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Georges River Council acknowledges the Bidjigal 
people of the Eora Nation, who are the traditional 
inhabitants and custodians of all land, water and sky 
in the Georges River area. We pay our respects to 
their Elders past, present and emerging.

Council recognises that the Georges River, with 
its rich resources, natural setting and connections 
to Country, is a place where people traditionally 
gathered, and Council is committed to upholding this.

Georges River Council acknowledges that our 
future will always be informed by our past. We are 
committed to respecting Aboriginal and Torres Strait 
Islanders as Australia's First Nations People. We have 
adopted the practice of acknowledging the Traditional 
Custodians of Country at events, ceremonies, 
meetings and functions. The Georges River First 
Nations Advisory Group provides a link between 
Georges River Council and the local Aboriginal and 
Torres Strait Islander community, respecting their right 
to self-determination and community 

Our vision, 
mission and 
values

Our Vision
A progressive, environmentally and culturally rich 
community enjoying a unique lifestyle.

Our Mission
A leading, people-focused organisation delivery 
outstanding results for our community and city.

Our Values
United  - We will work collaboratively as one team 
with common purpose and respect.

Professional - We will act with integrity and seek 
opportunities to learn and grow.

Honest - We will be open and truthful with each 
other and our community.

Accountable - We will own our decisions and 
actions as we strive for excellence.

Acknowledgement  
of Country
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What is the Workforce 
Management Plan?

Purpose
Embedding our values and working towards a 
common, greater goal so our people feel inspired 
and are aligned to deliver on our commitments to our 
community. 

Connection
Enhancing relationships across the organisation and 
with the community so our people feel understood 
and are positive contributors in all aspects of their 
lives.

Inclusion
Fostering inclusion so our people feel a sense of 
belonging and are actively embracing our diversity in 
their thinking and decision making.

Support
Providing mechanisms that support a safe, healthy, 
happy, and more productive and engaged workforce, 
so our people feel cared for and are resilient in times 
of change.

Growth
Developing a culture of learning and excellence so 
our people feel valued and are continually improving 
the way we work to sustain a high performing 
workforce and have opportunity to progress their 
careers at Georges River Council.

Actions to support these themes are outlined in 
subsequent sections. Council’s People and Culture 
team will actively support and work to implement the 
actions.

Our People Plan will evolve as the community and 
the organisation reviews and evaluates its needs. 
At a minimum, it will be reviewed annually alongside 
our Operational Plan to ensure its objectives reflect 
the changing workforce, community and Council 
priorities.

This Workforce Management Plan, ‘Our People Plan’ 
is an important part of Council’s Resourcing Strategy, 
implemented alongside the:
• Digital Resource Management Plan 
• Asset Management Plan, and
• Long Term Financial Plan.

Our People Plan outlines our commitment to leading 
people practices, ensuring that we have the capacity 
and capability to deliver positive outcomes, based 
on current and future organisational and community 
needs.

This Plan identifies objectives and strategies that 
focus on employee experience, engagement, and 
excellence. It aims to cultivate a workforce that is 
inspired, inclusive and involved to steer towards 
Georges River Council as an employer of choice.

This Plan builds on the solid foundation achieved 
through the life of the previous workforce 
management planning cycle, where we successfully 
focussed on:

1. Capability mobility
2. Continuous learning
3. Flexible resource allocation
4. Information management
5. Iterative business improvement processes
6. Talent management
7. Open physical and virtual environment
8. Partnerships and networking
9. Performance centric
10. Technology, systems, and tools

While we recognise there is more work to do to build 
on these focus areas, the fundamentals are in place 
to support continued progress. 

Our People Plan 2022-2026 will consolidate 
our efforts to align with the below key strategic 
themes, which have been established through 
consultation with our people, people leaders, unions, 
local government and industry bodies; analysis 
of our current workforce demographic; and an 
understanding of challenges and future requirements 
to support our goal to be an employer of choice.
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Who are our people?

