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Statement of 
acknowledgement 
of the Biddegal People
Georges River Council acknowledges that the Biddegal people of the Eora Nation 
are the traditional inhabitants and custodians of all land and water in which the 
Georges River region is situated.

Council recognizes Aboriginal people as an integral part of the Georges River 
community and highly values their social and cultural contributions.

Georges River Council is committed to showing respect for Aboriginal people as 
Australia’s First Peoples.  Council has adopted the practice of acknowledging the 
Traditional custodians of Country at events, ceremonies, meetings and functions.
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Community Vision Statement
In 2021, the Georges River area is known as a clean, 
green and welcoming place with beautiful and accessible 
bushland and waterways.

It offers a diversity of active, connected places and heritage 
areas that we plan for in collaboration with our community.

People attend many events and activities and can access 
a choice of housing and a mix of jobs and economic 
opportunities near where they live.

Council values  
and statements

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

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

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
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Introduction
The Resourcing Strategy forecasts Council’s ability 
to deliver assets and services to the community over 
the next 10 years in line with the adopted Community 
Strategic Plan 2018-2028.

Our 6 Pillars
1. A protected environment and green open spaces.
2. Quality, well planned development.
3. Active and accessible places and spaces.
4. A diverse and productive economy.
5. A harmonious and proud community with strong 

social services and infrastructure.
6. Leadership and transparency.
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Background - Legislative Framework
Like all Councils, Georges River Council operates 
under the Local Government Act 1993 (the Act). The Act 
requires us to produce a suite of documents as part of 
an Integrated Planning and Reporting Framework.

The Framework brings together Council's various 
plans, giving both Council and the community a clear 
understanding of how each of the plans interact.  This 
process maximises Council efforts to plan for the future 
strategically and holistically.

This Resourcing Strategy has been developed alongside 
our first-ever Community Strategic Plan, which is based 
on extensive community engagement during 2017. 

The Community Strategic Plan 2018-2028 contains the 
community’s priorities and aspirations as well as the 
strategies for achieving these goals.

Our Delivery Program sets out the proposed actions 
to achieve the goals and strategies in the Community 
Strategic Plan. The Delivery Program runs for four years 
to align with the local government election cycle. We are 
now commencing the final year of this program.

We have also prepared a one-year Operational Plan to 
show the specific actions and budgets that we propose 
for 2021/22, consistent with the Delivery Program.

DELIVERY 
PROGRAM

4 YEARS

OPERATIONAL 
PLAN
1 YEAR

ANNUAL 
REPORT

PERPETUAL 
MONITORING 
AND REVIEW

RESOURCING 
STRATEGY

Contains the Workforce 
Management Plan, Digital 
Resource Management 

Plan, Asset Management 
Plan and Long Term 

Financial Plan

COMMUNITY 
ENGAGEMENT

COMMUNITY 
STRATEGIC 

PLAN
10 + YEARS
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What is the Workforce 
Management Plan?

This document integrates principles of human resource 
management, workforce planning and capability building. 
It outlines how we will develop and maintain a high-
calibre employee base that meets current and future 
organisational and community needs.

This Plan identifies objectives and strategies that focus 
on staff retention, skills and capability development. 
They cultivate strong leadership and position Council as 
an employer of choice.

This Plan includes ten themes that followed consultation 
with managers, staff, 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.

Every council in NSW operates within the Office of Local 
Government’s Integrated Planning and Reporting (IP&R) 
Framework. The Framework requires councils to deliver 
a suite of strategic documents that support a holistic 
approach to planning for the future, including a long term 
Community Strategic Plan, a four year Delivery Program 
and an annual Operational Plan (and budget). These 
are informed by a long term Resourcing Strategy that 
consists of:
• Workforce Plan
• Digital Resource Management Plan
• Asset Management Plan
• Long Term Financial Plan.

In line with these requirements, we have developed 
this Workforce Plan as a key component of the broader 
Resourcing Strategy.
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Key themes of Council’s 
Workforce Management Plan
1. Capability mobility
2. Continuous learning 
3. Flexible resource allocation 
4. Information management  
5. Iterative business improvement processes 
6. Leadership development 
7. Open physical and virtual environment 
8. Partnerships and networking
9. Performance centric
10. Technology, systems and tools

Actions to support these themes are outlined in 
subsequent sections.

