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1.0

INTEGRATED PLANNING AND REPORTING FRAMEWORK

The NSW Government requires all councils to prepare a suite of documents to satisfy the reporting outcomes
within the Integrated Planning and Reporting (IP&R) Framework.

The framework is shown in the diagram below.

The output of Workforce Management Planning is the Workforce Management Strategy. The Workforce
Management Strategy makes up part of the Resourcing Strategy which along with the Assets Management Plan
and Long Term Financial Plan (LTFP) provide the assumptions and background to assist in the completion of
Council’s program of works and services.

https://www.olg.nsw.gov.au/councils/integrated-planning-and-reporting/framework

State Plans and Strategies

Relevant Regienal Plans JO Statement of Strategic
and Priorities Regional Prioritias

Ongoing monitoring and review
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1.2

Executive Summary

This Workforce Management Strategy continues the efforts from our previous Workforce Management Plans
2018/19 — 2020/21 and Workforce Management Strategy 2022-2026.

This document identifies our short-term (4 years) strategies and priorities for ongoing organisation
development. It seeks to align with the New South Wales Governments Destination 2036 — Stronger
Communities through Partnerships” and NSW Local Government Workforce Strategy.

Significant workforce change within the next 4 years, however we may encounter disruption as we seek to
improve Council service delivery.

Council has commenced a review of our Service Catalogue, and will undertake consultation with the
community to understand service expectations, develop Service Levels and associated Service Standards. Our
workforce will need to embrace a mindset of continuous improvement, flexibility, and accountability to adapt
to potential changes in systems and processes outlined a result of the goal to have effective and efficient
service delivery within our means.

The ongoing focus for this document is reinforcing that “We are part of the community we serve”. In order to
achieve this, Hilltops Council strategies will focus on building a more constructive workplace culture
implementing “People First” principles. We aim to have the right people, with the right skills, doing the right
jobs, at the right time.

Key workforce challenges that remain within the Local Government Industry including Hilltops:

Meeting increasing community expectations around service-delivery and scope,

Improving alignment between our culture and strategy,

Supporting staff to transition to the future of work and the future workplace,

Attracting skills and talent in a more competitive labour market as an employer of choice,
Addressing workforce ageing,

Addressing skills shortages,

And improving productivity and organisational systems to ensure community value for money.

Workforce planning enables Council to respond to these changes in a planned and strategic manner.

A high-level review of Council’s workforce needs now and into the future has been completed as part of the
development of this document. Council’s organisational structure as at 21 March 2025 has 282 positions and
provides a range of traditional and non-traditional local government services. The workforce ranges in age from
under 20 to over 70 years, with an average age of 46.

The components of this strategy set out our ongoing commitment to deliver on:

®m  Qrganisational Development — Goal Alignment, Workplace Culture, Values

Building Leadership Capability and Communication— Succession Planning, People First Principles,
transparency.

Attraction — the right people in the right job at the right time.

Staff Recognition, Reward and Retention —improving engagement and job satisfaction

Staff Development — opportunities for skill development and deployment

Staff Health and Wellbeing — we all go home safe

While many actions arising in this document identify the People and Safety Team as being responsible for
implementation, the Executive, leaders and all workers have a role to play to realise the strategy’s outcomes.

| encourage all staff to read the Workforce Management Strategy and participate where possible in its
implementation.

Anthony O’Reilly

GENERAL MANAGER
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Workforce Planning
Approach

Workforce planning helps ensure that the community’s strategic goals — as expressed in the Community
Strategic Plan — will be met. The development of an effective workforce strategy will enable council to focus on
the medium and long term while providing a framework for dealing with immediate challenges in a consistent
way.

The strategy aims to provide council with the people best able to inform its strategic direction, develop
innovative approaches and deliver appropriate services effectively and efficiently.

The approach taken to develop the Workforce Management Strategy has been based on the Office of Local
Government Steps for Workforce Management Planning?.

Workforce Analysis

Workforce analysis involves establishing a clear understanding of Council’s direction and the internal and
external factors that influence current and future labour demand and supply. Analysis undertaken includes
reviewing the external environment, the organisation direction, the current workforce and its trends.

Forecast Future Needs (demand)

Forecasting future needs involves identifying impacts on the service delivery requirements of Council. This
involves estimating the capability and capacity of workforce requirements into the future.

Forecast Future Supply

Forecasting the future supply of the workforce involves using the results of workforce analysis and forecasting
trends into the future to identify the projected capability and capacity of the workforce in the event that no
strategies were implemented.

Analyse Gaps

Analysing gaps involves using the workforce analysis, supply and demand to identify current and future gaps
between current and required positions/skills/resources.

Develop Strategies

Developing strategies involves planning and designing specific programs and projects to address the identified
gaps to enable Council to develop and maintain a workforce capable of delivering the Community Strategic
Plan Objectives.

Implement Strategies

Implementing strategies is the execution of the specific programs and projects. The implementation of these
strategies is integrated into the broader business planning and operational management activities.

Monitor and Evaluate

Monitoring and evaluation is conducted to determine the effectiveness, efficiency and appropriateness of the
strategies. Monitoring and evaluating is used to identify what works and issues/opportunities areto be
considered in future Workforce Strategies.

Engagement

Workforce Planning is to be undertake as a whole of Council approach with engagement from Executive, Senior
and Middle management and employees.

