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MESSAGE FROM THE CEO 
 

Welcome to the Shire of Ravensthorpe Workforce Plan. It marks 
the next stage in our evolution to reset the compass of our Shire 
and our organisation.  

The team that delivers the Shire’s services to the community, 
day in and day out, is a group of committed and capable people. 
This plan shows how we are going to continue to recruit, 
develop and retain the skills and attributes we need over the 
coming years.  

I am proud of our flexible and family-friendly workplace, and the way our staff embrace opportunities 
to learn and grow. We work as a team rather than in silos. It’s more important to get the job done 
than to adhere precisely to a job description.  

In fairly recent times, the Shire has faced a global pandemic, the closing and opening of mines, floods 
and drought. We have restructured, taken over management of a childcare centre in Hopetoun, 
prepared for an increase in use of the Aerodrome, and attracted millions of dollars of investment into 
the community. It is simply not possible to predict our future. This is a community that faces its 
challenges with resilience, seizes its opportunities, and forges its own path ahead. 

Like all local governments, our organisation is driven by community service. The values that our Shire 
has adopted are: 

1. Passionate commitment to service 

2. Proudly promoting and advocating for our community 

3. Clear and regular communication 

4. Openly reporting on progress and listening to community feedback 

The community can rely on us to uphold these values.  

 

 

Gavin Pollock 

Chief Executive Officer, Shire of Ravensthorpe   
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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 flexible and family-friendly place to work with opportunities to learn and 
grow  
This goal area is concerned with attraction and recruitment, and providing a positive and flexible 
workplace environment.  

Goal 2: Staff work as a team and take pride in what the Shire delivers to the 
community  
This goal area is primarily concerned with the critical success factors for performance excellence. It 
includes culture, productivity, performance management (cascading from CEO’s KPIs) and leadership 
development.  

Goal 3: The organisation’s human resources systems and processes are aligned to 
high performance 
This goal area is concerned with the human resources systems and processes that underpin the 
Workforce Plan, including organisation structure, industrial relations framework, delegations, 
policies, and processes.  

Principle of equity and diversity 
Across all the above goals, the Shire is committed to creating a workplace that is equitable and 
diverse, as follows (see Appendix 3 for details): 

 The organisation values equal employment opportunities and diversity, and the work 
environment is free from sexual and racial harassment 

 The workplace is free from employment practices that are biased or discriminate against 
employees or potential employees 

 Employment programs and practices recognise and include strategies to achieve workforce 
diversity 

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 

 Integration with Equal Employment Opportunity Management Plan 

 Develop plan 
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The Shire’s Strategic Direction  
Vision, Values, Outcomes and Objectives 
The Strategic Community Plan (2020- 2030) 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:  

“A growing community, thriving and resilient, sharing our natural wonderland with the world.” 

The Shire has four values. The community can rely on us for: 

1. Passionate commitment to service 

2. Proudly promoting and advocating for our community 

3. Clear and regular communication 

4. Openly reporting on progress and listening to community feedback 
The table below shows the outcomes and objectives 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.  

Outcomes  Objectives 

EC
O

N
O

M
Y 

The population is growing, in 
tandem with a thriving, 
resilient local economy 

 To grow business and employment  

 The right resources and infrastructure are in place to support 
local commerce and industry 

C
O

M
M

U
N

IT
Y This is a safe and family-

friendly community where 
people of all ages have 
access to services and 
facilities, and there is plenty 
to blow your socks off 

 Social services and facilities are designed and delivered in a way 
that fits community needs and aspirations 

 Community groups function well with strong volunteer effort 
and feel supported by the community 

 People feel that their community is safe for all, free of 
nuisance and protected from risk of damage 

 People have access to attractive community facilities, 
activities and events which support activity and health, 
community involvement and enjoyment of life 

 Young people, older people and people with disability feel 
valued and have access to resources which provide 
opportunities for their development and enjoyment 
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Outcomes  Objectives 
B

U
IL

T 
EN

V
IR

O
N

M
EN

T 

The built environment is 
accessible, honours history 
and provides for the 
economic and social needs of 
residents, industry and 
visitors 

 The Shire of Ravensthorpe has appropriate housing choice 
available to the community  

 New development (including commercial) is of a high quality 
and contributes positively to the character and appearance of 
the town 