Council’s People and Culture team is responsible for 
implementing the actions. The Plan will evolve as the 
community and the organisation reviews and evaluates 
its needs. At a minimum, it will be reviewed every year 
alongside our Operational Plan to ensure its objectives 
reflect the changing workforce, community and Council 
priorities
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Where are we now?
About our organisation

Georges River Council has 15 Councillors 
across five wards. Council’s management 
structure is divided into five permanent 
Directorates:

• Office of the General Manager
• Business and Corporate Services
• Community and Culture
• Assets and Infrastructure
• Environment and Planning
• City Strategy and Information (Temporary)

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

Manager  
People and Culture

Chief Information Officer

Chief  Financial Officer

Office of the 
General Manager

Chief Audit Executive

Manager Office of the 
General Manager

Manager Governance 
and Risk Management

Director Business and 
Corporate Services 

Head of Strategic Property

GENERAL MANAGER
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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 
Engineering Operations

Manager Infrastructure

Manager 
Project Delivery

Manager 
Premium Facilities

 City Strategy 
and Innovation 

Directorate
Legal Services

Director City Strategy 
and Innovation

Director Legal Services
General Counsel

Senior Solicitor Coordinator Strategy 
and Innovation 

Coordinator 
Communications and 

Engagement
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Workplace demographics

Our people are crucial to how we demonstrate our values and achieve our mission, which are 
described later in this chapter. 

Consisting of permanent, temporary and casual staff, our head count workforce as at 31 December 
2020 is 609 staff with an FTE of 567. Head count fluctuates due to establishment vacancies. 

Approximately one quarter (25%) of our staff hold management or leadership roles and 75% are in 
operational positions. 

Females (51%) and males (49%) are almost equally represented in Council’s workforce; however, 
females (64%) 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). The highest 
proportion (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.
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Category Subcategory Count (n=) Percentage %
FTE Current FTE (excluding casuals) 567 -

Head Count (excluding casuals) 609 -
Employees by status Permanent 562              91.2%

Temporary 47 7.7%
Casual Staff 72 -

Gender Male Workforce 296 48.6%
Female Workforce 313 51.4%
Males in Management 9 36%
Females in Management 16 64%

Age 18-24 31 5.1%
25-34 112 18.4%
35-44 151 24.8%
45-54 166 27.3%
55-64 128 21%
65 + 21 3.4%

Distance travelled to work based 
on Staff Engagement Survey 2020 
data

Less than 5km distance 99 21.8%
6km to 10km distance            144 25.2%
11km to 15km distance 90 19.9%
16km to 20km distance 48 10.6%
21km + distance 102 22.5%

Turnover Rolling Annual  as at 31 December 2020 - 14.4%
Length of service Less than 5 years 321 52.7%

5 to 9 years 101 16.6%
10 to 14 years 82 13.5%
15 to 19 years 42 6.8%
20 + years 63 10.4%

Diversity and inclusion % of staff with a disability ** -
% Aboriginal or Torres Strait Islander 1 -
% Language other than English at home 32 5.3%
% Culturally diverse 165 26.96%
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Workforce skills

Our broad occupational base delivers 150 different services 
to the local community and requires staff from professional, 
technical, operational and administrative occupations.

Directorate Department Roles

Georges River Council Leadership General Manager
Directors
Managers
Coordinators

Team Leaders
Supervisors
Executive Assistants
Personal Assistants

Assets and 
Infrastructure

Projects Site Supervisors - Building 
Projects 
Project Delivery Administration 

Environmental and Open 
Space Projects Engineers 
Civil Works Projects Engineers 

Engineering 
Operations

Administration Officers 
Business Projects 
City Presentation 
Fleet, Trades and Procurement 
Work Health and Safety
Specialist

Service Delivery North  
Service Delivery South  
Service Delivery East  
Service Delivery West 
Operations Specialists  

Infrastructure Administration Officers
Design and Drainage Engineers 
Survey Technician 
Parks and Waterways Officer 
Tree Management Officers 
Sport and Recreation Officer 
Traffic Engineers 

Road Safety Officer 
Head of Security and 
Emergency 
Assets and Restorations 
Officers 
Building Maintenance Officers 
Interns 

Premium Facilities  Events and Administration 
Officer 
Events and Marketing Officer 
Head of Events and Operations 