Ihttps: / / www.olg.nsw.gov.au / councils / integrated-planning-and-reporting / workforce-planning / workforce-planning-developing-
workforce-strategy-steps-take
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Scope

The Workforce Management Strategy is undertaken over a 4-year period to support medium to long term
workforce strategies aligning with and supporting Council’s 4-year Delivery Program.

Responsibilities

The People & Safety team have overall responsibility for developing and implementing the Workforce
Management Strategy. The Strategy is developed based on consultation with staff and the Executive.

The Hilltops Council Employee Consultative Committee also has a key role in assisting in the implementation
and monitoring progress of the Strategy.

All employees can play a part in assisting the implementation of this Plan and providing feedback to monitor
progress.

Approval

While the General Manager and the Executive have oversight of the Workforce Management Strategy
development. The draft document is sent to Council for endorsement.
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WORKFORCE ANALYSIS — Our Organisation

Workplace Culture

During 2024 Council undertook extensive employee consultation through its Annual Staff Satisfaction survey,
Staff Survey Focus Groups and Values Workshops.

The purpose of the annual staff survey was to gauge the current organisational climate — staff’s perception of
“what it’s like to work at Council”.

Focus groups enabled us to delve deeper into areas of importance for our staff.

The purpose of the Values Workshops was to review our Corporate Values, and understand the behaviours that
support values alignment and achievement of our strategic goals. Employees also explored our purpose,
services and stakeholders.

Based on the employee consultation we have set a goal for developing a more constructive culture, utilising
People First principles. We want to create a culture where our people want to come to work each day and do
their best for our community.

Key elements of a People First Culture include.

o Goal orientated:

o Empathy and Support:

o Transparency:

o Employee Empowerment:

o Recognition and Appreciation:

o Inclusivity:

o Development Opportunities:
Council has started first steps to becoming more constructive by endorsing our Vision, Purpose and Values.
Vision -
Council’s vision to be an efficient organisation remains relevant and unchanged.

Employee Purpose — We are part of the Community we Serve

Having and embracing a sense of meaning and purpose at work are known indicators for improved employee
engagement and satisfaction.

Council’s 2024 Staff Satisfaction Survey and focus groups identified that generally employees felt positive about
things at work, that they were achieving in the workplace, had the necessary tools/resources to do their job
and were supported at work.

The results identified that we could improve in the perception of Council as a place of employment, provide
stronger clarity in role and responsibilities, career opportunities and entitlements. The number one action
employees wanted to see was improved communication.

During the Values Workshops, employees were consistently able to identify and describe our key stakeholders,
understood the services council offered and were able to identify the purpose of our employees — We are part
of the Community we Serve.




Values

As a values-based organisation, Council demonstrates its values through workplace behaviours. These
behaviours provide a framework for employees to model behaviour across the organisation. Underpinning the
behaviours is Council’s Code of Conduct.

Council undertook extensive employee consultation in 2024 to review and revise our Organisational Values.

Our new endorsed Values and their intent are listed below.

X3

%

Safety — We prioritise our safety and wellbeing

Trust — We are trusting and trustworthy

Accountability — We achieve more by working together
Respect — We embrace our differences when working together

X3

%

e
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Embedding new Values will be on ongoing process; details of which will be included in our action items.

3.3 Structure

At the beginning of 2025 the General Manager after consultation with Council adopted a revised high level
organisation structure resulting in the 4 Directorates being converted to 3.

General
Manager

Director .
Direc Director
Corporate &
. Planning Infrastructure
Community

Group Manager
= Business &
Economy

. ager
i:;t:ﬁ"c = Projects &
g Contracts
(ST TR Biosecurity & | En“?:g:ﬁir &
. Weeds Officers g &
Services Assets

= Corporate =
Manager

o] Development & il o
Environment

EManager People Il Manager Water
& Safety & Waste

Council delivers services to the community through these 3 distinct directorates and the office of the General
Manager. The activities undertaken by these directorates are guided by the Delivery Plan and Operational Plan.
An overview of these activities is provided below:

Chief Financial
(0]jife=T¢

Manager
Operations

3.3.1 Office of the General Manager

The Office of the General Manager is responsible for the efficient and effective operation of the organisation
and for ensuring the implementation of decisions of Council without undue delay.




3.3.2

3.33

3.34

Planning Directorate

The Planning Directorate includes the functions of Bio Security and Weeds, Strategic Land Use Planning and
Development & Environment. Within Development & Environment are Compliance, Environmental Health,
Rangers and companion animal services and Statutory Land Use Planning.

Infrastructure Directorate

The Infrastructure Directorate includes the functions of Assets & Engineering, Operations Projects & Contracts
and Water & Waste. Within Operations are Civil and Open Spaces Infrastructure construction and
maintenance and Roads Maintenance Council Contracts and within Water & Waste are Water & Sewer
treatment and reticulation, solid waste management and Regional Waste Management for the Southwest
Region of Councils.

Corporate and Community

The Corporate and Community Directorate looks after Media and Communications and also includes several
Group functions:

Business & Economy — responsible for Information Communications & Technology, Customer & Information
Services, Library Services Destination & Economy and Youth Services,

Corporate Services — responsible for Property & Land Management, Building & Properties, Governance, Audit,
Risk and Procurement,

Finance —responsible for Financial Accounting, Management Accounting, Plant & Fleet, and

People & Safety —responsible for Safety, Return to Work, Human Resources & Learning & Development
functions. More broadly, this is comprised of Communications & Marketing, Youth Services, Governance,
Procurement, Risk Management, Fleet, , Integrated Planning and Reporting, Properties and Facilities, Return to
work, Learning & Development,.

