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INTRODUCTION 

The Shire of Sandstone has an obligation under the Integrated Planning Framework introduced 

by the State Government within the Local Government Act 1995 to develop and deliver a 

Strategic Community Plan and a Corporate Business Plan.  
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To assist in the development of these plans a number of informing strategies are required to be 

produced. One such strategy is the Workforce Plan. 

Workforce Planning is "a continuous process of shaping the workforce to ensure that it is 

capable of delivering organisational objectives now and in the future." (Australian National Audit 

Office (ANAO) 2004) 

The above definition highlights the key elements of Workforce Planning. 

Workforce Planning: 

• is continuous, not a one-off activity 

• is a process, not a static action or set of actions 

• is about shaping the workforce with a clearly identified purpose and to bring about 

particular changes 

• has its purpose linked with organisational objectives, and 

• applies not just to the current workforce but anticipates future workforce requirements.   

“While an organisation needs high-performing people with desirable knowledge, skills attributes 

and behaviours, it is equally important to enhance capabilities that will support broader strategic 

goals. 
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Organisational or corporate capacity involves an organisation’s capacity to effectively meet its 

business objectives. The factors that contribute to corporate capability include culture and 

values, business processes and management systems ……., work organisation and the ability 

of individual employees. Taking an organisational perspective of the workforce can help to 

ensure that capabilities are embedded in the practices, processes, systems, culture and 

technologies of the agency. Ideally, these capabilities will remain with the agency despite staff 

turnover.” (Australian National Audit Office (ANAO) ) 

Workforce Planning enables your local government 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 

• 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 expenditure against business outputs and 

outcomes, and 

• strengthen the local government industry through stronger career paths and staff 

development. 
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About the Shire of Sandstone 

The townsite of Sandstone is located 742 km north-east of Perth via the Great Northern 

Highway and the town of Mount Magnet.  

Sandstone Shire Council is a rural/remote Local Government with a population of 

approximately 120.  The primary industries in the region are mining exploration, pastoral and 

tourism.  The Shire of Sandstone is bounded by the Shires of Mt Magnet, Wiluna, Meekatharra, 

Yalgoo, Leonora, Menzies Mt Marshall, and Cue. 

The Shire lies in the heart of the spectacular lower Murchison District and its bronzed 

landscape tells many tales of bygone days when gold was first discovered in the area. In 1894 

Ernest Shillington and a number of fellow prospectors found gold about 20 km southwest of the 

present townsite. For a period of six years from 1907 Sandstone was a small city of some 

6,000 to 8,000 people. It had four hotels, four butchers, many cafes, stores and business 

houses, as well as a staffed police station and two banks. During this boom period, in July 1910 

the railway came to Sandstone. However by 1919 only 200 people remained in the town. Many 

buildings were pulled down and moved elsewhere, but fortunately Sandstone was able to 

survive as a centre for the region’s growing pastoral industry. 

Throughout the area natural rock formations or breakaways contrast dramatically with the rust 

stained sandstone landscape which gives the town its name. It is a wonderful place to 

experience the glory of the night skies. In the evenings you can witness some truly spectacular 

sunsets. At night far from the interference of city lights, the darkness of the outback makes it a 

great setting for stargazing and viewing the magnificent sky of the southern hemisphere. 
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FUNCTIONS, FACILITIES & SERVICES PROVIDED BY THE SHIRE OF SANDSTONE 

Services to properties including- 

 Construction and maintenance of shire owned roads, buildings, footpaths, walk trails, 

rubbish collection and disposal, caring of trees, street lighting, and bushfire control.  

Services to community include-  

 Provision and maintenance of recreation facilities, management of community centre, 

library and tourism/information services. 

Regulatory services include- 

 Planning, building and ranger services. Planning of roads and subdivisions in 

accordance with the town planning scheme, building approvals for construction, 

additions and alterations. Ranger services, including enforcement of local laws, dog, 

and litter. 

General Administration including- 

 The provision of general information to the public, rates notices, vehicle licensing and 

inspection services.  

Process of Government including- 

 Ordinary and special council meetings, committee meetings, electors meetings and 

election of councillors.  

CURRENT WORKFORCE 

 Organisational Structure by Department ( Fig 1.) 

This structure is typical of a small rural/remote local government such as the Shire of 

Sandstone.  

 Staff Demographics ( Fig. 2, Fig. 3.) 