Georges River Council is an organisation made up of a committed, talented, and diverse 
workforce. Our vision, mission and values underpin all that we do to successfully achieve 
our Community Strategic Plan (CSP) and implement our Delivery and Operational Plans. 
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Our organisational structure

Community and 
Culture  

Directorate

Business and 
Corporate 
Services 

Directorate

Director 
Community 
and Culture

Manager  
City Life

Manager Cultural 
Engagement and 
Library Services

Manager 
Community and  
Early Learning 

Centres

Chief People 
Officer

Chief Information 
Officer

Chief  Financial 
Officer

Office of the 
General 
Manager

Chief Audit 
Executive

 Executive 
Manager Office 

of the GM

Head of 
Corporate 

Governance and 
Risk

Director 
Business and 

Corporate 
Services 

Environment 
and Planning  
Directorate

Assets and 
Infrastructure  

Directorate

Director 
Environment and 

Planning

Director 
Assets and 

Infrastructure

Manager 
Development 
and Building

Manager 
Strategic 
Planning

Manager 
Environment, 
Health and 
Regulatory 
Services

Executive 
Manager City 
Operational 

Services

Manager 
Premium 
Facilities

Manager 
Strategic 

Placemaking

Manager 
City Technical 

Services

Legal Services

Director  
Legal Services

General Counsel

Senior Solicitor
Head of City 
Strategy and 

Marketing 

Coordinator 
Communications 
and Engagement

Head of Strategic 
Property

General Manager

Our people are committed to delivering quality outcomes for our community which is championed and driven 
by leaders in six permanent directorates and one temporary directorate:
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Office of the General Manager
Our Office of the General Manager manages Council 
and Committee meetings. They are responsible for 
organising briefings and workshops offered to our 
Councillors, communicating and engaging with our 
community, and ensuring our compulsory reporting 
requirements are met. 
• Executive Services
• Communications and Engagement

Community and Culture
Our Community and Culture directorate works in 
partnership with the community to ensure it is social 
and culturally connected. Our teams provide diverse 
and vibrant programs, services and facilities that 
bring together communities, deliver cultural and 
creative engagement opportunities and support the 
informational needs of our community.
• Community and Early Learning Services
• Cultural Engagement and Library Services
• City Life – Customer Experience Operations
 

Business and Corporate Services
Our Business and Corporate Services directorate 
is responsible for delivering quality organisational 
support services that meet current and emerging 
needs of internal and external customers to enable 
effective forward planning and to deliver Council’s 
strategic initiatives.  
• Information Management Technology
• Finance
• People and Culture
• Governance and Risk Management
• Commercial Property

Environment and Planning
Our Environment and Planning directorate oversee 
and administers policies, systems, practices, and 
deliverables relating to the built environment and 
landscapes within the Georges River area and the 
Council.
• Environmental Health and Regulatory Services
• Development Assessment and Building 

Certification
• Strategic Planning
 

Assets and Infrastructure
Our Assets and Infrastructure directorate is 
responsible for leading, planning, delivering, and 
maintaining assets, facilities, and infrastructure in 
Georges River Council.
• City Operational Services
• City Technical Services 
• Premium Facilities
• Strategic Placemaking

Office of the General Counsel
Our Office of the General Counsel is responsible for 
the management of Council’s legal function. This 
includes running matters in the Land & Environment 
Court, Local Court and other tribunals and 
jurisdictions. The team also provides training and 
advice to Council business units on a variety of legal 
matters.

City Strategy and Innovation
Our City Strategy and Innovation directorate’s focus 
is to position the Georges River area and the Council 
as a strong and influential entity in both the Sydney 
metropolitan region and in New South Wales through 
branding, extending networks, partnerships and 
transformation projects across the community.
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Our Workforce Demographics

Consisting of permanent, temporary and casual staff, our head count workforce is 

663 staff with a current FTE of 537.62

Our workforce is a mix of local and non-local employees with 33% 
of staff living within our Local Government Area.

Approximately 25% of our staff hold management or leadership roles and 75% 

are in operational positions.

51% females and 49% males are almost equally represented in Council’s 

workforce; however, 64% females account for the largest percentage of employees 

in management positions

We face the challenges of an ageing workforce (24% of employees are 55 or over). 

65% of our workforce were born between 1961 and 1984, with 25% born 

between 1985 and 2002, indicating a wide spread of represented age groups.