11



4.0 WORKFORCE ANALYSIS — Our Profile

4.1

4.2

Workforce Numbers

The organisational structure as at 21 March 2025 comprised of 282 established positions (total establishment)
including permanent, temporary, fixed term and casual positions. This represents an increase of six positions
from June 2022. Working at capacity the total established positions Full Time Equivalent (FTE) would equate to
262.44.

Occupancy defines how many of our positions are filled. Our current Occupancy is 229.74 FTE.

Council currently offers 250 permanent positions.

PERMANENT POSITIONS

PERM AENT |PERMANENT
Full-Time Part-Time TOTAL POSITION | OCCUPANT

FTE FTE
235 15 250 245 214.15

Fixed Term, Temporary and Casual positions are utilised to support operational needs included executive
position(s), funded projects or programs, trial changes to services, coverage of long term leave and sickness,
seasonal work and to support the hiring of Apprentices, Trainees and Cadets.

POSITIONS WITHIN Apprentice/T Casual Fixed Term
DIRECTORATES Permanent | Temporary | FP'C
rainee Contract

Office of the General Manager 1 1
Planning Directorate 21 1
Infrastructure Directorate 153 3 6 3 1
Corporate and Community 75 1 4 11 1

TOTAL 250 5 10 14 5

Gender Profile
Council is committed to diversity in the workplace to reflect the current and changing diversity of our

community.

75% of our workforce is male; 25% female.

Breakdown of Council Gender Data T1-Grade5 Grade 6-12 Grade 13 - Exec
19 15 5 39

Female

Corporate and Community Male 6 21 7 34

Planning Directorate Female 0 6 1 7

22

166

92

282




4.3

Male 1 6 5 12
Female 6 7 1 13

Infrastructure Directorate Male 85 37 11 133

Note: Percentage add up to 100% for each Directorate by adding the numbers across each line.

Council has work to do to increase female participation in leadership positions and provide improved pathways
for women and other target groups to senior roles, and this is included in the Action Plan.
Age Profile

Council’s workforce age profile is slightly different to that of the NSW local government average,?® a feature of
Hilltops Council is a low proportion of young employees under the age of 25 compared with the proportion of
workers aged 55 and above. Council’s average worker age is 46.

Hilltops Council NSW'Local Government Hilltops LGA **
Average

15-25 16% 7% 20%
26-35 11% 18% 11%
36-45 15% 22% 11%
46-55 23 % 25% 12%
56-65 27 % 23% 13.0%
Over 65 7% 5% 22%

Council’s youth (15-25) percentage is distorted by the inclusion of seasonal work predominantly working as
lifeguards which, if excluded, comprises 6.5% of the workforce.

Our higher than industry average of employees eligible to retire within 2 years (Over 65) demonstrates a
significant retirement risk and lower percentage of young people within the Council’s workforce.

In 2021, Hilltops Council area had higher proportion of children (under 18), and a higher proportion of persons
aged 60 or older than Regional NSW.

Analysis of the service age groups of Hilltops Council area in 2021 compared to Regional NSW shows that there
was a higher proportion of people in the younger age groups (0 to 17 years) as well as a higher proportion of
people in the older age groups (60+ years).

Overall, 22.6% of the population was aged between 0 and 17, and 31.2% were aged 60 years and over,
compared with 21.4% and 29.1% respectively for Regional NSW.

The major differences between the age structure of Hilltops Council area and Regional NSW were:

e Alarger percentage of 'Seniors' (14.7% compared to 13.0%)

2 As at 23 March 2025.

3 2025 NSW Local Government HR Metris Benchmarking Generic Summary Report April 2024 which has been prepared by Local
Government Management Solutions (LGMS) and based on information received from councils that contributed to the LGNSW HR Metrics
2023/24 Benchmarking Survey.

442021 Census QuickStats”, Australian Bureau of Statistics, 2021 2594, NSW, Census All persons QuickStats | Australian Bureau of
Statistics

13
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4.5

e Asmaller percentage of 'Parents and homebuilders' (15.8% compared to 17.5%)
e Asmaller percentage of 'Young workforce' (10.2% compared to 11.6%)

e Asmaller percentage of 'Tertiary education & independence' (6.7% compared to 7.6%)

Tenure (length of service)
The average length of service of permanent employees has reduced from 13.5 years to 9.5 years.

This information suggests that employees are looking for a career with Council and provides an opportunity for
Council to develop a range of tools to assist employee in planning a career, and developing professionally
within Council’s framework of training, education and development.

This reduction in tenure indicates a potential loss of corporate knowledge over the intervening period indicated
by a large number of staff with significant experience retiring contemporaneously, but has also coincided with
significant organisational and systemic change.

More broadly, the reduction in average tenure is aligned with greater national trends to turnover where
younger generations are more likely to change employers throughout their working life. With a larger number
of older workers generally employed by Council there is a possible opportunity to gain new knowledge from
their skills and experience and foster this, however, it poses succession planning risks if hiring those at or near
retirement age. As Council appoints on merit, a focus on succession planning is a key area of opportunity for
retaining skills from older staff.

Separations

In 2023/2024, 26 employees ceased employment with Council. Of these full and part time employees, 4 were
engaged in temporary/fixed term positions and therefore expected to cease employment with Council. For the
purposed of this report, seasonal or casual separations are not included.

