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ew and Organisational Change within Y§Wpﬁﬂ”fe//
Date: Z I

-maeting was he!d on Friday 23 August 2024 with representatives from PCC,
aimzss strategtes to assist wnth provisnon of fundmg for creation ofongomg

d (TAB B) provides an overview of all resourcing requests currently submitted for

To addn:ss addfbonal resourcing requests, the following areas were considered during the
Option 1.

tepurposing of existing administration vacant positions

Data, lnsighlsand Analytics together with Organisational Change combined relevant information

including current admin vacancies @19.8.24, roles that are in the process of recruitment or that are
part of an approved restructure. From this analysis was able to be undertaken to determine the
number Offﬁﬁé'~vacandes with the potential to repurpose/utilise funding towards recent proposals

for resoumes
Aﬁachcdﬂ’ABC) pm\ndes the detailed list of vacancies sort by command and months vacant.

In summanr ‘

positions have been vacant for Jess than 1 month and 49 positions for less than 6 months
have been vamnt for 24+ months (2 x GASO Aboriginal targeted Tramee roles within

amount of position vacancies per command with a total of 9 each. ;
ncies within TCSC are within the Police Link Command and vacant for up to 3 months.
re Clerk 1/2 Communication Officer roles that are required to be maintained to
gmployees to be offered a role on successful completion of the training.

in HSW are as a result of a recent restructure and the roles not yet belng

vuancv Jist will not provide the resourcing requirements for all
ng any vacancies without consideration of the workload, comi
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in of the organisation. Addttior
will not provide the funding r

lisation of funding from vacant Authorised Police positions for ongoing

utilising funding from vacant authorised police positions and/or utiﬂsﬁﬁ:‘
llocation to cover ongoing administrative resourcing requests. L

‘and Analytics have provided the following key points;

. 18,374 Authorised Police Positions

16,146 Police Officer Headcount
2,981 Vacant Authorised Police Positions
2,228 HR Variance for Police (18,374 Authorised Police Positions - Palice Officer

Headcount)

1f we recruit 1,100 police officers per year, we must maintain 390 x Vacant Authorised Polic

positions to pay for Paid Student Police Officers,
We must also maintain 350 x Vacant Authorised Palice Positions to pay for EPSS.
In total, a minimum of 740 x Vacant Authorised Police positions {390 + 350) must be

maintained to pay for both schemes.

Currently, recruitment is tracking to be around 1,100 police officers per year, with aroun'di 5

350 per class.
Separation is forecasted to be around 1,400 police officers per year.

ration is forecasted to be greater than recruitment, which means the
il most likely increase for the foreseeable

In summary, sepa
number of Vacant Authorised police Positions wi

future (unless something changes drastically).

Based on current trajectory of trends (see Dark Blue line in chart below), Vacant Authonseé
Police Positions will continue to increase given the projected recruitment and separations.
By 2026, it is forecasted to be above 3,000 Vacant Authorised Police Positions.

Number of Vacant Authorised Police positions will only reduce when recruitment levels
round or above 1,500 police officers per year (given projected separations). :

There will be more than enough lead time for the organisation to pivot and control recr
intake. Attached (TAB D) provides a table of all vacant authorise police positions by PAC/




occupancy to minimise risk of exceeding budget allocations.
to compliment this the following is required;

Analytics, Organisational Change, Position Management, Strategic Workfome
FABS and Transformation Office to convene on an annual basis and review |

csions received for CET endorsement.
asitions remain in their existing org unit (location) as ‘unfunded positions’ whid’lL

: mon creates funding to support filling.
’ d that whilst this is a short to middle term strategy, a Iong-’




Ippor ed, Organisational Change will prepare the;fbllowfné
requirements (priority roles) and number of police vacancies
on. .
ng, monitoring and recording of police vacancies utilised to be ¢

\BS , DIA.. WRR and Position Management

N O Connedh.
Nicole O'Connell

Manager, Organisational Change
Workforce Relations & Reform
People & Capability Command

Recommendation supported. This addresses the immediate short term need to create ongoing o
administmtﬁl: ole across the agency necessary to support business continuity and new initiatives. FABS
has agreed with éhisas an interim solution. The ongoing monitoring and management of the finite

tiry allocated is critical to ensuring the re purposing of funds aligns with attrition rates. A
regarding the police/admin funding distribution will be required. We understand

2. Assistant Commissioner, People & Capability

adviee e is noted and recommendations are supported. Option 3 to utilise funding from vacant
mma Police pasitions for ongoing Admin positions has been agreed to by PCC and FABS and :
yort term/medium term strategy to address the immediate need for ongoing admin roles.

identified as a short
across the organisation. o

At st

management as outlined in the Brief will be critical to ensuring repu

rates. A longer term strategy is required to be developedn,-;,: E

and

for consideration

¥



mediate short term solution to address the critics
ministrative positions/roles. FABS view is that this m
ly and that the work to identify a medium/longer te,
Quarantining of vacant authorised police positions (sworn
admin needs is not good practice and should not be e

0 the numbers in the paper and for clarity in the discussions, Project Cel
based on the quarantining of 462 swomn positions, and together w

to be quarantined for EPSS, the total is 812 sworn positions {as a

ned. The paper refers to 740 positions. ;

b, Y‘/ . i
David Hodkinson
Acting Chief Financial
10 September 2024

4 DMMWmmer, Corporate Services

The mib outlined are noted and will require discussion and consideration by CET prior to a &

and next steps. What is outiined is a short.term solution that in many respects does not give pen
s sustainable jon. There 18 a need to progress the admin review beyond its current position
tunities, efficiencies, role and function, including exploration and modelling of a true shared

model or other clustening arrangements

The dumd’: dditional resources due to the changing work environment across several key )
of mmos’g i.'ldSW and Shared Services (EPSS) does require an immediate solution. The
emg*ﬂhe&md just these resourcing requests. TAB B clearty outlines the current demand

which do not have any sustainable funding sources attached at this time.

he pr jon and update to CET, it would also be prudent to look at the growth mte of
et m?gt:o; years gnd provide commentary around the changing work environment.

w Bure jon to CET can be prepared and the key issues and approaches ada
:C"? ﬁ‘: last CE pms;.ﬁtt’atjon on the admin review status. Also note the correction to the ot

s previously agreed.