Data available as at 31 March 2022

We continuously seek, capture, and analyse key demographic traits of our workforce, with the understanding 
that this data is important in reviewing and evolving Our People Plan.
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Category Subcategory Count Percentage %

Establishment
Current FTE (excluding casuals) 537.62 -

Head Count (excluding casuals) 585 -

Employees by status

Permanent 544 93.0%

Temporary 41 7.0%

Casual Staff 78 -

Gender

Male Workforce 276 47.0%

Female Workforce 309 53.0%

Males in Management 7 35.0%

Females in Management 13 65.0%

Age

19-29 78 13.3%

30-39 123 21.0%

40-49 146 25.0%

50-59 165 28.2%

60-69 69 11.8%

70 + 4 0.7%

Distance travelled to work

**based on Staff Engagement 
Survey 2021 data (406 
responses)

Less than 5km distance 87 21.4%

6km to 10km distance 99 24.4%

11km to 15km distance 65 16.0%

16km to 20km distance 41 10.0%

21km + distance 70 17.2%

Did not specify 44 10.8%

Turnover Annualised Turnover - 18.9%

Length of service

Less than 5 years 315 53.8%

5 to 9 years 93 15.9%

10 to 14 years 66 11.3%

15 to 19 years 53 9.1%

20 + years 58 9.9%

Diversity and inclusion

% of staff with a disability - -

% Aboriginal or Torres Strait Islander 1 -

% Language other than English at home 28 3.4%

% Culturally diverse 40 6.8%
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Our Challenges

Focus on Financial Sustainability
Council’s long term financial plan had a forecasted 
budget deficit of $12 million. The adopted budget 
deficit for 2021/22 was $4.5 million. This reduction 
was achieved via a Special Rate Variation (SRV), 
budget saving strategies and the deferral of projects. 
The application for a SRV to IPART in 2021 required 
Council to identify $4 million worth of savings and 
productivity efficiencies every year from 2022 to 
2024.The employee costs strategy adopted by 
Council is a significant contributor in achieving these 
savings. 

The employee costs strategy included:
• Absorbing the mandated annual Local 

Government (State) Award increase.
• Recruitment holding period of 16-week salary 

savings prior to appointment.
• Maintaining a vacancy rate of 7% across all 

areas of Council.
• Christmas shut-down period.
• Reduction of staff benefits such as the all-staff 

conference and learning and development 
program.

These cost saving measures will continue to impact 
our people given the limitations it imposes on people 
strategies and initiatives. 

Skills Shortages and Attracting and 
Retaining Top Talent
We have five generations in our workforce, each 
with unique traits that define them and influence 
their attitudes and expectations regarding their work. 
Varying attitudes and expectations directly impact 
attraction and retention strategies that we must 
develop to build an agile and resilient long-term 
workforce. 

25% of our people are 55 years or older, meaning 
a high number of staff will consider retirement in 
the next 10 years. While older workers may retire, 
younger employees may not have the acquired skills 
and experience necessary for promotion to senior 
and managerial roles, which indicates a need for 
ongoing succession planning.

Results from the most recent staff survey also 
indicated that 21% of staff could not see a future at 

Georges River Council beyond two years, placing 
corporate knowledge, organisational capability, and 
operational efficiency further at risk. 

In general, the overall market for attracting 
professionals is increasingly competitive as councils 
seek to source employees in markets where salaries 
are not comparable, employee benefits are difficult 
to match and experience in local government is 
niche. Existing areas of skills shortages and tight 
labour supply in jobs such as engineering, planning, 
compliance, early childhood, trades, and IT are likely 
to become even more constricted.

Lasting Impacts of COVID-19
The onset of the COVID-19 pandemic tested the 
responsiveness and agility of organisations around 
the world, uprooting traditional ways of working and 
accelerating digital service adoption. 

Flexible work practices became the norm and 
as organisations face a return to physical work 
locations, people are seeking to maintain and 
explore more flexible arrangements. The rate of 
technological change has presented new skill 
development areas and expectations on the efficacy 
and reliance on digital infrastructure is becoming 
increasingly demanding both from employees and 
customers.

