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Localgovernments
traditionalinsularity
probablyexplaind
why it has been slow
to adopt major
manage/netlirefornis
which are by now
acceptedpractice
elsewhere in public
employment.
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M anaging

in local
T he bright light of scrutiny continues to
shine on Australian public sector

workplaces. Newspapers and journals
remain full of information about changes to
management of work practices and em-
ployee relations across the various public
services. And state and federal trading utili-
ties in communications, power and water
are being subjected to unprecedented and

very public upheaval.

But relatively little is written about local
government. Yet it is a significant compo-
nent of Australia's economy, employing
more than 150 000 people and accounting
for more than a quarter of overall public sec-
tor capital formation. A significant propor-
tion of ALIA's membership is employed in

the sector.

Local government's traditional insularity
probably explains why it has been slow to
adopt major management reforms which are
by now accepted practice elsewhere in pub-
lic employment. But changes are now' occur-
ring. And, as always, management of the
workforce is a critical element. Writing in
the Asia Pacific journal of human resources
(volume 33, number 3), academic Chris Au-
lich provides a fascinating analysis of 'Re-
in human

forms resource management in

Australian local government'.

Aulich finds that, while
beginning, it has a long way to go to reach

reform is now
the dramatic transformation which has oc-
curred in the rest of the public sector. Until

recently, personnel management in local

government has been poorly developed,

with only a few larger councils adopting

even rudimentary staff development, em-

ployee participation or equal opportunity

programs.

For decades, the requirement in most
states' local government acts for senior man-
agers to hold municipal certification caused
council administrations to remain inward-
looking. Management tended to stress differ-
ences between local government and gen-

eral public administration and between
public and private sector management. In a
classic example of labour market inflexibil-

ity, an unhealthy barrier to entry of well
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qualified outsiders was erected. Senior local
government managers were able to achie/e
strong bargaining power within the sector
based on demarcation of their work. Con-
comitantly, desirable renewal and enhance-
ment of managerial acumen within local
councils failed to eventuate. And the desire
for strict managerial prerogative in workforce

matters remained strong.

External pressure (from state and federal
ministers, for example) finally forced local
councils to commit greater attention and re-
sources to modernising their people manage-
ment. After the National review of local gov-
ernment labour markets in 1988, there was
extensive criticism of gender segmentation.
Antiquated employment policies were iden-
tified as a major impediment to greater finan-

cial efficiency and social justice in the sector.

Now there is ample anecdotal evidence
of change in human resource management in
many local councils. Even so, there is still
wide disparity between those organisations
which are vigorously introducing new prac-
tices and their more backward counterparts.
A recent study of Queensland local authori-

ties, for example, found that only one in
twenty councils was spending more than two
per cent of its wages budget on staff training.
And more than half the sample had abso-
lutely no policy for assistance to staff want-
ing to take up further study. Nor did they

have any formal equity policy in place.

Nationally, the Local Government Train-
ing Expenditure Survey showed an increase
from 1.4 to 2.2 per cent in training outlays.
But this remained well below the public sec-
tor average of 3.3 percent and was heavily
skewed by the strong effort of just a few
larger authorities. The majority have far to go
before they can be considered as genuinely
‘the

committed to developing learning or-

ganisation'.

Similarly, a survey of 42 councils shows
disappointing EEO performance. W hile many
of the authorities studied were found to be

undertaking EEO initiatives of some kind,
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there was almost no monitoring of activities,
little evaluation and an almost complete lack
of even basic performance indicators. The
national sub-committee which was created
to promote EEO in local government across
the country was quickly abolished. Despite
being identified as a major target for local
government, employment equity does not
appear to have been enhanced to any signifi-
cant extent.

Overall, Australian local government is
now making an effort to improve and bring
up to date its management of the workforce.

Some industry leaders are already adopting
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a more strategic and contemporary focus but
this has yet to permeate the sector fully. It
remains a fact that local government gener-
ally is not doing enough in a number of hu-
man resource management areas.

As Aulich points out, the next five years
are certain to bring even greater pressure for
change. Amalgamations in Victoria, Tasma-
nia and Queensland, the granting of enter-
prise powers to councils in South Australia,
Queensland and Tasmania and greater em-
phasis on competitive tendering everywhere
may all lead to downsizing and a more com -
mercial focus in local authorities. For Aus-
tralian local government to deal effectively
with all this, improvement in its people man-

agement will be critical. ]

These and other job advertisements may be found on our web site, ALIAnet, at
http://www.alia.org.au/alia/incite/aliappointments.html. some late-breaking
advertisements not appearing in inCite appear exclusively on ALIAnet.

Jus' missed the

deadline?

Looking for a
way of reaching

thousands of

readers with
your job vacancy
notice, but on a

daily basis?

Have you
thought of
advertising your
job vacancy on

the internet?

Call Sharon
Brodrick on (06)
285 1877 to

find out more..
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DEFENCE CENTRE SYDNEY
LIBRARY SERVICES BRANCH

Applications are invited from suitably qualified men and women for the following
vacancy.

CLASS 2 $39,978-%44,677pa
Position Number: 2368

The Defence Centre - Sydney Library Services Branch is seeking a Librarian for
permanent appointment to organise and provide Technical Services in support of
a network of Defence libraries in NSW. This is a challenging position for an
experienced Technical Services Librarian.

The position is responsible for acquisitions, cataloguing, financial monitoring and
reporting, stock control; supervision and training of library staff, including training
in the use of a new automated system; contributing to ongoing improvement.
Performance of Reference Librarian duties at the same level is also required at
times. High commitment to customer service and teamwork are essential.

A degree or diploma of an Australian tertiary institution, or a comparable overseas
qualification or eligibility for membership of, or registration by, a professional
body, which is appropriate to the duties of the office.

Selection for this position will be based on the approved selection criteria which
must be obtained by telephoning Ms M. Barnes on (02) 377 2310 and applicants
must address the requirements listed on the approved selection criteria in their
application. All applications addressing the selection criteria and quoting
Recruitment Number 7685, including a day time contact telephone number, and
a copy oftheir resume, must be forwarded by close of business 24 May 1996 to:

Manager Civilian Personnel
Defence Centre - Sydney
Department of Defence
Locked Bag 18
Darlinghurst NSW 2010

The Department of Defence is an Equal Employment Opportunity Employer.
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