employing new staff to drive a digital platform

Innovation Mindset

•

Cultural change required

Social Media Platforms

•

Building up staff within marketing team

•

Employing staff with contemporary PR and
marketing capability

Staffing Waroona 2030
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Analysis of Workforce
Staffing Levels per Department
Department

Staffing Levels & % Change

Full-Time

Part-Time

Casual

TOTAL

2018

2019

2020

Corporate Services

8

6

0

14

Number of Employees

66

68

62

Executive Services

1

0

0

1

Total Workforce FTE

42

39.8

37.9

Landcare

0

1

1

2

Workforce FTE % Change

Planning & Economic Development

6

10

12

28

Technical Services

13

1

3

17

TOTAL

28

18

16

62

Workforce Costs vs. Rates Levied
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+1.16% -5.24% -4.77%

Workforce Costs vs. Rates Levied

Length of Service with the Shire

Workforce Age Distribution
Under 20

Over 25 Years
21 - 25 Years
61 - 80

21 - 40
16 - 20 Years

5 Years & Less
11 - 15 Years

6 - 10 Years

Year 12
41 - 60

Staffing Waroona 2030
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Workforce Employment Type

Diversity
2018

2019

2020

Male

38%

32%

31%

Female

62%

68%

69%

Indigenous

6%

6%

3%

2018

2019

2020

2

8

10

$2,246

$5,705

$4,082

2018

2019

2020

$76,648

$70,284

$71,306

Recruitment
Number Employment
Vacancies
Recruitment
Expenditure

Training & Development
Training Expenditure

Feedback from Employee Survey
In February 2020, all employees were provided with an opportunity to complete an Employee Questionnaire to assist in the update of
the Workforce Plan. A total of 34 employees out of 62 completed the questionnaire. This comprised of 10/14 from Corporate Services, all
from Executive Services, 11/28 from Planning & Economic Development, and 12/17 from Technical Services. In addition to statistical and
demographic information, employees were able to provide answers to a number of questions. These questions and the responses are as follows.
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Leadership
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Workplace
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Your Role
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Benefits
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Commitment
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Do you feel confident that complaints will be
handled confidentially and appropriately
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Delivery Plan
Strategy 1: Develop long term resourcing strategies that are aligned to the Strategic Community Plan and Corporate Business Plan
Action
1.1

Develop a Workforce Plan policy

1.2

Undertake bi-annual Workforce Plan reviews

1.3

Undertake a major review of the Workforce Plan review every 4 years

2020/21

2021/22

2022/23

2023/24

x
x

x
x

Strategy 2: Recruit, train and retain high achieving employees
Action

2020/21

2.1

Undertake training on best practice recruitment and selection processes

x

2.2

Review induction process for new employees

2.3

Develop and implement a Workforce Professional Development Plan

x

2.4

Develop online training and induction programs

x

x

2.5

Develop an integrated and consistent performance management system

x

x

2.6

Undertake training in best practice for managing performance
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2021/22

2022/23

2023/24

x
x

x

x

x

Strategy 3: Recognise and reward high achieving employees
Action

2020/21

2021/22

3.1

Investigate alternatives to the current compensation award

3.2

Facilitate an employee recognition program

x

x

3.3

Develop a flexible working arrangements policy

x

x

3.4

Review employee higher duties and secondment system

x

x

2022/23

2023/24

x

x

2022/23

2023/24

x

Strategy 4: Consult and inform employees about key decisions by, and issues for, the Shire
Action

2020/21

2021/22

4.1

Undertake training in best practice communication techniques

4.2

Undertake regular directorate staff meetings

x

x

x

x

4.3

Produce and distribute a weekly staff information bulletin

x

x

x

x

2020/21

2021/22

2022/23

2023/24

x

Strategy 5: Provide a healthy, safe and fair workplace
Action
5.1

Implement an Occupational Safety & Health Management Plan

x

x

x

x

5.2

Implement an employee health and wellbeing program

x

x

x

x

5.3

Review Injury Management & Rehabilitation Management systems

x

5.4

Review Peer Support & Employee Assistance Program

x

5.5

Review Alcohol & Drug Workplace Policy

x

5.6

Complete Annual Equal Opportunity Report

x

x

x

x

5.7

Provide appropriate and adequate equipment and technology

x

x

x

x

Staffing Waroona 2030
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Strategy 6: Measure and report on success and sustainability
Action

2020/21

2021/22

2022/23

2023/24

6.1

Collate workforce performance data for inclusion in Annual Report

x

x

x

x

6.2

Coordinate annual internal Occupational Safety & Health audit

x

x

x

x

6.3

Arrange external Occupation Safety & Health audit

6.4

Coordinate annual Employee Survey

x

x

x

x

6.5

Review workforce performance measures and systems for capturing 			
performance data

x

x

x

x

x

Workforce Capacity & Growth Forecast
Position

Explanation

Coordinator Sport & Recreation

Resource share arrangement with the Shire of Murray.