The experience of isolation from the workplace 
has also challenged organisational culture and 
connection. It is becoming more important for people 
strategies to embed wellbeing practices in day-to-
day and long-term planning to ensure the health and 
safety of our people.

Whilst the concept of the great resignation did not 
permeate local government, what is becoming 
increasingly important for employees and job 
seekers, is the alignment of personal values and a 
sense of purpose from their work. This adds to the 
need for a clearly defined and unique Employee 
Value Proposition (EVP).
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What are our priorities?

Achievements from the last four years
Our previous Workforce Management Plan focussed 
on ten strategy areas that each had priority actions 
over the four-year period. These deliverables have 
addressed critical challenge areas such as addressing 
an ageing workforce through flexible work practices, 
creating a contemporary workplace following 
amalgamation, attracting, and retaining a diverse 
workforce, capability mobility and investing in skills.

The following outlines some of our key achievements 
that have been realised in each of the ten strategy 
areas of the 2017-2021 Workforce Management Plan:

1. Capability mobility
Implemented temporary, planned mobility of 
employees across business areas to build capability 
and develop a more experienced and engaged 
workforce able to respond to the challenges of a 
changing industrial landscape, the shifting needs of 
our community, and Council’s directions.

2. Continuous learning
Developed frameworks to support a dynamic 
workforce with the required tools and capabilities 
required to respond to rapid change.

3. Flexible resource allocation
Established flexible mechanisms to mobilise 
resources in times of change to enable fast real time 
responses and maintain business continuity.

4. Information management
Streamlined information management to ensure 
we collect the information we require, store it 
safely and intuitively, and share and analyse data 
to drive business decisions.

5. Iterative business improvement processes
Engaged in continuous reviews of our systems, 
processes and procedures to realise opportunities 
for improvement.

6. Talent management
Actively sought to attract, recruit, hire, and retain 
the most talented and superior employees, to 
contribute to our diverse workforce and further 
their careers in local government.

7. Open physical and virtual environment
Created a fit-for-purpose environment that 
influences a positive workplace culture and 
supports work/life balance.

8. Partnerships and networking
Encouraged internal and external stakeholder 
relationships to share knowledge and utilise skills 
to supplement expertise and accomplish mutual 
goals.

9. Performance centric
Continually motivated our workforce through 
improved feedback mechanisms, role clarity and 
rewards and recognition programs.

10. Technology, systems, and tools
Identified opportunities to invest in new 
technologies or to upgrade, streamline and perfect 
our systems and tools.
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Priorities for the next four years 

As a relatively new Council, we have made significant strides in establishing our workforce strategies.  
For 2022-26, we continue to aspire to building a workforce that is inspired, diverse and engaged focusing  
on five priority pillars. 
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Implementation, Monitoring 
and Review
Implementing the People Plan
Georges River Council recognises that we are only as good as our people and when their experience at work 
is good, they are more likely to feel engaged and productive, resulting in positive outcomes for our customers 
and the community. Workshops with our people, including people leaders and staff, have highlighted the 
following people experience focus areas, strategies, and actions over the next four years to ensure we deliver 
on our Community Strategic Plan; we offer our people interesting, challenging and rewarding work and 
opportunities to make a real difference to our community; and to support our goal to be the best at what we 
do and be an employer of choice. 

YEAR 1 
2022/23

YEAR 2 
2023/24

YEAR 3
2024/25

YEAR 4
2025/26

Optimising Performance 
to empower our people to 
perform at their best and 
deliver on outcomes. 

Cultural Shift to connect 
our people and realign 
our purpose and values to 
work together towards a 
common goal. 

Leadership 
Development to inspire 
and lead our people 
through change and 
transformation.

Safe and Healthy 
Workplace for our people, 
from a holistic outlook for 
total wellbeing. Driving 
a healthier, happier, 
and more engaged and 
productive workforce.

Highly Capable People 
to continuously improve 
the way we work and 
sustain a culture of 
learning that provides 
opportunities to develop 
and progress in their 
careers at Council. 

Talent Acquisition and 
Retention to drive greater 
diversity and ensure we 
have the right people in 
the right roles with the 
right capabilities.

