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1. Background and reasons for the organisational change

This Change Management Plan (CMP) outlines a strategic framework for implementing proposed
changes at the W B Clarke Geoscience Centre - Londonderry Core Library (the Centre). These
changes are designed to enhance the Centre’s capacity to address emerging geoscientific
challenges, support innovation, and unlock new opportunities for sustainable economic growth
across New South Wales.

The Centre currently functions primarily as a drill core library and storage facility, providing
stakeholders with access to core samples and limited onsite geoscientific analysis. The existing
workforce is structured to support these core operational activities.

However, NSW Resources is undertaking a significant transformation of the Centre to evolve it into
a state-of-the-art facility. This transformation includes enhancements in safety, security, and
infrastructure; the development of collaborative research and education spaces; the curation of
mineral, rock, and fossil collections; asset preservation and digitisation initiatives; landscaping
improvements; solar panels; and the installation of the new HyLogger 4 system.

Rationale for the Proposed Changes

e These changes strengthen the vision for the WB Clarke Geoscience Centre to become a leading
NSW hub, leveraging world-class technology and collaborative education and training programs
to bridge critical industry skills gaps.

e The organisational adjustments respond to broader national challenges, notably the lack of a
skilled workforce to support Australia’s rapidly growing $10 billion critical minerals sector —as
highlighted by Rohini Anant in the February 2025 issue of Paydirt magazine.

e Establishing dedicated training and outreach capabilities at the Centre will positively influence
earth science education across NSW, from schools to universities. This intervention directly
addresses the decline in geology and related fields, a trend causing concern within exploration,
mining, and professional industry bodies.

e NSW Resources plays a central role in delivering the NSW Government’s Critical Minerals & High-
Tech Metals Strategy 2024-35. The Centre’s workforce must be positioned to fulfill the
strategy’s objectives through relevant programs and services that support NSW’s aspiration to
lead in critical minerals development and education pathways.

e A S2 million investment in facility upgrades, workplace improvements, and advanced technology
has transformed the Centre. Aligning the workforce with future-focused programs and service
delivery will ensure long-term value and tangible returns on this investment.

e The plan also includes operational changes at the EC Andrews Drillcore Facility in Broken Hill,
transitioning from an external contractor to an internal geologist position. This will streamline
service delivery in alignment with the Londonderry Geoscience Centre and generate an
approximate $200,000 reduction in annual operating contractor costs.
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2. Ministerial approval

The change is minor and does not warrant ‘strategic endorsement’ at the Ministerial level. It is line
with Departmental priorities.

3. Employee communication strategy

The communication plan will include:

e Individual meetings on site with each of the impacted staff before the change is announced and

e A team meeting with the Centre staff for the Executive Director to announce the proposed
changes and outline the rationale.

e Thisis followed by an email to the staff at the Core Library outlining the proposed changes and
the rationale, including the proposed new structure chart(s).

e Provision of a key business contact and HR Business Partner to provide ongoing channels of
communication post announcement.

4. Support services

Specific information about support services that will be provided to impacted staff includes:
Superannuation Advice

e https://aware.com.au/member/contact-aware-super (Call 1300 650 873 Monday to Friday
8:00am to 7:00pm)

e https://www.statesuper.nsw.gov.au/help-centre/advice

e https://www.statesuper.nsw.gov.au/help-centre/contact-us

Employee Assistance Program & Counselling Services

e TELUS Health: https://environmentnswgov.sharepoint.com/sites/Regional-
Safety/SitePages/benestar-mycoach.aspx
e https://www.telushealth.com

Australian Tax Office
e www.ato.gov.au
Services Australia
e https//www.servicesaustralia.gov.au or your local Office
MyGov
e https://my.gov.au to check on your MyGov account
People contact
e Fee Blyth- HR Business Partner

Mobile 0407 427 801 - fee.blyth@dpird.nsw.gov.au
e Surbhi Singhal- HR Business Partner

Mobile 0456 859 453 - surbhi.singhal@dpird.nsw.gov.au
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5. Consultation

These proposed changes have not required consultation at the ministerial level, noting the
Secretary is the decision maker for the department.

6. Workforce planning needs and impact on services and functions

The proposed changes will realign the workforce at the Centre for a stronger alignment of roles
and skills to the delivery of business strategy and objectives. Enabling the W B Clarke Geoscience
Centre-Londonderry Core Library to evolve into a premier NSW Geoscience Centre of
Excellence —anchored in advanced geoscientific research, high-quality data analysis, world-
class technology, and collaborative education and training programs.

The facility will transition from a traditional drillcore storage warehouse into a dynamic hub for
geoscience innovation. Purpose-built programs and upgraded infrastructure will support greater
industry engagement, foster strategic research partnerships, and provide leadership in education
and training for the geoscience sector. These changes will help drive workforce development and
capability uplift in support of the growing critical minerals and high-tech metals industry in NSW.