 The towns of the Shire have attractive streetscapes in keeping 
with local character 

 It is easy and safe to move around and in and out of the district 

 The Shire’s heritage structures, heritage and cultural places are 
valued and protected, and are integrated into community life 
and economic activity 

N
A

TU
R

A
L 

EN
V

IR
O

N
M

EN
T 

Our unique world class 
biosphere is valued and 
protected for the enjoyment 
of current and future 
generations 

 Maximised resource recovery from waste and safe disposal of 
residual waste  

 Water conservation and water harvesting opportunities are 
maximised   

 The Shire’s valued natural areas and systems are protected and 
enhanced 

 Energy is used efficiently and there is an increased use of 
renewable energy in the Shire. 

G
O

V
ER

N
A

N
C

E 
A

N
D

 L
EA

D
ER

SH
IP

 

The Shire of Ravensthorpe 
partners the community, and 
is an effective advocate and 
responsible steward 

 The Shire’s community is engaged and involved   

 The Council ensures its decisions are well informed and 
considered 

 The Council, with the support of the community, is an effective 
advocate for resources and facilities which support the vison for 
the future   

 The Shire of Ravensthorpe is known as a good employer, and 
staff have the capacity and skills to deliver identified services 
and strategies 

 The value of community owned assets is maintained 

 Financial systems are effectively managed 

 Customer service and other corporate systems are of high 
quality 
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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 Ravensthorpe has a total of 60 employees (as at September 2020), including 6 vacancies 
at the time of writing, which equates to 50 full time equivalent (FTE) positions.  

There were 35 FTEs at the Shire in 2017/18. The increase to 50 FTEs was driven by taking over the 
Little Barons childcare service in Hopetoun in 2019/20 (7 new positions), and using significant cost 
savings in overtime to reinvest in capacity for service delivery.  

The table below shows the status breakdown for the filled positions (54).  

Status No. % 
Full-Time 28 52% 
Part-Time 10 19% 
Casual 6 11% 
Contract 10 19% 

Age Profile 
The age profile of Shire of Ravensthorpe employees as of September 2020, is shown in the chart below. 
More than a quarter of the staff are 55+. Approximately 15% of staff are expected to retire over the 
course of this plan (including approximately 25% of outside staff).  
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The age profile represents five generations in the workforce as shown in the table below.  

Generation Born No. % 
Silent Generation 1925 – 1945 1 2% 
Baby Boomers 1946 – 1964 12 22% 
Gen X 1965 – 1979 20 37% 
Gen Y 1980 – 1994 15 28% 
Gen Z 1995 – 2012 5 9% 
Unspecified  1 2% 

While it is important not to generalise too much based on generational characteristics, there are some 
broad commonalities in the different groups which are helpful to be aware of, as follows1. 

SILENT GENERATION2 

The Silent Generation often have a strong work ethic and are very resilient. Financial security and 
comfort are very important to them, and they work hard to have stability in their lives. 

The Silent Generation has no problem answering to authority. They are used to hierarchical systems 
of management, and of all the generations are most likely to have respect for authority figures. 

Equally, they expect to be treated with respect. They often have a lot to teach the younger 
generations and are generally willing to share their knowledge and experience with others in the 
workplace. Conversely, they can learn from the younger generations if given the opportunity, 
especially in the area of technology.  

BABY BOOMERS 

Baby Boomers are also known for having a strong work ethic, placing significant importance on 
professional accomplishments, and for being somewhat reserved from a social perspective. They are 
often considered the “workaholic” generation, and are generally goal-oriented and competitive. 
Because they grew up making phone calls and writing letters, this generation may prefer one-on-one 
communication and phone calls over email and instant messaging. 

GENERATION X 

Generation X is widely credited for creating the concept of work/life balance. They are known for 
being extremely independent and self-sufficient, valuing freedom, and shunning micro-management 
in the workplace. While they may not be as tech-savvy as the younger generations, Gen X-ers are 
usually quite technologically adept.  

                                                      
1 Adapted from Generational Diversity in the Workplace apart from the Silent Generation.  
2 Adapted from Silent Generation  

https://harver.com/blog/generational-diversity-in-the-workplace/
https://www.indeed.com/career-advice/career-development/silent-generation
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GENERATION Y 

Generation Y, also referred to as Millennials, thrive on new innovations and tend to have a natural 
“startup” mentality. They desire work/life balance and expect flexibility in the workplace, such as 
working from home and casual dress. They aim to work smarter, rather than harder. This generation 
is eager but can come across as self-involved and overly attached to technology. They can require a 
significant amount of feedback from employers. 