Diverse and Inclusive 
Workplace that supports 
and develops great 
people from diverse 
backgrounds, ensuring 
our people feel valued 
and are showing up to 
work as their best self.  

Active Collaboration to 
leverage expertise across 
key projects, expand 
talent mobility, facilitate 
knowledge exchange, 
and strengthen coaching/
mentoring.

Talent Management and 
Succession Planning 
to embed a framework 
and mechanisms to 
manage talent and career 
development.

Digital Empowerment to 
ensuring our people have 
the right technology to do 
their jobs and are skilled 
in the effective use of 
these tools.

Reimagining Flexibility 
to establish working 
arrangements that truly 
promote flexibility across 
our diverse workforce. 

A Great Employee 
Experience to ensure 
our people are engaged 
throughout the entire 
employee lifecycle and 
promote Council as a 
great place to work.

Brand Reputation and 
our Employee Value 
Proposition (EVP) to 
promote what it means 
to be part of Council and 
enhance organisational 
pride and loyalty.

New Future Fit  
Workforce Strategy to 
engage with our people 
and community to 
determine priorities for  
the next four years. 

Employer of Choice to 
recognise our Council  
as a great place to work.
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How will we measure the success  
of our people plan?

Annual Staff Engagement Survey
Our annual staff engagement survey, exChange 
Ideas, provides three key performance indicators of 
which we can measure the success of Our People 
Plan and gain insights into employee attitudes and 
perceptions. 

Engagement, Progress and Wellbeing scores 
are determined based on responses to several 
questions focused on the following drivers:
• Purpose – the clarity which exists about your 

organisational identity. Are staff aware of senior 
management strategy and vision? Are staff 
committed to the values and mission of the 
organisation? 

• Production – the extent to which staff feel 
they have the infrastructure and resources they 
need to do their jobs. How well are staff able to 
maintain peace by managing stress, achieving 
work-life balance, and working flexibly. 

• Participation – relates to staff feeling about 
how they are managed, the extent to which they 
receive development opportunities, satisfaction 
with organisational communication – vertically 
and horizontally, and many traditional ‘HR’ 
practices. 

• People – staff relationships with their immediate 
co-workers. Do they work well in a team? Are 
they motivated? Are they skilled and talented? 

The results of the survey will be direct measures 
of how Council is performing in our five areas of 
priority.

Workforce Metrics and Benchmarking 
Surveys
Monthly and quarterly metrics reporting allows for 
continuous measures of how Our People Plan is 
succeeding in managing areas such as workforce 
turnover, workplace injuries, absenteeism, excess 
leave liability, performance management and 
recruitment activity which all significantly impact 
employee experience, engagement, and excellence. 
Metrics also provide a picture of the diversity of our 
workforce and allows us to continually plan for the 
future and drive decisions based on data to continue 
to deliver quality services for our community.

Further, participation in benchmarking surveys 
allows us to compare our performance against 
industry to ensure Georges River Council is a high 
performing Council and an employer of choice. 

Participation and Feedback in 
Programs
Active participation of our people in programs 
aligned with our priorities for the next four years will 
provide indication of the reach or Our People Plan 
and the feedback gathered from these programs will 
further improve and provide valuable insights into 
shifts of experience, engagement, and excellence.

Workforce Movements
Adopted talent acquisition, succession and 
transition to retirement strategies will enhance the 
attraction of quality people to fulfil the needs of 
our organisation now and into the future; facilitate 
the professional development of our people; and 
support our people who are preparing for life after 
work. 

Career pathways, movements and sustained tenure 
of our people will be positive markers of employee 
perceptions of Georges River Council as a place to 
work and grow. 

16       Georges River Council // Resourcing Strategy - Workforce Management Plan 2022/23



   17 



Resourcing Strategy
Workforce Management Plan

2022-2023

georgesriver.nsw.gov.au


	Acknowledgement 
of Country
	Our vision, mission and values
	What is the Workforce Management Plan?
	Who are our people?
	Our organisational structure
	Our Workforce Demographics
	Our Challenges
	What are our priorities?
	Implementation, Monitoring and Review
	How will we measure the success 
of our people plan?