As the charts show, the Shire of Sandstones has an older workforce. Although an older 

workforce is apparent, the overall staff are evenly dispersed between both male and 

female. 

During 2012 there was high staff turnover rate due to workforce restructuring, it was 

evidenced in recent employee surveys (all staff were surveyed) that current staff are 

happy and have plans to stay on for a number of years. It is noticeable that there are a 

few staff approaching the age bracket of high likelihood of retirement; however this is 

not to say that vacancy or retirement cannot occur at any time. 

One of the Shire of Sandstone’s main priorities is to attract and retain skilled and high 

performing staff. This will help ensure the Shire’s protection of loss of corporate 

knowledge and the costs associated with high staff turnover. No gaps and shortfalls 

have been identified to meet current and planned service demands. 
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     CURRENT STAFF 

Chief Executive Officer      Ian Fitzgerald 
 

Environmental Health Officer     Bill Atyeo 
 
Finance Officer       Candice Smith 
 
Administration Officer      Vacant 
 
Customer Service / Library Officer (P/T)    Vacant 
 
Caravan Park Manager      Carolyn Cramp 
 
Tourist Centre Officer      Margie Lundy 
 
Leading Hand / Plant Operator     Roz Derrick 
 
Plant Operator       Don Francis 
 
Plant Operator       Murray Nabbs 
 
Plant Operator       Vacant 
 
Plant Operator        Vacant 
 
Mechanical Fitter       Graeme Reilly 
 
Gardener         Graeme Cramp 
 
Rubbish Collection/General Hand    Veronica Lucas 
 
Cleaner        Colleen Maguire 

Water Playground Maintenance     Veronica Lucas & Keith May 
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CHIEF EXECUTIVE OFFICER 
 

SENIOR LEADING HAND 
 

ADMINISTRATION 
OFFICER  

(FINANCE) 

TOURIST 
VISITOR CENTRE 
COORDINATOR 

 

ADMINISTRATION 
OFFICER  

(RECEPTION/LIBRARY
) 

Part Time 

MAINTENANCE 
GRADER 

OPERATOR 

 

MECHANICAL 

FITTER 

 

CLEANER 

 

CARAVAN PARK 

CARETAKER 

 

2 x ROAD TRAIN 
OPERATORS 

 

HORTICULTURIST 

 

WATER CART 
OPERATOR 

 

ROLLER 
OPERATOR 

LEADING HAND 
(CONSTRUCTION) 

FINAL TRIM GRADER 
OPERATOR 

PRINCIPAL ENVIRONMENTAL 
HEALTH OFFICER 

 

ADMINISTRATION 
OFFICER 

 

 
GENERAL 
HAND 
(TOWN CREW) 

COUNCIL 
SHIRE PRESIDENT 

DEPUTY SHIRE PRESIDENT 
FOUR COUNCILLORS 

            SHIRE OF SANDSTONE 
   ORGANISATION STRUCTURE 
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OUR EXISTING WORKFORCE DEMOGRAPHICS 

 
Fig. 2 

 
Fig. 3. 
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STRATEGIC COMMUNITY PLAN WORKFORCE IMPLICATIONS 

 

 WORKFORCE RESOURCING 

To ensure ongoing organisational capacity through knowledge of our current future 

workforce needs. Use effective recruitment and retention strategies to attract and secure 

the right people, for the right positions at the right time whilst recognising the benefits that 

diversity can deliver. 

Key Area Goal Specific Outcomes 

Workforce Planning Develop a thorough 

understanding of our current 

and future workforce needs 

 Effective workforce 

planning procedures 

available to supervisors 

and management 

 Analyse workforce 

demographics – both 

positions and people 

 Workforce plans exist 

across all departments 

 Develop approaches to 

ensure we have the right 

people in the right job 

Recruitment & Selection Attract and engage the best 

people 

 Ensure effective 

recruitment marketing & 

promotion 

 Opportunities for career 

advancement are promoted 

Workplace Diversity Recognise and support the 

value of workplace diversity 

 Specific employment 

strategies are encouraged 

and supported 

 Recruitment opportunities 

reflect workplace diversity 

 Encourage gender balance 

 

 

 EMPLOYEE DEVELOPMENT 

Ensure that the Shire of Sandstone has the right balance of capabilities and experience to 

deliver optimum service. Personal and career developments are highly encouraged in our 

service. The Shire of Sandstone focuses on welcoming and maintaining employment 

opportunities. Employee training is provided when required and can consist of on-line, on-

site and off-site training. At the Shire of Sandstone we encourage and assist employees to 

acquire the correct certifications and additional licences where applicable. 