Reporting Period Hilltops Council B oemment
Average

2022/2023 18.2% 18.4%
2023/2024 10.2% 15.7%
2024/ 2025 YTD 10%

Career Mobility

In the 2024-year Council undertook 70 recruitment events. This included roles advertised externally and
internally only. During this period, we had 30 new hires.

Permanent Positions Filled.

Apprenticeships/ Trainees — internal candidates that have gone through training plus new hires.

Hilltops Council’s recruitment experience has identified significant challenges attracting suitably qualified
applicants especially in professional roles to date. We have had 2 engineering positions that have remained dormant due

14



4.6

to unsuccessful recruitment campaigns in 2022/2023 and 2023/2024. Historically we have also had challenges recruiting
leadership positions, EHO, Building and Surveying, Strategic & Land Use Planning, Accounting and Governance roles.

This experience is shared by other Councils regionally and rurally, and has meant that Council has moved towards internal skills
training in leadership & managementand in specialist areas such as Strategic Planning, Land Use Planning and Building Surveying.
Whilethisis undertaken it has meant that existing staff and the Executive have had to continue the operations or seek outsourcing
whiletraining our staffin these areasinternally. Furthermore, there are no guarantees that staff will stay on once trained, however
Council has taken steps to help foster a culture where these staff are motivated to continue in serving their communities once
trained and qualified.

We have also had significant challenges attracting a wide, large pool of applicants with relevant skills and
experiences in operational roles.

Leave

Council monitors and manages employee leave. This includes providing quarterly leave reports to the Executive
and Managers. As part of the annual workforce planning cycle, discussions are held with the Executive and
Managers regarding excess annual and long service leave balances including the need to implement forced
annual leave where necessary.

In the 2023/2024-year x employees took parental leave. X of these employees were female and x male.

Sick leave is provided for under the Local Government (State) Award 2023, consisting of 3 weeks for each year.
This is, on average, 5 days per calendar year more than is provided under the National Employment Standards®
and Modern Awards.

The total number of unscheduled days absent (sick leave, carers leave and leave without pay) was 12 days per
FTE. This impacts Council productivity and service delivery.

During 2023/2024 there were
e 157 employees with an annual leave balance in excess of 8 weeks.
e 62 employees have Long Service Leave (LSL) balances above 13 weeks.

Improved planning for annual leave and long service leave utilisation is required to reduce this liability. Leave
management is about striking a balance between employees’ health, safety and wellbeing with adequate
breaks and disconnection from work, and the disruption to productivity when managing long term leave.
Council continues to improve processes for leave approvals and transition to retirement.

> https://www.fairwork.gov.au/how-we-will-help/templates-and-guides/fact-sheets/minimum-workplace-entitlements/personal-leave- and-
compassionate-leave

15
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5.1

WORKFORCE ANALYSIS — External Environment

In planning our workforce needs into the future, it is critical to identify and understand factors influencing the
external environment, and therefore, impacting on Council’s workforce.

Scanning the external environment involves obtaining information on the business environments in which
Hilltops Council is operating, considering what will affect Council’s ability to provide services.

Additional information about Hilltops community profile and lifestyle facts can also be found in Council’s
Community Strategic Plan.

Regional challenges
The Hilltops LGA has a broad economic base, comprising sheep farming, health and education, service
industries, and residential aged care service industries.

As at 2021 the Hilltops Region had a total population of 19,255. 8,055 people living in the Hilltops LGA in 2021
were employed, of which 60% worked full-time and 33% part-time.

Hilltops Council faces several challenges in relation to sustainable workforce planning. Some challenges relate
specifically to the implementation of Council’s 4-year delivery program, whilst others are long term, ongoing
industry wide challenges that relate to supporting the attraction and retention of skilled and experienced staff.

Industry challenges

A recent NSW Parliamentary inquiry into the ability of councils to fund infrastructure highlighted ongoing risks
to financial sustainability of councils. Key recommendations affecting workforce planning include having grant
models that are more secure, sustainable and predictable, changes to rating systems and rate variations,
impacts from disaster recovery and reducing cost shifting.

Local Government Authorities (LGAs) across Australia, including NSW, heavily rely on grants, with an average of
17% and in some rural/ regional areas as much as 60% of their revenue stemming from this source. Service
disruptions including from workforce challenges creates risks for council on project delivery.

2022 Local Government Workforce Skills and Capability Survey results indicated that almost all respondent
local governments (over 91%) reported that they had experienced skills shortages in 2021-22, compared to
69% of local governments in 2018. Additionally:

e there has been an increase in the percentage of local governments reporting unmet training needs, to
67% up from 60% of respondents in the 2018 survey.

e full-time apprentices and trainees remain predominantly male (60%), while there is a higher
proportion of women in part-time (82%) and casual positions (67%).

« The hardest to fill occupations included engineers (24%) due primarily to competition with the private
sector being able to offer better remuneration, followed by building surveyors (36%) and town
planners (17%).6

The key challenges that Hilltops Council faces in relation to workforce management are:

®  Gender equality, improving workforce participation in non-traditional roles and leadership positions,
m  Staff turnover and retention,
®  Managing excess leave and long-term leave absences,

®m  Ageing workforce - managing transition to retirement and/or medical retirement,

62022 Local Government Workforce Skills and Capability Survey

16
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®  Establishing entry level positions to attract and retain young people; building skills and capabilities,

®m  Attracting and retaining skilled professional and technical staff; particularly in Engineering, but also in
other specialist areas,

®  Meeting diverse community expectations with increasingly limited resources,
®  Unmet training needs for leaders and professional roles,
®  |ncreasing complexity, regulation and compliance with legislation including safety,

®  Maintaining workforce numbers in operational areas given the uncertainty of capital grant funding.