Operations Supervisor

Community and 
Culture

City Life Customer Experience Officers 
Customer Experience 
Advocates 
Events Officers 
Sponsorship Specialist

Technical Officers 
Open Space Officer
Community Property Officer/
Assistant

Community and Early
Learning Services

Administration Officers
Childcare Assistants/Workers
Cooks, Cleaners
Early Childhood Teachers/
Educators
Grants Officer

Community Development
Project Officer
Social Justice Officer
Diversity and Inclusion Officer
Child Protection and Youth
Services Officer

Cultural Engagement
and Library Services

Library Assistants/Officers
Librarians
Curators

Arts and Entertainment
Programming Assistant
Arts Project Officer
Chinese Engagement Assistant
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Directorate Department Roles

Environment and 
Planning

Development and 
Building  

Building Assessment/
Certification Officers 
Development Assessment 
Officers 
Development and Building 
Advisory Officers 
Administration Officers 

Consultant Arborist 
Development Engineers  
Senior Planners 
Principle Planners 
Business Improvement 

Environmental Health 
and Regulatory 
Services

Compliance Officers 
Senior Sustainability Officer 
Senior Environment Officer 
Waste Investigations and Field 
Officers 
Environmental Health Officers 

Parking Officers 
Rangers  

Strategic Planning Strategic Planners 
Senior Strategic Planners 
Executive Strategic Planner 
Administration Officer 

Strategic Planner/Information 
Management 
Development Contributions 
Planners 

Office of the General 
Manager

General Manager’ s 
Office

Executive Services Officers  
Integrated Planning and 
Reporting Officer 

Research and Project Officer 

Audit Chief Audit Executive 

Legal Services General Counsel Senior Solicitor 
Law Graduate 

Solicitor 
Paralegal 

City Strategy and 
Innovation

Strategy and 
Innovation
Communications 

Senior Project Officers
City Image and Brand Officer
Marketing and Strategic
Partnerships Officer

Communications Officers
Community Engagement 
Officers
Website and Digital Officer

Business and 
Corporate Services

Finance Management Reporting 
Finance Reporting 
Systems, Revenue and Analysis 

Accountants 
Finance Officers  
Rates Officers 

Information 
Management 
Technology

IMT Assistants 
Business Systems Specialists/
Officers 
Information Management Officers 
Archivists 
Web and Intranet Specialist/
Officer 

IMT Projects Officers 
Geographical Information 
Officers 
Technology Systems Officers 

People and Culture Head of People and Performance 
Head of Employee Experience 
Human Resource Business 
Partners 
Organisational Capability 
Partners/Officers 
Payroll Officers 

Organisational Capability
Partner/Officer 
Payroll Officers
Human Resource Information
Systems Officer

Governance and Risk Head of Work Health and Safety 
Work Health and Safety 
Specialists 
Claims and Insurance Risk 
Advisor 

Governance and Risk Specialist 
Team Leader Procurement and
Contracts
Procurement and Contracts 
Governance Partners 
Procurement Officer 
Senior Policy Specialist 

Strategic Property Property Approvals Officers 
Strategic Property Specialist 

Administration Officer
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Financial considerations

 
Employment costs are estimated to account for 39% of our total draft estimated 2021/22 operating expenditure and 
have been developed under the following assumptions:

• continuation of current agreed service levels for delivering outputs, functions and actions

• a stable workforce number with no significant changes to functions and services

• an annual turnover rate of between 10 and 15%

• continued internal focus to develop and grow staff skills, experience and knowledge programs

• minimal industrial activity

• no significant labour policy changes

• appropriate workforce and resources to complete the delivery program and operational plan actions

• completion of asset management annual programs

• using these assumptions, employment costs have been projected to support business as usual service delivery.

With 24% of Council employees aged 55 or over and long tenure we need to plan for impending liabilities 
associated with staff exiting the workforce. The Employee Leave Entitlements (ELE) liability as at 30 June 2020 
was $14.5 million, which was an increase of $100,000 from the prior year. Council aims to hold over 30% in cash to 
satisfactorily fund this liability. We will continue to monitor the ELE over the coming years and will actively manage 
Council’s leave liability.

Ongoing capacity to fund rising employment costs will require a strategic approach that maximises revenue streams, 
reviews service provisions and models, and increases resource capabilities. 