GENERATION Z 

Generation Z is the youngest generation in the current workforce. They are considered the most tech-
savvy of the groups and are known for being creative, flexible, and self-reliant. They may also be easily 
distracted and require bite-sized, immediate feedback from their employers. 

Length of Service 
As of September 2020, length of service ranged from 3 months to over 24 years. Half of the workforce 
has been there for two years or less, mainly reflecting a one-off restructuring.  

Years of Service No. % 
0 to 2 27 50% 
2+ to 5 15 28% 
5+ to 10 5 9% 
10+ to 15 3 6% 
15+ 4 7% 

Gender Profile 
Approximately 41% of the workforce is male and 59% is female. The Executive Managers are 100% 
male. 

 

Disability 
The Shire hasn’t kept disability records in the past.  However, this is now being instituted.   

  

Male
41%

Female
59%

https://harver.com/blog/mistakes-when-hiring-millennials/
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Turnover 
As can be seen in the table below, turnover in the Shire was 32% in the last financial year. While this 
is relatively high, it is not exceptional in regional Shires, where rates considerably higher than this are 
common. A significant factor in the overall rate, is very high turnover in the childcare area. The 
organisation has a notably stable senior management team. Ravensthorpe’s turnover rate is 
declining.  

 2017/18 2018/19 2019/20 
Number of staff departing (FTE) 20.73 12.47 16.63 
Total FTE 35 38 52 
% of workforce 59% 33% 32% 

 
The chart below shows the trend over the previous three financial years. 

 

Workers Compensation Injury Claims  
There were four workers compensation claims in the financial year 2019/20. This was an increase on 
the previous year (2018/19) where there were two claims. Both these years were a reduction on 
2017/18, which saw six claims. 

 2017/18 2018/19 2019/20 
Number of Workers Compensation 
claims 6 2 4 

 
The chart below shows the trend over the previous three financial years. Significant improvements 
in the Shire’s health and safety system were introduced in 2018/19 (see recent achievements, p. 13). 
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LABOUR MARKET ANALYSIS3 
The Shire serves a population of approximately 1,733. The Shire’s labour market consists primarily of the 
local population and Western Australia more broadly. Executive and specialised positions are generally 
recruited from outside the Shire, with other positions recruited locally.  

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 Ravensthorpe Ravensthorpe % WA % 

Bachelor Degree level and above 138 9.7 20.5 

Advanced Diploma and Diploma level 116 8.1 8.9 

Certificate level IV 43 3.0 3.1 

Certificate level III 199 13.9 14.0 

Year 12 201 14.1 16.0 

Year 11 90 6.3 5.4 

Year 10 240 16.8 11.8 

Year 9 or below 120 8.4 5.9 

No educational attainment 0 0.0 0.5 

Not stated 239 16.7 11.0 

Aboriginal and Torres Strait Islander 
1-2% of the working age population and 1.7% of the total population in the Shire of Ravensthorpe is 
Aboriginal and/or Torres Strait Islander (compared to 3.1% for Western Australia as a whole). 

Country of birth 
70.9% of the population was born in Australia (compared to 60.3% 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 
Ravensthorpe’s median age is 45, significantly older than the WA median age of 36.3. This is 
influenced by a substantial proportion of retired residents in Hopetoun.  

                                                      
3 All statistics are from the ABS 2016 Census unless otherwise stated. 
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Disability 
3.6% of the population in Ravensthorpe has need for assistance in one or more of the core activity 
areas of self-care, mobility and communication.  

Unemployment 
The Shire of Ravensthorpe has a low unemployment rate, estimated at 3%4 (2019).  

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 Ravensthorpe than in Western Australia as a whole.  