Skill Shortages within the industry and increased competition for specialist skills

The 2022 Local Government Workforce Skills and Capability Survey results showed 65% of respondent local
governments had project delivery impacted or delayed by vacancies, skills shortages, skills gaps or training
needs.

e The top 3 most cited skill shortages that local governments experienced were engineers (as noted by
46% of 2022 survey respondents), urban and town planners (40%), building surveyors (36%),
environmental health inspectors (30%) and human resources professionals (29%).

As a result of these skills shortages, local governments said that they resorted to recruiting less skilled
applicants for engineering, urban and town planning, building surveying, and supervisors and team leader
roles.

Occupationally, skill shortages are becoming critical, including engineers, town planners, building surveyors,
environmental health officers and accountants, and this is exacerbated by market shortage of suitably skilled
candidates, an inability to compete with the private sector.

Attracting young talent

A local government organisation's sense of purpose as an employer can be a key differentiator in recruiting and
retaining talent, particularly younger people seeking a more modern, digital workplace culture. The NSW
government has a goal to increase the local government workforce by employing additional apprentices,
trainees and cadets.

The target range is 15% of the total LG workforce will be apprenticeships, trainees and cadets. This constitutes
a significant financial investment for Councils, as the program will funds up to 1300 placements across the state
at 100% wages (according to Band 1 Level 1 of the rates of pay in the Local Government (State) Award) and
15% for superannuation & on-costs.

Future of Work

Traditional models of business will continue to be disrupted due to the speed at which our residents will
consume new technology, and their expectations about the way we provide services will continue to grow.

The OECD estimates that as a result of technological change, 13 percent of existing jobs will not exist in 15-20
years, and 32 percent will be significantly changed.

Local Government NSW reports that 40.9 percent of NSW jobs are in the highest risk category for being
computerised within 10-15 years. The largest impacts will be felt by labourers, machine operators, technical
and trade workers and administrative officers.

The types of technologies being rolled out across government, or in the pipeline, include:

®  Virtual assistants that can answer most basic inquiries,

®  Smart water meters and lighting,

17
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®  Autonomous equipment such as lawn mowers,
®  Cloud computing,

B Virtual libraries,

m  GPS tracking of animals.

Council needs to continue to review and implement new forms of technology to improve service delivery and
efficiency in response to community expectation.

However, Council has an obligation to its staff to support and grow their skills for the future as the nature of
their work changes. In the context of increased competition for skilled labour, Council must ensure that we
identify roles likely to be impacted, identify new capabilities staff will need and develop training programs to
ensure staff are equipped to thrive in a changing workplace. This includes evaluating new organisational
models and team-based learning approaches allowing staff to build experience and knowledge outside their
traditional areas of expertise.

Diversity

The proportion of Indigenous people, people with disabilities, people from non-English speaking, migrant and
LGBTQI+ residents is expected to grow, reflecting changing demographics and impacting workforce
composition and workplace culture.

New state and federal policies to encourage population distribution to regions, including overseas students and
decentralisation of services will all increase demographic diversity. This will require Council to develop inclusion
strategies to support a more diverse workforce and community, such as education, training and awareness of
these differences and workplace adjustments to accommodate differently abled workers.

Climate Change

Climate change will have a significant impact on the region and will increase costs for the maintenance of
infrastructure and development of new infrastructure, to ensure Hilltops maintains its liveability and
productivity. New emission reduction targets will be introduced, and price increases for all forms of energy will
continue to have a significant impact on the Council’s budgetary capacity.

Council will need to be proactive in identifying new skills, technologies and innovations that will help improve
the way we manage our energy, finances and responsibilities.
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6.0
6.1

6.2

6.2.1

6.2.2

6.2.3

GAP ANALYSIS
Capacity Gaps

Over the life of this Strategy, required employee levels are anticipated to stay relatively stable although as
outlined earlier in the report the skills required will change.

Capability Gaps

In addition to the capacity gaps, a number of capability gaps have been identified including leadership,
engineering, skilled plant operation, and a broad range of governance & regulatory function compliance such
as quarry management.

Culture and Values

The recent Staff Survey found that staff there was not a strong awareness of the existing corporate values;
leading to a review and implementation of new, employee lead values.

Behaviours such as perceived bullying, focus on an ‘us and them’ mentality, seem inconsistent with those
values.

To ensure that Council nurtures and promotes an organisational culture that aligns with Council’s strategy, and
reflects best practice in contemporary leadership and management, a number of activities will be
implemented, including:

®m 3 focus on organisational development
®  The alignment of Human Resource activities, documents and decision-making processes to the Values.

®  Education and reinforcement of the Code of Conduct and Values including using scenario-based examples
and behavioural examples to clarify the intent.

®  Development of an Inclusion Commitment that defines the principles for our approach to staff diversity.

®  |nvestigate our Psychosocial risk profile in order to reinforce Council’s zero tolerance of bullying and
harassment.

Attraction and Retention

Attraction and retention of appropriately skilled and qualified staff to Council is vital to the success of the
organisation. Without the right employees, Council will not be able to meet its business expectations, so it
must hire suitable employees and retain high-performing employees.