Increase in employee costs can be attributed to:

• Local Government Award salary/wage and performance review increases

• changes to employee leave entitlements

• superannuation costs

• workers compensation costs

• staff training costs

• other employment costs.

Employee costs   
Budget

2018/19
$’000

2019/20
$’000

2020/21
$’000

2021/22
$’000

Total 58,700 58,700 59,500 60,495
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A people culture

A strong, positive organisational culture will help us to 
achieve our community goals, as established through 
the Community Strategic Plan. We are committed to 
an engaged and community focused workforce that 
is geared towards excellence in service delivery while 
enhancing the customer experience. We proactively 
encourage a positive culture through engagement with 
staff and the community. Our organisational culture is 
underpinned by our mission and values.

The annual staff survey, ExChange Ideas, gauges 
the organisational climate and gives a voice to the 
satisfaction levels of our workforce. In 2020, with a staff 
response rate of approximately 80%, our results showed 
continued improvement in most areas comparative to 
similar surveys conducted since Council amalgamated. 
Engagement and progress indicators were 3% higher 
than in the previous year and are 2% and 11% higher 
respectively, when compared to industry.

 

Employee Engagement

Moderate/Strongly Disagree Agree/Strongly Agree

Organisational Progress

Moderate/Strongly Disagree Agree/Strongly Agree

Analysing these results at an organisational and 
business unit level we continue to revise and develop 
programs and initiatives aimed at increasing employee 
engagement and driving a progressive workplace 
culture. These include:

• Performance Excellence Program: This focuses on 
continuous development and feedback and fosters 
performance excellence. The process involves 
continuous conversations with staff, building a 
culture of continuous, agile and transparent goal 
setting and continuous alignment of performance 
and behaviour with the values of the organisation. 

• Rewards and Recognition Program: This 
acknowledges high achieving employees who 
go above and beyond in delivering outstanding 
customer service, work performance, innovation 
and demonstration of Council’s mission, vision 
and values. The program is driven by both people 
managers and amongst staff at a peer-to-peer level. 
Service milestones are formally celebrated for 10 
years of continuous service (including continuous 
service with the former Kogarah and Hurstville 
City Councils) and every 5 years thereafter. This 
acknowledgement takes place at social events and 
is presented by the General Manager. 

• Learning and Development Program: As learning 
needs and priorities change over time, several 
iterations of our learning program have been 
introduced including River Runs Deep (2017-18) 
followed by Ready, Set Grow (2019-20) which set 
the learning strategy for Council for the respective 
years to ensure our people are informed, adaptable 
and prepared with the skills and knowledge to 
effectively do their job both now and in the future. 
Starting in 2021 the LEAP (Learn Exceed Achieve 
Progress) program defines a new framework which 
encompasses Council’s holistic approach to building 
the capability of our people.  

• Wellness and Belonging Program: In 2020, the 
BENE-FIT 360 program was launched to actively 
support our employees from a holistic outlook for 
total wellbeing, including mental, physical and 
emotional wellbeing through a framework that is 
designed to promote complete workplace wellness. 
The objective behind BENE-FIT 360 is to actively 
support our employees mental fitness, health and 
wellbeing to drive a healthier, happier and more 
engaged and productive workforce. Georges 
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River Council is only as good as it’s people and 
by developing a mentally healthy, supportive and 
positive place to work, decreasing absenteeism 
and increasing presenteeism, not only will we get 
the best out of our staff, we will also attract and 
retain top talent further and promote Council as an 
employer of choice.  
 
The framework consists of three overarching pillars: 
M-FIT - a commitment to a mentally fit workforce 
WELL-FIT - a commitment to wellness and belonging 
FLEX-FIT - a commitment to a flexible and agile 
workforce

• Diversity and Inclusion: We are a diverse workforce 
that reflects our contemporary, multicultural 
community. We celebrate and promote this diversity 
as a strength of our organisation. Our Equal 
Employment Opportunity Diversity and Inclusion 
Action Plan 2019 -2021 outlines the actions and 
goals our Diversity and Inclusion Committee 
and other teams at Council are working towards 
achieving.

We will continue to monitor our organisational culture 
and provide opportunities for staff to identify areas of 
concern and develop appropriately timed and targeted 
initiatives that improve employee performance and 
experiences. 
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Internal workforce 
challenges

A number of local constraints affect our workforce: 

• Ageing workforce: 24% of our staff is 55 years or 
older, meaning a high number of staff will consider 
retirement in the next 10 years. This may result in 
staff and skills shortages and the need for more 
flexible working arrangements. 