Rent weekly payments Ravensthorpe WA 

Median rent $220 $347 

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

6.9% 9.7% 

 

Mortgage monthly repayments Ravensthorpe WA 

Median mortgage repayments $1,200 $1,993 

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

4.3% 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 generally well aligned to delivery of 
the Shire’s plans. The key gaps and pressures are: 

 grants and community/club development 

 changes in use of airport, with increased use (driven by resources sector) requiring increased 
staff, often at relatively short notice 

 childcare workforce, with families coming in for resources jobs (approximately 20% of the 
Shire workforce relies on childcare to be able to undertake employment)  

                                                      
4 REMPLAN Economic Profile for Goldfields-Esperance Region, retrieved 25 November 2020 

https://app.remplan.com.au/goldfieldsesperanceregion/economy/trends/unemployment?state=wNylFz!gNgBFqvPkF1PZAZf5er8bS0fzIKB0c6INIkI8uWhRbcBPo
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POLICIES 
The Shire of Ravensthorpe has a set of up to date Human Resources policies, as follows: 

 Delegated Authorities 

 Organisational Structure 

 Senior Employees Designations 

 Occupational Safety & Health  

 Code of Conduct for Employees  

 Internet and Email Usage 

 Fitness for Work 

 Vehicle Plant and Equipment Management  

 Corporate Uniform 

 Mobile Phone Allowance  

 Staff – Superannuation Salary Sacrifice  

 Staff Training and Development  

 Staff – Education and Study Assistance 

 Recognition of Service – Employees 

The following are covered in individual contracts and/or the Enterprise Bargaining Agreement: 

 Performance Management 

 Flexible Work Arrangements 

 Parental Leave 

STAFF SURVEY 
The survey was undertaken in November 2020. There were 46 responses, which is 84% of all filled 
positions, and increase from the 2019 survey (75%). The survey is therefore highly robust. The results 
are highly positive. There is a slight downward shift in the strength of positive responses to some 
questions in comparison with last year. The most notable negative shift is in the impact of training on 
job performance. This is understandable given the need to fill in some basic gaps which took 
precedence over job-specific training for a period. It is not expected that this will continue to be an 
issue, but will be reviewed after the next survey. The detailed survey results can be seen in Appendix 2.  
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SUMMARY OF CURRENT STATE AND KEY ISSUES 
There have been notable recent achievements in progressing workforce issues: 

 Addressed historic under-investment in staff development  

 Reviewed and updated all position descriptions 

 Reviewed and updated all relevant policies 

 Established new EBA 

 Created roles and responsibilities matrix 

 Created training matrix (in progress) 

 Undertaken organisational restructure 

 Website improvements and marketing the liveability of the Shire 

The following key issues remain: 

 Specific recruitment/retention challenges: 

─ Fill gap in grants and community/club development 

─ Recruitment and retention of childcare workers and cleaners 

─ Recruitment of airport workers 

 General recruitment/retention challenge: attracting and retaining people in a remote area, at 
considerable distance from home/the metropolitan area. 

 Need to document procedures to be used when other staff are covering for absences or for 
handovers. The discipline of documenting procedures in itself often reveals where efficiencies 
can be made or where workloads are out of balance.  

 A large proportion of the the Shire workforce is relatively new to the Shire (and some new to 
local government), which brings challenges in terms of on the job ‘know how’ and ‘know why’.   

 Approximately 15% of the workforce is expected to retire over the term of this plan, 
presenting challenges in terms of both supporting transition to retirement and succession 
planning.  

 While the Shire has a solid foundation of human resources policies, there are some key gaps 
to be progressively filled. 
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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. The goals, 
strategies and actions are aligned with, and should be read in conjunction with, the Shire’s Equal Employment Opportunity Management Plan (see Appendix 3). 

Goals Medium Term Strategies  Key Actions 

Goal 1 

A flexible and family-friendly 
place to work with 
opportunities to learn and 
grow  

This goal area is concerned with 
attraction and recruitment, and 
providing a positive and flexible 
workplace environment.  
 