The cost of separation of employees, particularly employees with short lengths of service, comes at a
significant cost to Council, in regard to recruitment, advertisement, on-boarding, induction and training costs
(including the investment of employee hours to coordinate these activities).

When employees with considerable tenure leave the organisation there is additional risk surrounding the loss
of corporate knowledge, the gap left behind and potential expectations on replacement staff. All of this needs
to be managed appropriately by the business with the support of its Human Resources function.

Leadership

Over the last decade, the Hilltops region, through the amalgamation of the former Young, Harden and Boorowa
Councils, has evolved into a large rural centre. The management and leadership approaches that worked in a
smaller Council organisation are no longer appropriate for a larger, more complex and sophisticated Council.
Staff expect to be engaged, desire better communication to understand the big picture, work across multiple
fields and have opportunities for structured career advancement.

To ensure that Council leaders of the future have the skills required for these responsibilities, Council must
support leaders to develop the capabilities and knowledge required for managing a modern workforce and
organisation.

19



6.2.4

6.2.5

6.2.6

Development

Development refers to several elements including development of current staff in current roles, development
of the future workforce skills and development of tools to support the workforce to effectively complete their
position requirements. Employee development includes:

®  Compliance training

®  Corporate training

®  Conferences/seminars/workshops/short courses
®m  Qualifications

" Onthe job development.

®m  External courses (personal development).

®m  Career mapping and planning

The creation of a learning and development calendar each year assists in budgeting, career planning and
succession planning. This is undertaken through the annual performance management review process and
detailed training needs analysis with Managers.

Council will also need to develop a mentoring programs, particularly for women, indigenous people and others,
to support future leaders to acquire the exposure, knowledge and skills to advance their careers at Council and
better define career paths by introducing intermediate roles that bridge the gaps between management and
coordinators.

Recognition

Recognition is an important element of successful work practices and places a strong impact on the
engagement and satisfaction level of employees. Council is committed to employee recognition and its
employees have responded positively to appreciation and recognition of not only their good work but the
recognition of others good work.

Recognition reinforces that good work is valued, not only by immediate management but also by the public.
When employees and their work are valued, satisfaction and productivity rise, and all employees are motivated
to maintain or improve their good work.

Staff Service milestones are recognised annually at an all staff wellbeing and recognition day. Weekly
recognition is delivered via toolbox and staff newsletters.

Health and Wellbeing

Council’s focus over the period of this strategy is to enforce our commitment to safety and wellbeing. We aim
to transition from AS / NZS 4801:2001 to 1SO45001 and continue to improve systems and work practices to
ensure the safety and wellbeing of employees and visitors.

Key Work Health & Safety initiatives during the life of this strategy include:

®m  Create a positive culture for the importance of safety including incident and near-miss reporting.
®  Participate in a target program; self-audit and verification with our insurer StateCover

®m  Support projects that review and consolidate updates to our WHS including improve technology
®m  Reduce illness and prevent disease and injury through health and wellbeing initiatives.

Implement online WHS processes to improve reporting timeframes, consultation process and ease of access of
WHS information.

20



7.0

STRATEGY DEVELOPMENT

The process of developing strategies and actions is as a result of the identification of issues, risks and gaps
throughout the analysis stage. All of these considerations inform our approach to workforce management and
in particular ensure we have the right number of people with the right capabilities to deliver effective
operations and services to our community. In addition to this a review of the actions of the previous strategy
are considered if they are required to continue to be included.

In addition to the strategies recommended to address the identified gaps and risks Council have considered the
issues recommended by the Office of Local Government’;

An ageing workforce.

Succession planning.

How to provide opportunities to create and retain positions for local young people.
Incentives and other programs that will support council to be an employer of choice.
Learning and development.

Performance management.

Recruitment strategies to fill skills gaps.

Workforce diversity.

Future of Work®.

7 https: // www.olg.nsw.gov.au / councils / integrated-planning-and-reporting / workforce-planning

8 https://www.lgnsw.org.au/files/imce-uploads/127/2.JenniferJames Futureof Work 06062017%20%28003%29.pdf
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8.0

STRATEGY IMPLEMENTATION

While many actions identify the People & Safety team and within that, the Human Resources function, is
responsible for implementation, all staff have a role to play in ensuring that outcomes are realised.
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9.0

MONITOR, EVALUATE AND REVIEW

The monitoring, evaluation and review process is embedded into the annual workforce planning cycle. In the
development of new actions, the actions from the previous year are reviewed and re-included if relevant. This
stage also includes measuring effectiveness, determines success and reports on key performance indicators.

Workforce Management Strategies are reviewed by the People & Safety Team during the annual budget
preparation and amended to recognise any change in organisational needs and/or resources available to
implement the annual actions.

The Workforce Management Strategy — Action Plan is reviewed by the Staff Consultative Committee on an
annual basis to validate ongoing relevance and progress towards objectives and timeframes.
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Appendix: Workforce Management Strategy — Action Plan

The below 4-year implementation plan (linked to the Delivery Operational Plan) supports the ongoing implementation of both new and continuing workforce strategies identified in the Workforce Management Strategy.

