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Designing attractive work arrangements

Action

Industry level

3.1 Flexible work arrangements and variety

Implement flexible work arrangements, portable long service leave and improve employment
flexibility to work across sites. This will add interest and variety. For example, a variety

of roles could include case management, outreach, community development and direct
support. Establish and publish a tool kit of ideas and approaches that achieve these goals.

3.2 Increased cooperation between government and industry

Government to assist the industry in exploring opportunities for staff to work across sectors.
This may include aged care, youth work and generic community services.

3.3 Utilise technology for effective workforce management

Utilise technology for effective workforce management. This includes evolving integrated
client reporting systems and the ability to connect electronically. This will dissolve the
isolated nature of the way people work. For example, engagement through phones and
personal digital assistants.

3.4 Staff bank

The concept of a staff bank refers to organisational arrangements that group staff into
a single collective entity from which they can then be deployed to work in a variety of
organisational settings. The development of ‘nurse banks’ is an example of an approach
already underway in Victoria. This will engage the casual workforce in different way.

3.5 Disability Industry Group Training and Employment Organisation Model

Investigate the feasibility of a disability industry group training and employment organisation
model in the context of the staff bank. This model aims to address cross organisation
training, quality labour supply (permanent and casual) and the arising portability issues.

3.6 Resourcing and lessoning the compliance burden

Increase job capacity by lessening the compliance burden and minimising administrative
tasks.

Organisational level

3.7 Increasing agency skills in utilising workforce management tools

Develop a systematic approach to enable organisations to utilise the tools available to
them and build their capacity to plan for requirements to address workforce needs and
incorporate this in all aspects of their business planning.

3.8 Extend established knowledge network arrangements

The Disability Knowledge Network (DKNet) model concept and operations to be extended
and promoted as a user-friendly, efficient and effective web based document management
system capable of demonstrating compliance across a range of arenas. Networks can
promote co-operation and services shared across organisations. Members can be drawn
from rural and urban regions, be large or small in operation, and provide community services
across a broad spectrum.
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Priority Action

Industry level

41 Capacity building

Capacity identification and capacity building of managers requires strong leadership and
management training and support. Investigate leadership approaches that support cultural
change to achieve implementation of the principles of individualised planning and funding.
This could involve collaboration with an educational institution to provide relevant learning
and development opportunities for managers.

4.2 Sharing of knowledge

Importance of collaboration to share learnings and achieve structural change within the
disability services sector and the community sector. An example includes conducting
forums to share knowledge and promote innovation and networking and to imbed learnings
in practice.

4.3 Research and training

Learning, development and support

Work more closely with the TAFE and university sector to identify projected skill
requirements for the workforce and ensure that the key messages of the State Plan are
integrated into accredited training programs. Feed back and development to be a two-
way process. This would give the sector access to international learning and development
especially at university level. This could include facilitating feedback forums from people
with a disability and the industry to the TAFE sector about the relevance of training. This
strategy is also linked to the Community Services and Health Industry Skills Council’s
Community Services Training Package Review.

Organisational level

4.4 Coaching and mentoring

Resourcing agencies to mentor, coach and support workers, managers and leaders. This
will model a more empowering way of working aimed at increasing support and improving
retention.

4.5 Recognition

Develop a diverse range of methods to give recognition to staff at all levels in appreciation
of their commitment and acknowledging outstanding contributions.

4.6 Induction

Orientation and induction training to be provided to all new staff to ensure that staff are
introduced and feel apart of their organisation. This will also ensure that all new employees
have the same induction experience and receive the same messages. Induction if
implemented effectively has the potential to reduce turnover, absenteeism and boost
morale.
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