1.1 Recruit to match skills, values, 
and other attributes to meet the 
commitments of the Shire’s 
strategic and corporate plans 

 Continue and intensify promotion of the Shire as a great place to work 
which welcomes diversity, and marketing of the District as a desirable place 
to live (the latter in conjunction with local resources companies) 

 Work with the resources companies for mutual sharing of information 
about partners of candidates who are available for work 

 Recruit a part-time Grants and Community Development officer in 2020/21 
 Respond to the workforce demands of the airport and childcare 
 Continue to provide student work experience and traineeship 

1.2 Provide high quality professional 
and career development 
opportunities 

 Ensure all staff have a training and development plan where relevant, 
refreshed in April each year in line with the performance management 
process (see Goal 2) 

 Provide development opportunities through higher duties and special 
projects 

1.3 Develop succession planning and 
support retirement transitions 

 Identify staff with the potential to grow into more specialised or 
management positions 

 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 

Staff work as a team and 
take pride in what the Shire 
delivers to the community 

This goal area is primarily 
concerned with the critical 
success factors for performance 
excellence. It includes culture, 
productivity, performance 
management (cascading from 
CEO’s KPIs) and leadership 
development 

2.1 Embed the culture of the 
organisation in strong values 

 Create alignment with the values in the Strategic Community Plan: 
Passionate commitment to service; Proudly promoting and advocating 
for our community; Clear and regular communication; Openly reporting 
on progress and listening to community feedback 

 Ensure that EEO principles and practices are integral to the workplace  

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  

 Implement staff performance management, cascading from the CEO’s 
performance agreement with the Council, aligned with training matrix 

 Continue to identify opportunities to improve efficiency  

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

 Ecourage people who cover an unfamiliar position to bring a fresh eye 
and question ‘how things are always done around here’  

 Administer the annual staff survey and consider the results  

Goal 3 

The organisation’s human 
resources systems and 
processes are aligned to high 
performance 

This goal area is concerned with 
the human resources systems 
and processes that underpin the 
Plan, including organisation 
structure, industrial relations 
framework, delegations, policies, 
and processes 

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 contracts for managers and nominated senior personnel 
 Administer the EBA for other staff  

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  

 Continue to maintain up to date policies and procedures 
 Improve collection of workforce data on disability 

3.5 Annual review of key workforce 
measures  

 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 the EBA (2%) 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.  

 2020/21 ($m) 2021/22 ($m) 2022/23 ($m) 2023/24 ($m) 

Employee Costs 4.29  4.54  4.64  4.74  

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 
Injury/death  Continued strict adherence to Occupational Safety 

and Health procedures 

MONITORING 
These measures will be reported in the Annual Report.  

Indicator Measure 

Ability to attract staff Time to recruit 

Staff satisfaction From staff survey 

Workers Compensation claims From Occupational Safety and Health data 
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APPENDIX 1: ORGANISATIONAL CHART 
  

See detail below See detail below 
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APPENDIX 2: STAFF SURVEY RESULTS 
YOUR JOB 
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TRAINING AND DEVELOPMENT 
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COMMUNICATION 
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29. Are there any barriers or constraints that prevent you from achieving your job requirements or 
contributing to the organisational goals? 

 Difficulty in accessing accurate, up to date 
documentation. Lack of process and 
procedures – information. 

 Time – Being regional, I feel there is a 
barrier between time and opportunity for 
training to come down and do more one on 
one training. 

 Time. 
 Lack of resources. 
 Not enough resources and having to supply 

things ourselves without the option of 
reimbursement. 

 Not enough time in the day for the 
workload. 

 No running accounts at local businesses. 
Lack of overtime. 

 No because flexibility is provided so I can 
still meet my deadlines. 

 There is no disposal process/schedule in 
place. 

 Lack of staff. 
 Not really – but would appreciate more “do 

not disturb” and less unnecessary 
interruptions when busy with end of 
month/end of year and during billing 
period. Would appreciate more senior 
support during these times. 

 Four day week. 
 No vehicle, otherwise could help with 

parks and other toilets/campgrounds. No 
chemical training. 

 Accountability and transparency of my 
team member’s work is unclear and I am 
trying to change that culture which may 
take some time. 

 Staff availabilities. 

 

30. What do you like best about working for the Shire? 

 It has a positive vibe and feels like it is really 
trying to work on a positive community 
benefit. 

 The Shire is supportive of their workers and 
their needs to operate. 

 The hours. 
 Diversified nature of business. 
 Job security. Good pay. Training and 

support. Clear directives and expectations. 
 Reason with time off. 
 The support and effort that goes in all 

areas of work. I feel as if it is all well 
organised. 

 It’s fun and I look forward to it. 
 Everyone gets along very well. 
 The people. 
 It’s a good job, community and I have 

variation. 

 The flexibility to work hours when 
required, yet still be available to my 
family/family business that needs me. 

 The support I receive from my Manager in 
my workplace. 