7. Changes to organisational structure

It is anticipated that 4 existing ongoing roles will be delimited:

Role title Role ID Classification Grade Location Status Role FTE
Technical Officer 50020524 | Technical Officer G1-3/G1 | Londonderry | Ongoing | -1.0
Petrological 50031153 | Dept Prof Officer GR1/2 Londonderry | Ongoing -1.0
Technician
Geochemist
NVCL Technician 50031152 | Technical Assistant | G1-3/G1 | Londonderry | Ongoing | -1.0
Core Library 50031171 Clerk GR1/2 Londonderry | Ongoing -1.0
Assistant

Total -4 FTE

It is anticipated that 5 new ongoing roles will be created:

Role title Role ID Classification Grade Location Status Role FTE
Senior Geoscientist TBC Geoscientist SENIOR | Londonderry | Ongoing | 1.0
Drillcore Facilities
Engagement Officer | TBC Clerk GR 9/10 | Londonderry | Ongoing | 1.0
Geoscientist Asset TBC Geoscientist G1/2 Londonderry | Ongoing | 1.0
Curator
Geoscientist TBC Geoscientist G1/2 Londonderry | Ongoing | 1.0
Research & Data
Geologist Drillcore TBC Geoscientist G1/2 Broken Hill Ongoing | 1.0
Facilities

Total +5 FTE
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HR Business Partners have facilitated evaluations of new role descriptions and confirmed they are
properly graded.

8. Proposed means for filling roles

Placement Policy for Filling Roles in the New Structure

Step Details

Step 1 Impacted ongoing employees will be considered for all newly created at grade roles within
(Direct the Change Management Plan (CMP).

appointment e Where appropriate, employees may be directly assigned to suitable roles at their
within CMP) current classification and grade.

e Aninternal Expression of Interest (EQI) process will be conducted for roles with no
direct match.

e |f the number of eligible employees exceeds the number of available roles, a merit-
based selection process will be undertaken.

Step 2 Remaining unfilled roles from Step 1 will be made available to ongoing employees impacted
(DPIRD by another finalised DPIRD CMP.

Mobility) An EOI process and, if necessary, a merit-based selection process will be undertaken.

Step 3 Any unfilled vacancies from Step 1 and 2 will be posted for sector-wide job matching
(Sector-wide  through the Workforce Mobility Placement Program. The WMP team will match suitable
Mobility) employees from all departments and agencies in NSW public sector.

Step 4 Remaining roles will be advertised externally and filled through a merit-based selection
(External) process.

Additional Notes:

e For Steps1& 2, the selection process includes:
o A written EOI
o Aninterview with at least two panel members (gender-balanced, with at least one
member external to the area)
e For Step 4, standard external recruitment processes apply.

9. Workforce Mobility Placement (WMP) Program

Impacted employees not placed in the new structure, or matched to another role elsewhere in the
agency, will be referred to the Workforce Mobility Placement (WMP) Program and managed in
accordance with the NSW Government Workforce Mobility Placement Policy.

10. Proposed voluntary redundancy program

If the impacted employees are not matched to a role at the end of the 8-week placement process
period under the WMP Program, or no further matches have been made before the 8-week period
expires, the agency will initiate the process for requesting concurrent approvals to commence
redundancy/redeployment programs.
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Voluntary Redundancies will be offered to excess employees as per Managing Excess Employees
Policy (June 2011). Voluntary redundancy payments will include:

o four weeks’ notice or payment in lieu, plus

o for employees aged 45 years and over with five or more years of completed service, an
additional one weeks’ notice or payment in lieu, plus

e aseverance payment at the rate of three weeks per year of continuous service with a maximum
of 39 weeks, with pro-rata payments for incomplete years of service to be on a quarterly basis

e the benefit allowable as a contributor to a retirement fund, plus

e prorata annual leave loading for leave accumulated at the date of termination, plus

e the following incentive payments based on years of service as outlined below:

Length of service Additional payment
Less than one year Two weeks’ pay
One year and less than two years Four weeks’ pay
Two years and less than three years Six weeks’ pay
Three or more years Eight weeks’ pay

11. Impact of the restructure on Equal Employment Opportunity (EEO)
groups

The impact of the restructure on EEO groups has been considered and any additional support
services (such as job skills training, flexible working arrangements, workplace adjustments etc) to
assist with redeployment or the transition to the new structure will be considered on a case-by-
case basis.

12. Impact of the restructure on staff with special needs

The impact of the restructure on staff with special needs has been considered and any additional
support services (such as job skills training, flexible working arrangements, workplace
adjustments etc) to assist with redeployment or the transition to the new structure will be
considered on a case-by-case basis.

13. Impact on rural communities

There is no impact on rural or regional communities. The changes to the W B Clarke Geoscience
Centre will support more educational and vocational opportunities for students in the Geosciences,
helping to stimulate the mineral exploration and mining sectors.

14. Management of excess employees

The People division will provide a designhated case manager to support the impacted employees.
Employees will be declared excess if they have been unsuccessful in the mobility process.
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15. Management of temporary employees

There are no temporary employees impacted as part of this change plan.

16. Proposed timetable for implementation

Action

Week beginning

Union notification 28 July 2025
Consultation with employees and relevant union/s 28 July 2025
Employees informed - Draft CMP 28 July 2025
Employees informed - Final CMP 25 August 2025
Internal placement process 25 August 2025

New roles sent for sector-wide mobility matching under the WMP Program

8 September 2025

Workforce Mobility Program

8 September 2025

New roles advertised externally

15 September 2025

External recruitment finalised

October 2025

Employees declared excess and VR offers

31 October 2025

New structure implemented

1 September 2025
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