12 

 

 

Key Area Goal Specific Outcomes 

Employee Orientation New employee 

transitions are open 

and welcoming 

 An instant welcome feel to 

Sandstone 

 All aspects of the position are 

clearly outlined 

 Sandstone visions and values 

are re-enforced 

Succession 

Management 

Succession plans are 

in place for those key 

roles 

 Key roles are identified in each 

department 

 Likely successors are identified 

and provided with necessary 

development  opportunities 

 Employees with high potential 

are identified, encouraged and 

promoted 

Learning & 

Development 

Development opportunities 

are provided to all 

employees 

 Training programs 

 

RISK MANAGEMENT 

The below table represents the risks involved for the workforce with the delivery of services 

for the Shire of Sandstone. 

Key Area Actions 

Staff Retention  Attractive pay rates and conditions 

 Maintain quality housing for all staff 

 Attractive working environment 

 Fully maintained and modern plant and equipment 

OH&S  Ensure inductions are completed and roles are fully 

explained 

 Regular toolbox meetings to address any concerns 

 Ensure correct certifications and operating procedures 

are adhered in relation to operating machinery 

Project Management  Ensure with new projects that all relevant staff have been 

advised appropriately 

 Consider the use of contractors if in-house experience is 

not available 

 

 

 



13 

 

 

STRATEGIES TO MEET FUTURE WORKFORCE NEEDS 

Current Strategies 

The current strategies in place to help attract and retain staff include: 

 Payment of wages 45% over normal award rates 

 Regular overtime being available 

 One week’s additional annual leave 

 Free housing 

 Two days travel leave per year to attend medical appointments 

 Water, power and telephone subsidies 

 Additional superannuation payments 

 Payment of an annual performance bonus 

 Provision of five sets of uniforms per year 

 Health checks provided through Local Government Insurance Services 

 Regular social functions for both employees and their families 

 

Future Strategies 

The most significant staffing issues facing the Shire of Sandstone include: 

 Ageing workforce 

 Retention of current staff and skill base 

 Attraction of replacement staff as and when required 

 

Actions being put in place or currently being investigated include: 

 Retention of the existing strategies as outlined above and regularly review them to 

ensure they are still relevant 

 Develop a long term maintenance and replacement program for shire housing to 

ensure quality housing is always available for staff 

 Review the type of housing provided including smaller unit type accommodation for 

single employees 

 Introduction of a transition to retirement policy that will allow skills to be retained 

longer, give the ability for skills to be transferred to other employees whilst also 
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looking after retirement age staff who wish to remain gainfully employed for a bit 

longer 

 Offer the option of training to up-skill existing staff 

 Hold regular discussions with staff to help ensure the benefits being offered remain 

relevant to them – as a part of annual employee reviews 

 Support a healthy work / life balance environment 

 

EMPLOYEE PROJECTIONS 

 

PROJECTED EMPLOYEE COSTS 

(as per Long Term Financial Plan) 

 

 

 

 

12/13 13/14 14/15 15/16 16/17 17/18 18/19 19/20 20/21 

Current 

FTEs 
13 13 16 16 16 16 16 16 16 

New 

FTEs 

 Senior Leading 

Hand  

& 

Road Train 

Operator 

&  

Plant 

Operator/General 

Hand 

       

Total 

FTEs 
13 16 16 16 16 16 16 16 16 

 12/13 13/14 14/15 15/16 16/17 17/18 18/19 19/20 20/21 

Annual 
Employee  
Costs 
($000) 

 

1,006 

 

1,076 

 

1,136 

 

1,193 

 

1,252 

 

1,315 

 

1,381 

 

1,450 

 

1,522 
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MONITORING & EVALUATION OF OUTCOMES 

CONCLUSION 

The Shire is the major employer in Sandstone and as such the Shire is aware of its pivotal 

role as both an employer and service provider for our local residents and the many visitors 

we receive each year. 

This is the first formal Workforce Plan that has been developed by the Shire of Sandstone 

as in the past, whilst recognising the importance of attracting and retaining quality staff, it 

has been more of an ad-hoc policy framework that has been used. 

This plan will be reviewed on a regular basis, with the first review in 1 – 2 years, following 

the development of the Community Strategic Plan to ensure the desired outcomes are 

being achieved or to introduce new strategies if required. 