 They have given us the opportunity to work 
and study as we go and gives people a go. 

 The team environment and support from 
colleagues. 

 The team environment. 
 Great team. Good environment and 

flexibility. 
 I enjoy our workplace environment and our 

team. Great people to work with. 
 Working in the great outdoors. 
 Easy job. 
 Flexibility. 
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 Secured job. Good workplace. Proud to 
work for the Shire. Excellent CEO and 
Directors Team ever. Executive Team is 
much appreciated. 

 It is a job. 
 The safety of my environment and the nice 

folks with whom I work. 
 Good team. Steady reliable income. 
 The Shire is family friendly. Works well 

around kids. 

 Flexibility. 
 Support from the CEO is fantastic and my 

co-workers are lovely to deal with. 
 Training opportunities. 
 My role is autonomous. I get all the support 

I need when I need it. 
 Working and living within the same Shire. 
 Close to home. 

 

31. What do you like least about working for this Shire? 

 Cramped premises. Some communication 
blockages. 

 Communication. 
 Difficulties in find staff for Childcare 

Services. 
 Budgets. 
 Not enough time to spend with my family, 

not enough study or programming time. 
 My knowledge towards the Shire. I would 

like to know more. 
 People advising that they don’t know what 

they’re talking about – stating the obvious. 
 Nothing I can think of. 
 The rigmarole current employees have to 

go through when applying for other jobs 
within the Shire or within their section. 

 Firebreak Infringement time. 
 Juggling professional interests while social 

in a small community. 
 As the Shire’s image is still not good 

(although better), in the wider community 
I do not like that I can’t actively defend the 
Shire on social media. 

 No complaints. 
 More staff to be more effective in 

delivering the works program. 
 Not much really – but the open office 

concept can sometimes be an issue for me. 
Privacy during calls with ratepayers or in 
private in person. Sometimes it is also very 
difficult to stay focused and to concentrate 
with all the surrounding sounds/moods of 
people. 

 Four day week. 
 Rude people who barge into the toilets 

when I am cleaning them. 
 Wages are not amazing. 
 Being away from my family but that is a 

personal choice. 
 Lack of continuity between offices. 
 Position of workspace. Constant 

interruptions from non-Shire related 
queries. Solution – desk away from front 
counter. 
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32. If you could change one thing about the organisation or your job what would it be? 

 Organisation – Ease of access to 
information. Job – Ease of access to 
information. 

 I don’t agree how it is run all the time. I feel 
that sometimes it is hard to work due to 
communication and poor help to workers 
(support). 

 To sell tip passes at the tip. 
 Department of Education to take 

responsibility for early learning centres. 
 Bigger budgets. 
 The option to purchase and buy equipment. 

Option for reimbursement to purchase 
things ourselves. 

 I personally don’t think I would change 
anything as I am happy. 

 Engage a full time EHO. 
 No it seems to work. 
 The money/budgets when it comes to 

play/safety equipment. 
 Having someone to help with the backlog of 

records whiles the incoming daily 
correspondence is done. 

 More windows in the office. 
 The flies. 
 Organisation – None. Job – Nothing – but 

would appreciate a fortnightly Wednesday 
afternoon off from 1.00pm to 3.00pm. 
Missing hours can easily be accommodated 
in the rest of the fortnight. Thank you very 
much for everything so far. Picked us up 
from the ashes and getting us back where 
we need to be and can be and should be. Job 
Well Done! 

 The amount of wasted time and money. 
 Higher wage. More opportunities. 
 Easy access to pool vehicle for relief ARO 

duties would be good. Currently limited 
options. 

 Better opportunities for childcare staff to 
spend time to get to know other Shire 
employees. 

 Flexibility of working days or RDO. 
 Ravensthorpe vs Hopetoun mentality. 

 

33. Do you know who in the organisation to report corruption and misconduct to? 

Yes: 86%  
No: 10% 
No response: 4% 

 

34. Do you feel confident that if you did report something relating to corruption and misconduct that 
it would be appropriately actioned? 