• Differing needs of a multigenerational workforce: 
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. 

• Trends towards limited tenure: Results from the 
most recent staff survey indicated that 31% of staff 
do not expect to still be working at Georges River 
Council in the next five years, placing corporate 
knowledge, organisational capability and operational 
efficiency at risk. 

• Skill gaps: Specific skill shortages have been 
identified in:
 - Strategic Planning and Community Engagement
 - Development Assessment and Compliance Services
 - Corporate Services
 - Children’s Services.

 
In general, the overall market for attracting professionals 
is increasingly competitive as councils seek to source 
employees with local government experience. 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.
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Where are we going?
10-year focus

Consultation on the Community Strategic Plan identified 
six pillars that underpin our future planning:

• a protected environment and green open space
• quality, well planned development
• active and accessible places and spaces
• a diverse and productive economy
• a harmonious and proud community with strong 

social services and infrastructure
• leadership and transparency.
 
Associated goals and strategies for each pillar will direct 
our focus over the next 10 years. To make this happen, 
we need a capable, resilient and diverse workforce, 
driven by leading people practices (CSP Goal 6.5).

Over the next year we will:

• implement this Workforce Plan

• implement performance excellence and people 
capability strategies and programs

• implement a workplace health and safety system to 
support a well and safe workplace.

This Workforce Plan also targets other Community 
Strategic Plan goals, such as developing leadership that 
focuses on customer service and innovation.

Rising to the challenges

Our people are key to our strategic objectives. 
Therefore, our Workforce Strategy incorporates 
community expectations for our workforce and identifies 
the priorities that will assist and motivate our workforce 
to achieve Council's long term aspirations. It guides 
how we can mobilise our workforce to be resilient, 
sustainable and competent.

We will collaboratively attract and retain the necessary 
skills for an adaptable and accountable workforce that 
responds to customers, demonstrates respect for all, 
and gets the job done ethically and safely. Our strategic 
approach to workforce engagement focuses 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
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 Our workforce strategy

1. Capability mobility 
Implement temporary, planned mobility of targeted 
employees across functional business areas to build 
capability and develop a more experienced and 
engaged workforce.

2. Continuous learning 
Regularly review the learning needs of our workforce 
and commit to upgrading their skills so that we can 
successfully adapt to the changing environment, 
increased demands and ever-expanding functionality 
of Council.

3. Flexible resource allocation 
Proactively coordinate our human resources, systems 
and tools, to enable business continuity and real-time 
responses to changing circumstances.

4. Information management 
Streamline and maintain complete and integrated data 
management to effectively fulfil our functions and store 
information in a safe and accessible way.

5. Iterative business improvement processes 
Constantly strive to improve our processes and 
services in accordance with industry standards to 
achieve customer centricity, increased productivity 
and the capability embrace new developments or 
technologies.

6. Talent management 
Persistently attract, recruit, hire and retain the most 
talented and superior employees available, regardless 
of age or diversity, and provide opportunities for 
continuous development.

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

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

9. Performance centric 
Motivate our workforce through feedback mechanisms, 
role clarity and a rewards and recognition program.

10. Technology, systems and tools 
Identify opportunities to invest in new technologies or to 
upgrade, streamline and perfect our systems and tools. 
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How will we get there?
Supporting our Workforce Plan

Acknowledging that day-to-day Council operations 
are influenced by the highly politicised and regulated 
environment in which we work, changes are often 
beyond our control. In addition, local government in NSW 
faces contemporary challenges relating to its structure, 
ongoing financial sustainability and community relevance. 
Our workforce should be able to effectively respond to 
potential changes at a local and industry level.

In response, additional social planning and strategy 
documents complement this Workforce Plan by 
incorporating identified community needs to address 
specific areas:
• learning and development strategy
• work health and safety strategy 

These strategies have been developed alongside 
community and staff consultation and feedback.
 

Learning and Development Strategy

Our vision is to create a learning culture that supports 
our mission, vision and values. Since 2017, several 
iterations of an organisation wide learning and 
development program have been implemented reflecting 
changing priorities and learning needs. Learn Exceed 
Achieve Progress (LEAP) is a program that highlights 
the evolution of the organisation’s commitment to 
learning and establishes different streams of learning 
that staff can access throughout the trajectory of their 
careers at Georges River Council to achieve learning 
excellence. It is highly adaptive with defined core 
learning for all staff and takes into account identified 
needs of the organisation placing accountability on staff 
to also drive their development.