Strategy 1 —Organisational Development

Ref

11

1.2

13

1.4

1.5

Gap / Risk

Council’s services meet
the needs of the
community

Council’s capability to
deliver services is not
sufficient

Employees experience
lack of clarity or limited
sense of purpose

Council’s salary system
is no longer meeting
needs of organisation

Absence of a defined
methodologies to
improve Workplace
Culture

Corporate Values to be
meaningful and relate to
how we act towards
each other, the public
and collective
achievement of Strategy

Action

Manage Council’s established structure in line
with Service Catalogue and Long-Term
Financial Plan and resourcing strategy.

Map career pathways leading to better service
delivery

Succession plan is developed to identity critical
roles and employee strengths in leadership
and service capability

Educate employees on Strategic Objectives
within the Delivery Program/ Operational Plan

Educate employees on Service Catalogue
Educate employees on Service Standards

Educate employees on career pathways

Implement trials for broad-banding critical
roles and development-focused positions to
encourage career enhancement

Adopt overarching methodology to
understand workplace culture, identify
improvements and measure change.

Review and implement a revised set of Values

Define behaviours that support achievement
of Strategy

Educate Council’s Values and underpinning
Code of Conduct

Align People & Safety Policies and Procedures

2024/2025

2025/2026

2026/2027

2025/2028 Responsibility

Manager People and Safety

Principal Strategic Planner

Manager People and Safety

Manager People and Safety

Employee involvement

Manager People and Safety
Executive & Managers

Consultative Committee

Manager People and Safety

Executive & Managers

People & Safety Team, Executive &
Managers, Employees

Consultative Committee

Measures/Outcomes

Employee are consulted when
there are planned changes to
Service Delivery.

Develop Change Management
Guideline

Review Leave Management Policy/
Procedures

Quarterly Leave Reports to
Executive

Bench strength is known in
leaderships positions and service
catalogues or departments

Employees/ Teams have
designated goals that are reviewed
annually.

% change reported in Satisfaction
Survey

Number of trials implemented

Executive approved methodology
Develop Annual Plan from WFMS
Actions for 2025

Plan communicated with
Employees

Undertake culture assessment
Undertake climate assessment
Consultation with employees
Executive approve Values and
Behaviours

Values and Behaviour released to
departments/ teams

Showcase Values in Action
Update Council Corporate
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17

Employees unknowingly
breaching or not
adhering to Values,
Code of Conduct or
Respect @Work
legislation

to be Values centric

Review Grievance & Dispute Resolution
Procedure with a focus on satisfactorily
resolving concerns and complaints in a timely
matter

Introduce Respect@Work policy to support
Values and Code Of Conduct

v

Manager People and Safety

WHS/RTW Coordinator

Consultative Committee

Induction

Develop online module for safety
hub

Employees understand and accept
Values

Systematically review Policies/
Procedures

Draft policy for consultation
Train employees on
Respect@Work

Incorporate into Bullying and
Harassment procedures
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Strategy 2 — Leadership and Management

ﬂ Gap / Risk _ 2024/2025 2025/2026 2026/2027 2027/2028 | Responsibility Employee involvement _

Leaders may nothave
all the essential skills
to lead constructively

2.2

Leaders avoid dealing
with poor performance
and conduct

Adopt and implement leadership
capabilities (LGNSW Capability Framework)

Develop tiered Leadership Development
Program to close gaps in leadership
capability.

Promote People First Principles

Promote the use of the Managers Helpline
as part of the Employee Assistance Program
for supporting Supervisors with people
challenges including workplace conflict,
change management and performance
management.

Develop Performance Management training
module for leaders

Human Resources Officer

Manager Human Resources

Human Resources
Administration Officer

Work Health & Safety
Officer

Map capability across all
management tiers.

Incorporate capabilities into
Position Descriptions and
training plans

# participation at Executive

# participation of
Managers/Coordinators

# participation at Senior

Operator or Crew Leader

Number of calls tothe managers
helpline

Adopt Performance Management
Policy

Review tools/ resources to
documents concerns

Coaching to support managers
through process
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Gap / Risk _ 2024/2025 2025/2026 2026/2027 2027/2028 | Responsibility Employee involvement _

2.5

2.6

2.7

2.8

2.9

Separation and
retirement risk of
current leaders
leaving a leadership

gap

Managers do not
have a broad
understanding of
Council’s operations
and priorities

Employees don’t
have an
opportunity to
engage or provide
feedback

Councils internal
communication is
insufficient, lacks
transparency to meet
needs of employees/
leaders

Ensure meet Council
reporting
requirements

Leaders engage with staff to ensure they
understand and/orparticipate in the
performance management cycle.

Succession Plan sufficiently identified
retirement risk / flight risk / industry
competition

Maintain “Managers Forum” quarterly
meetings to discusissues and initiatives with
Managers.

Continually improve the Staff Consultative
Committee and Health and Safety
Committee to ensure active members, staff
engagement and policy consultation.

Host 2 all staff events each years.

Maintain weekly newsletter and Tool Box talk
Promote GM/Director field visits
Promote Councils Consultative committee(s)

Ensure a blended of digital and physical
communications.

Report General Manager contractual
conditions to Council annually.

Manager Human Resources

Manager Human Resources

Consultative Committee & Health
and Safety Committee

General Manager

Executive Members

Manager Human Resources

General Manager

Human Resources Officer &
Human Resources
Administration Officer

Managers

Consultative Committee &
Health and Safety Committee

Working Party

Manager Human Resources

# Appraisals completed within
timeframe

Participation and interest in
program

Attendance and
participation at forums

Awareness of committees and
active involvement

% change reported in
Satisfaction Survey

Reports provided on time
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Strategy 3 — Attraction

Key metrics are not well
understood

3.2 Council is not seen as an
employer of Choice

3.3 Workforce not
representative of the
local community

Key performance indicators for Recruitment
/ Selection are identified and monitored

Review Service Standards and update policy
and procedures

Implement Recruitment Module in TechOne

to streamline processes

Gain understanding of Council’s perception
as an employer of choice locally / regionally.