Yes: 76% 
No: 8% 
No response: 16% 
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APPENDIX 3: EQUAL EMPLOYMENT OPPORTUNITY 
MANAGEMENT PLAN 

Shire of Ravensthorpe 
Equal Employment Opportunity Management Plan  

Creating a workplace that is equitable and diverse 
 

Authority name:  Shire of Ravensthorpe 
 

EEO outcomes to be achieved during the period of the Plan 

Ex
is

tin
g 

To
 b

e 
re

vi
ew

ed
 

Pr
op

os
ed

 

Tick box indicates my authority has: 
• existing initiatives in place 
• initiatives in place that need to be reviewed 
• proposed initiatives that are yet to be developed. 

Outcome 1: The organisation values EEO and diversity and the work environment is free 
from sexual and racial harassment 

   Equal employment opportunity (EEO) and diversity principles are incorporated into 
corporate values, business planning processes and human resource workforce plans.   

   A positive, inclusive and harassment-free workplace culture is communicated and 
promoted within the organisation. 

   Managers and leaders are aware of their EEO responsibilities. 

   
Performance management criteria for managers and leaders include the ability to 
attract and retain a diverse workforce and promote an inclusive work culture. 

   Implementation of strategies within this Plan occurs throughout the organisation.   

   There is an effective grievance resolution process where staff are able to raise 
concerns and issues. 

   Workplace culture is monitored and assessed to determine that it is inclusive and free 
from harassment and unlawful discrimination. 

Outcome 2: Workplaces are free from employment practices that are biased or discriminate 
unlawfully against employees or potential employees 

   Organisational structure and job design provide career paths for all diversity groups. 

   Recruitment and selection practices provide equal opportunity and flexibility for all 
employees and potential employees. 

   Mechanisms are in place to identify the needs of diversity groups to operate effectively 
in the workplace. (e.g. diversity surveys, review of exit interview feedback).   

   
Retention practices are in place to identify, develop and retain staff from all diversity 
groups (e.g. induction processes, training and development opportunities, working 
hours and conditions, flexible work options and performance management).   

   The organisation monitors and assesses employment practices to ensure they 
contribute positively to attracting and retaining a diverse workforce. 
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Outcome 3: Employment programs and practices recognise and include strategies for EEO 
groups to achieve workforce diversity 

   Demographic data is systematically collected to monitor and report on progress of all 
diversity groups.  

   Diversity objectives are identified to define the workforce profile suited to the agency’s 
business needs. 

   

Strategies are developed and implemented to attract, retain and provide career 
development opportunities for the diversity groups: 

 Women in management  People from culturally diverse backgrounds 
 Aboriginal Australians  Youth 
 People with disability  Other (please specify):  

(Organisations may have different priorities according to their existing diversity profile 
and service delivery. Priorities may not necessarily cover all diversity groups). 

Outcome 4: Maintain a relevant and achievable EEO Management Plan through 
communication, review/amendment and evaluation. 

   The Plan and its policies and programs are communicated to all staff.   

   
Each initiative/strategy/task is linked to a measure of success and a timeframe for 
completion.     

   
The Plan is monitored, reviewed and amended to ensure strategies remain relevant to 
the operations of the organisation.   

   
The Plan and its policies and programs are evaluated to determine the effectiveness 
of the Plan. 

CEO leadership statement 

It is with pleasure I present to you the Shire of Ravensthorpe EEO Management Plan. 
This EEO Management Plan has been developed in accordance with Part IX of the Equal Opportunity Act 
1984 and is aligned with the Director of Equal Opportunity in Public Employment’s EEO and Diversity 
Outcome Standards Framework. 
An inclusive and accepting workplace has benefits for all employees. A diverse workforce will attract and 
retain quality employees, which translates into effective business decisions and effective service delivery. 
Our Plan is the foundation for a working environment free from harassment and discrimination. Through 
the implementation of this Plan we will strive to build a workforce and supporting organisational culture 
that reflects the diversity of the greater community. Our Plan is a live document that we will continue to 
develop and build on for our future success.   
I encourage all staff to embrace equity and diversity within the organisation. We value EEO/diversity and 
aim to ensure that the work environment is free from racial and sexual harassment and that employment 
practices are not biased or discriminate unlawfully against employees or potential employees.  Our 
employment programs and practices recognise and include strategies for EEO groups to achieve 
workforce diversity.   
I look forward to ongoing commitment and involvement from all staff in implementing this EEO 
Management Plan. 

 

Leader name:  Gavin Pollock Leader signature:  Date: 19 March 2021 
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