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Preliminaries
The presenter is a self employed consultant.  However due to his current and past involvements he conflicts himself out of certain forms of work.  For example, as Chairman of the Commission for Occupational Safety and Health he does not undertake any front line advisory work in OSH.  Similarly, as former Secretary of UnionsWA he does not do Industrial Relations.
There should be no expectation that he seeks work out of today’s presentation.  His involvement is an extension of his deep involvement in the Systemic Sustainability Study processes over the past 12 months.  It is in recognition that the implementation of the 10 Year Reform Plan will entail significant opportunities for enhanced HR in the Local Government Sector.

Anyone seeking to achieve short term IR outcomes through their participation in this seminar is invited to leave NOW.  The 10 Year Plan is not about short term opportunistic outcomes.  It is about sustained effort to engage in ‘good practice’ in HR.  Not ‘best practice’ which invites arrogance and complacency.

The 10 Year Plan offers significant opportunities, but also deep challenges for the Sector.

HR is a Key Driver
The December 2006 Systemic Sustainability Panel Report was prescient in its prediction that the problems of managing an increasingly competitive labour market would be a key driver for reform in Local Government.  The response to the latest stage of the reform process, the release of the draft report, has confirmed the wisdom behind that prediction.

The reality is that the internal labour market for Local Government is cannibalistic.  This room holds an unknown number of predators in a depleted food chain.  But they are most certainly here…just when you thought it was safe to come into the water.
And the external labour market is intensely competitive.  To re-emphasise an earlier point…anyone in Local Government who thinks the 10 Year Plan is about competing head to head with the resources sector is clearly dreaming.  This is about HR not IR.

Add to this the pressures of a (temporarily) aging population, and the associated demands for initiatives to retain existing workforces.

The Market Failure of Training

There is perhaps no better example of market failure than the field of skills formation.  Why create skill when you can steal it?  Why invest when you can speculate?  The cost is always worth it when someone else is paying.

Hence the proposal for a Local Government Training Fund; modelled on the Building and Construction Industry Training Fund; initially voluntary, but intended to move to mandated contributions if take up is not sufficient to demonstrate the enlightened self-interest of Local Government as a self respecting sector of industry.

The intended scope of the Fund extends to:

· Getting training institutions genuinely interested in the sustained ‘buying power’ of Local Government.

· The creation and support of an industry training advisory body of sufficient weight to engage training regulators.

· Application to a variety of sector wide subsidies and supports for HR initiatives, such as traineeships, bursaries, scholarships, awards and cadetships.

· Targeting to selected populations in the face of demographic changes.

· Recognition of regional diversity across the State.

· Enhanced skills for elected members.

· RPL for all skill categories.

· Integration with on-line and distance learning techniques.
· Support for relatively ‘low level’ but proven methods such as mentoring.

The CSOs of Local Government
Only 1 of the 61 recommendations in the Report refers directly to “The Regional Model”. Yet much of the debate and reaction seems devoted to the theme.  Perhaps this is symptomatic of the parochialism and narrow mindedness with which Local Government is often associated?  

A more laudable set of concerns would apply in a number of settings, most particularly rural and remote, where Local Government is one of the larger employers in town.  Sensitivity to this reality demands very careful moderation.  Economic efficiency can rightly be tempered by concern for sustaining the communities which local governments are created to serve.  The role of moderator will fall to people here today.

The essence of the Report is sustainability.  As is too often the case the focus to date has been on economic considerations, most particularly asset and infrastructure investment and renewal.  But implementation of the 10 Year Plan requires a substantial shift to matters of social sustainability.  Again, short term opportunistic motives are ill suited to the task ahead.
Experimentation is Encouraged

One size will not fit all.  A repeated and (somewhat) simple statement in the Report…made extremely difficult in the translation.  No comfort here for you lot!

But presumption and prejudice is not justified grounds for action.  It is very much a case of tailoring initiatives to the needs and aspirations of the existing and potential employee.  Take for example the rather ‘old hat’ method of bonding in exchange for direct support of employees and recruits.
Much is made of the predilections and tastes of the Gen Xs and Gen Ys.  Much of the ‘evidence’ is entirely speculative and largely based on the wish fulfilment and psychological projection of “Boomers”.  But the Report contemplates true diversity of response, supported by institutional arrangements such as the Training Fund.  Bonding may not be a device appropriate to today’s teenagers.  But it may well meet the needs of 30 to 40 year olds with attachments to their locality and region.  While it may not be a method for attraction, it could serve very well as a means of retention and development of existing employees with their own needs outside of the workplace.  This dynamic may resurrect the notion of ‘cadetships’ as one method for the future. 

And need you be reminded that “there is no such thing as a Golden Age”.  Today’s boom will be tomorrow’s ‘Golden Age’.  The industry sector which encourages diversity is the one best prepared for the future, and most capable of getting better; rather than relying on a notion of ‘best practice’ based on the relative privilege of economic circumstance rather than ingenuity and innovation.
The Challenges for WALGA

It is important to note the challenges which the Report poses for WALGA.  And congratulations are due to WALGA for its outstanding leadership despite the risks entailed, and openly declared in the Report.

The integration of a membership services focus with a Sector wide policy orientation is central to the response by WALGA.  A review of the current WALGA Strategic Plan is underway and intended to commence the process of confronting these challenges.  WALGA remains well positioned to respond as a result of its substantial shift in orientation over the past 5 or so years.  

It is noteworthy that for at least 4 years of this period of transition sustainability has been a central theme.  
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