This program structures capability development into four 
streams:
1. Corporate Excellence defines essential learning 

for new starters and mandating critical training that 
exposes Council and our staff to risks, whether 
they be related to governance, work health and 
safety or wellbeing. It also captures organisation 
wide initiatives that contribute to the achievement 
of our Vision, Mission and Values including the 
opportunities to learn from our staff engagement 
survey.

2. Professional Excellence specifically addresses 
the learning demands that emerged from the 
performance review data. It encompasses the 
current processes that allow staff to apply for CPD 
or Business Critical Training which address more 
unique position-based requirements. On a wider 
scale it focuses on three thematic areas of learning 
that has been prioritised for the organisation over a 
two year period.

3. Leadership Excellence recognises the importance 
of investing in emerging and current leaders. The 
Australasian Management Challenge remains the 
core program for our emerging leaders, which gives 
the opportunity to five to six staff members across 
Council to participate in a national competition, learn 
from mentors, build leadership skills and challenge 
themselves in solving Local Government issues. For 
existing leaders, a program will be designed and 
customised to meet immediate leadership skill gaps. 
Our goal is to create a thriving organisation driven 
by leaders who inspire and lead staff and teams to 
achieve our operational and strategic goals that go 
to providing quality outcomes for our community.

4. Personal Excellence captures learning that is 
readily accessible to all staff and empowers them 
to undertake autonomous learning. This fosters 
a learning culture that is supportive not only just 
of professional ambitions, such as undertaking 
further tertiary studies, but also personal goals 
such as skills that can be applied at home. This 
is an opportunity for Council to create informal 
social learning events for staff to build cross-unit 
collaboration.

Our goal is to create a culture of continuous learning 
through developing a dynamic workforce with the tools 
and capabilities required to respond to rapid change. 
The program also expands on learning beyond the 
traditional classroom by focusing:
• 70% of learning towards on-the-job training
• 20% of learning via coaching and mentoring 

relationships
• 10% of learning by formal training courses, long term 

education programs, conferences and seminars.

This approach relies on the support of leaders 
throughout the organisation to free up their talent 
to provide and share their skills with others. This 
will improve learning experiences and build deeper 
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cross unit collaboration. The program’s success 
will be measured through relevant metrics around 
cross-functional project initiatives, successful internal 
secondment and promotion movements, successful skill 
development of staff and feedback through leadership 
and performance reviews.

Work Health and Safety Strategic Plan

We are committed to a safety-first approach by providing 
and maintaining a safe and healthy workplace for staff, 
contractors and visitors. Our Work Health
and Safety (WHS) Strategic Plan aims to achieve high 
standards of health, safety and risk management in all 
operations by:

• taking a systematic approach to safety

• reducing and managing WHS risks
• building a robust safety culture
• developing innovative consultation platforms
• measuring safety performance.

The Strategy also aims to exceed the requirements of 
the Australian Work Health and Safety Strategy 2012- 
2022 which details a 10-year national framework to 
improve workplace health and safety. It sets out four 
outcomes to be achieved by 2022:

1. reduced incidence of work-related death, injury and 
illness

2. reduced exposure to hazards and risks
3. improved hazard controls
4. an improved work health and safety infrastructure.

Our Strategy will continuously grow our safety culture, 
focus on employee health and wellbeing, and apply 
best practice strategies in workplace health, safety and 
risk management to maintain sound safety and risk 
management practices that protect the community and 
service agency staff.

Embracing opportunities

Despite our challenges, we recognise a number 
of opportunities that may assist in developing our 
sustainable workforce.

Using new technologies can increase efficiencies, 
streamline processes and facilitate information 
exchange. Identifying opportunities to review and install 
systems upgrades where appropriate will allow us to 
remain modern and relevant as both an employer and as 
a service provider.

Through annual performance reviews, we will continue 
to understand the capacity of our staff and identify 
opportunities to create our own professionals to 
address skills shortages. Combining this approach 
with our Learning and Development Program will equip 
employees with the newest information and principles for 
best practice.