x

Tourism Marketing Manager

Resource share arrangement with the Shire of Murray.

x

Infrastructure / Asset Officer

Resource share arrangement with the Shire of Murray.

x

Digital Communications Officer

Resource share arrangement with the Shire of Murray.

x

Plant Operator / Labourer

Meet increasing demands due to growth of work.

x

Parks & Gardens General Hand

Meet increasing demands due to growth of work.

x
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2020/21

2021/22

2022/23

2023/24
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Resourcing the Workforce Plan
To facilitate the achievement of the community’s long term goals
and aspirations as expressed in Waroona 2030 and the Corporate
Business Plan, informing strategies have been developed to ensure the
required financial strategies, infrastructure and workforce are in place.

As such, the longer the planning horizon, the more general the plan
will be in the later years. Every effort has been taken to present the
most current estimates and project scopes to be included in the Plan.
Asset Management Plan

Long Term Financial Plan
The Long Term Financial Plan is Council’s ten year financial planning
document with an emphasis on long term financial sustainability.
Financial sustainability is one of the key issues facing local
government due to several contributing factors including ageing
infrastructure and constraints on revenue growth. This document
tests the community aspirations and goals against financial realities.
Included within the Long Term Financial Plan are:
• Assumptions used to develop the Plan
• Projected income and expenditure, balance sheet and cash flow
statements
• Methods of monitoring financial performance
Balancing expectations, uncertainty of future revenue and expenditure
forecasts are some of the most challenging aspects of the financial
planning process.
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The Asset Management Plan assists Council to provide the required
level of service in the most cost effective manner through the
creation, acquisition, maintenance, operations, rehabilitation and
disposal of assets to provide for present and future generations.
The Plan is part of an overall framework that aims to present
information about assets, provide evidence of responsible asset
management and compliance with regulatory requirements,
and summarise information with regard to funding aimed
at maintaining assets at the required levels of service
Council utilises integrated decision making to ensure that built, social,
economic and natural impacts of asset provision and maintenance
are properly considered throughout the asset management lifecycle.
Council’s
strategic
financial
planning
will
ensure
that:
• Funding requirements are assessed
• Additional funds are identified where appropriate for the
investment in new and upgraded assets

Workforce Plan
The Workforce Plan provides a framework and strategy to address the human resourcing requirements for Council’s Corporate Business Plan, and
as such, has a four year horizon. The Plan recognises that Shire employees need to bring commitment, energy and flexibility to the workplace. In
return, staff need clarity regarding how their personal goals align with organisational goals and priorities. This requires an investment in developing
leaders, managers and employees with the right skills for our diverse businesses. It also requires clear learning pathways linked to performance
development and an ongoing investment in attracting and retaining talented people, while maintaining a focus on workplace health and wellbeing.
The Shire is committed to the ongoing identification of efficient operating methods and is increasingly using technology to automate processes.
The need to minimise financial impact to ratepayers is priority, and therefore, no additions to the workforce are planned over the next four years.
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Risk Management
The Shire of Waroona is committed to identifying, measuring
and managing risks in order to capitalise on opportunities
and achieve the objectives of the Council’s strategic plans.
To achieve this, the Shire has adopted a risk management
framework aligned to AS/NZS ISO 31000.2018 Risk Management
– Principles and Guidelines. The frameworks, which is comprised
of a Risk Management Policy and Strategy, provides a coordinated
and systematic process for managing risks, integrating risk
management into everyday decision making and business planning.
A Business Continuity Plan also compliments this framework,
ensuring that the Shire can continue to provide essential
services to stakeholders in the event of a crisis or major incident.
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Reviewing & Reporting
The Shire of Waroona has a robust reporting framework in place that
tracks key performance indicators at the individual, service area and
organisational level. The Chief Executive Officer has targets and objectives
that are set and revised by the Council to deliver on key Council priorities.
The Shire’s performance data is captured in our corporate database,
ensuring that appropriate responsibilities, timeframes, measures
and progress are accounted for. Another major performance
measure is compliance with the Reporting Advisory Standards.
Position

Target

Workforce Plan Reviews

1 biannually

Workforce cost ratio

80% annually

Replacement cost ratio

<2% annually

Training cost ratio

>2.8% annually

Employee voluntary turnover

<10% annually

Number of applicants for vacant positions
Vacancy duration rate
Sick leave taken
Overdue leave outstanding
Occupational Safety & Health rating
Employee Survey rating

5 per opportunity
<50 days
<6 days per person
<4 weeks per person
80% triannually
80% annually
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