Continuous business improvement ensures service 
delivery meets the needs of internal and external 
stakeholders and allows us to mobilise resources in 
ways that maximise efficiencies, reduce administrative 
burden and ultimately position Council services as 
essential to the lifestyle of the local community.

To effectively embrace opportunities as they become 
apparent, this Plan will be reviewed and adjusted 
annually to create a workforce that is relevant to the 
present and ready for the future. 
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Implementation,  
monitoring and review
Measuring success

We will measure our performance against this Plan every year by reviewing 
the following factors:

• Implementation: Measure the number of strategies in this document that 
have been implemented by the beginning of the next review cycle.

• Streamlined internal processes: Measure time and cost savings of 
streamlined internal processes in conjunction with customer feedback 
including complaint and end user experience of new processes.

• Employee engagement, organisational culture and satisfaction with 
leadership: Collect and analyse data on these measures via the staff 
survey and compare to previous survey results.

• Learning and development: Audit the number of training modules 
circulated against staff participation for future comparison.

• Human resources: Measure and compare key performance indicators 
relating to human resources such as position vacancies, staff turnover, 
new recruits between review cycles (one year).

• Workforce succession: Assess the number of internal/external 
secondment, transfer and promotions within the review period.
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Workforce Management Action Plan
Goal Objective Priority Action Timeline Progress

1 Capability 
mobility

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

2 Establish a secondment 
program for employees to 
work in higher-level or new 
roles and to address skills 
gaps and skills shortages

2020/2021 Completed 

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

1 Work with other divisions 
to anticipate future 
challenges and engage 
with all stakeholders for all 
workplace change from their 
inception through formal 
surveys with leadership 
team and alignment with 
operational plan outcomes.

2020/2021 Completed 

2 Continuous 
learning

Develop a dynamic 
workforce with the required 
tools and capabilities 
required to respond to rapid 
change

1 Develop and deliver The 
River Runs Deep.

2020/2021 Completed 

2 Include The Captains 
Collective as part of the 
learning and development 
plan to provide opportunities 
for the development of 
leadership teams.

2020/2021 Completed 

1 Deliver a whole-of-organisation 
conference focused on values 
and compliance

2020/2021 Completed 

2 Create opportunities and 
career paths to retain 
technical experts through 
mapping career paths 
vertically and horizontally 
and implementing project 
opportunities.

2020/2021 Completed 

3 Explore opportunities to 
cultivate our professionals 
through support for tertiary 
qualifications under our 
study assistance program.

2020/2021 Completed 
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Workforce Management Action Plan Goal Objective Priority Action Timeline Progress

3 Flexible 
resource 
allocation

Proactively predict and 
mobilise resources 
to address changing 
circumstances to enable 
real time responses and 
business continuity

2 Investigate employment 
arrangements to optimise 
workforce flexibility and 
responsiveness through 
further use of technology.

2020/2021 Completed

2 Embed, where appropriate, 
contemporary and fit-
for-purpose workforce 
scheduling models.

2020/2021 Completed

4 Information 
management

Streamline and 
integrate our information 
management ensuring we 
collect the information we 
require, store information 
safely and intuitively; and 
share information to create 
mutual understanding.

2 Review and update People 
and Culture policies and 
procedures including 
harmonisation of forms and 
templates

2020/2021 Completed 

1 Implement a new Human 
Resource Information 
System (HRIS).

2020/2021 Completed

3 Implement a project 
management system for 
accurate progress reporting 
on People and Culture 
projects.

2020/2021 Completed 

2 Assess leadership needs 
in relation to reporting and 
data analysis and streamline 
report production.

2020/2021 Completed 

1 Ensure internal 
communications are open, 
frequent, targeted and 
multidirectional to share 
understanding and harness 
employee commitment.

2020/2021 Completed 

5 Iterative 
business 
improvement 
processes

Engage in continual 
review of our systems, 
processes and procedures 
to realise opportunities for 
improvement.

1 undertake service delivery 
review of key Council 
functions.

2020/2021 Completed 

1 Regularly review our 
systems, policies, 
processes and procedures 
to identify opportunities for 
improvement.

2020/2021 Completed 

1 Encourage a culture that 
embraces feedback for 
business improvements to 
enhance flexibility and agility 
of operations.

2020/2021 In progress
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Goal Objective Priority Action Timeline Progress

6 Talent 
management

Attract and retain the right 
people who have the right 
mix of skills and experience 
to fulfil Council’s functions.

3 Develop a fit-for-purpose 
apprenticeships and 
traineeships program.

2020/2021 Completed 

2 Investigate ways to expand 
our use of social media 
and other technologies 
to promote Council as an 
attractive employer.

2020/2021 Completed 

1 Develop a diversity and 
inclusion program that 
incorporates: CALD 
employee plan, workplace 
accessibility plan, equal 
opportunity plan, diversity 
inclusion action plan and 
mature age employee plan.

2020/2021 Completed 

2 Establish a talent 
management program that 
identifies talent gap analysis 
aligned with a succession 
planning strategy, retention 
strategy and leadership 
growth program.

2020/2021 In progress

2 Conduct exit interviews 
with employees to gain 
insight into their experience 
of Council and address 
recurring themes.

2020/2021 Completed 

1 Provide a human resources 
presence on leadership 
forums to factor people 
matters into all decisions 
and promote human 
resources as a trusted, 
centralised source of advice 
and reference point on 
people- related matters.

2020/2021 Completed 

2 Streamline our recruitment 
processes for easier 
candidate selection and on-
boarding.

2020/2021 Completed 
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Goal Objective Priority Action Timeline Progress

7 Open physical 
and virtual 
environments

Create a fit for purpose 
workplace environment that 
assists to develop a positive 
workplace culture and 
allows flexibility to support 
work/life balance.

1 Actively support a 
workplace culture that 
reflects our values by 
establishing and delivering 
an organisational culture 
program and wellbeing and 
belonging program that 
enables staff to achieve 
their potential.

2020/2021 Completed 

1 Continue to conduct 
employee satisfaction 
surveys.

2020/2021 Completed 

2 Co-locate and update 
workspaces with 
collaboration ‘break-out’ 
areas as part of Project 
Fusion.

2020/2021 Completed 

3 Enhance the flexible 
nature of our workplace 
to alleviate commuting 
pressures on people and 
their work/life balance.

2020/2021 Completed

8 Partnerships 
and 
networking

Actively encourage 
the development of 
relationships with both 
internal and external 
stakeholders, to share 
knowledge and utilise skills 
to supplement each other’s 
expertise and accomplish 
mutual goals

1 Build stable and 
cooperative relationships 
with employees that 
foster trust and minimise 
conflict by communicating 
effectively across the whole 
organisation.

2020/2021 Completed 

2 Increase opportunities 
to build professional 
relationships by promoting 
cross-divisional projects 
and investigate creative 
ways to share knowledge 
and expertise and generate 
opportunities for cross-
collaboration.

2020/2021 Completed 

2 Develop sustainable 
partnerships that support 
operational outcomes 
– for example, by 
facilitating opportunities 
for joint procurement of 
technologies or services to 
minimise costs for council.

2020/2021 In 
progress
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Goal Objective Priority Action Timeline Progress

9 Performance 
centric

Motivate our workforce 
towards achievement 
through feedback 
mechanisms, role clarity 
and a rewards and 
recognition program that 
acknowledges excellence.

1 Educate leaders 
to understand the 
importance of sharing 
their expectations, goals 
and accountabilities with 
employees.

2020/2021 Completed 

1 Promote regular feedback 
as a day-to-day activity 
to help bridge gaps in 
performance, rather than 
simply a response to poor 
performance.

2020/2021 In 
progress

1 Establish and implement 
a rewards and recognition 
program strongly linked 
to skills and performance 
reviews.

2020/2021 Completed 

1 Establish and implement 
a performance excellence 
program that streamlines 
performance appraisal 
scheduling to coincide 
with budgets, rewards 
and training and to enable 
managers to evaluate and 
benchmark their workforce 
as a group.

2020/2021 In 
progress

10 Technology, 
systems and 
tools

Identify opportunities to 
invest in new technologies 
or to upgrade, streamline 
and perfect our systems 
and tools.

1 Implementation of ATO 
single-touch payroll 
process (including software 
update and business 
process review).

2020/2021 Completed 

2 Advocate for investment 
in technology to increase 
workplace productivity and 
to facilitate further flexibility 
in the organisation of work.

2020/2021 Completed

2 Deliver technical skills 
training to help the 
workforce adapt to new 
technologies in the 
workplace.

2020/2021 Completed 
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