Better explain and highlight benefits under
Local Government Award and/ or Councils
Policy

Opportunities for gaining work experience /
industry experience are promoted

Support career events

Entry level positions are identified within the
structure to develop skills/capabilities

Update EEO Management Plan and
strategies for targeting diverse groups

Manage People and Safety
Manage People and Safety Human Resources Officer &
Human Resources
Administration Officer
Manager People and Safety Human Resources Officer &

Human Resources
Administration Officer

Recruitment and Selection Policy is
updated to include Service
Standards and key benchmarking
metrics

Range of marketing/promotional
avenues increased

Survey recent candidates / public
to understand perceptions of
Council

Develop action plan to improve
value proposition based on
feedback.

Include question into
Satisfaction Survey annually.

Update Council Website /
advertising showcasing benefits of
career in local government

Number of work experience
placements and attendance at
school and community career
events.

Number if industry placements

Number of positions identified.

Number approved
apprenticeships, trainees, cadets
engaged in the Fresh Start for
Local Government
Trainee/Apprenticeship Program

OLG target of 15%
Establish relationship with
Indigenous Working Groups

Establish relationship with
Disability Service Group(s)

Establish/ join network for women
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ﬂ Gap / Risk _ 2024/2025 2025/2026 2023/24 2024/25 Responsibility Employee involvement

Strategy 3 — Development

m Gap / Risk _ 2021/22 2022/23 2023/24 2024/25 | Responsibility Employee involvement _

3.1

3.1

33

34

3.5

Learning and
development
activities are not
planned for

Ability to identify the
knowledge, skills and
abilities that employees
need to do their job well

Employees are not
provided with all relevant
Council
information/processes on
commencement

Lack of easy to access
people data and learning
system and solutions

Apprentices / trainees and
their Supervisors are
consistently supported

Implement training needs matrix across
the organisation / departments with
specific emphasis on compliance training

Develop Learning and Development Policy

adopting 70/20/10 methodology

Identify key capabilities across positions.

Refine progression rules under Council’s
Salary System.

Individual and/or departmental KPI’s
developed in line with service standards

Review and implement 3 months
onboarding program linked to
organisational objectives and employee
needs

Review and update the corporate
induction

Review and update work site inductions

Implementation and development of an
integrated TechOne Training Module and
other relevant systems

Development and implementation of
elLearning solutions to assist with
educating staff, including governance
related issues.

Human Resources and Skillset to provide
ongoing support to apprentices / trainees
and their Supervisors across Council.

Manager Human Resources

Human Resources Officer

Manager Human Resources

Manager Human Resources

Manager Human Resources

Human Resources Officer

Human Resources
Administration Officer

Work Health & Safety Officer

Human Resources
Administration Officer

Human Resources Officer

Human Resources
Administration Officer

Human Resources
Administration Officer

in leadership positions

Gaps identified and closed within
matrix

Annual budget and long term
budgets identified

Review position descriptions
and/or duty statements.

All new employees complete
required training within 3 months
of commencing employment

All new employees to have
training plan identified for first 3
months

Number of modules developed
and use of eLearning modules by
staff

Satisfaction level of apprentices /
trainees and their Supervisors and
completion rates
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Strategy 4 — Reward, Recognition and Retention

Lack of immediate Promote the Employee Recognition Policy Manager Human Resources Human Resources Officer & Regular informal immediate
recognition impact on with a focus on immediate recognition. Human Resources recognition of staff
satisfaction and v v Administration Officer
productivity

42 Recognition and Conduct annual staff excellence awards and Executive Manager Human Human Resources Officer & Number of nominations for
cele'bratlon pfistaff service recognition inline with Values v 4 v 4 Resources Hum'ar.1 RES(.:)UFCES . excellence awards
achievements Administration Officer

4.3 Provide oversight on Council wide employee Human Resources Team & Payroll Relevant Participation in cross Council

events including Picnic v v v v Team Committees celebrations

Day and Christmas event.
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Strategy 5 — Work Health and Safety - Health and Well Being

H Gap / Risk _ 2024/2025 2025/2026 | 2026/2027 | 2027/2028 | Responsibility Employee involvement

54

55

5.6

5.7

Non-compliance
with WHS
legislation and
WHS Standard

Compliance with change
of standard form AS /
NZ4801 to ISO45001

Compliance with
legislative health
surveillance
requirements

Compliance with
workers
compensation
legislation

Ensure adequate
consultation
mechanisms

Wellbeing Strategy is not
strategically aligned

Develop Workplace Health and Safety
Strategy including key metrics

Conduct self-audits or external audits of our
Workplace Health and Safety Management
System.

Participate in targeted programs conducted
by StateCover (Worker Compensation
Insurer)

Implement StateCover initiated Bsafe Program
including priorities modules

Undertake external verification of Workplace
Safety Management System

Deliver health surveillance to workers and
contractors as per legislative schedule.
Maintain health records of workers and
contractors as required under regulations.

Develop and deliver annual wellbeing
program

Promote Recovery@Work

Continue with regular medical and claims
reviews

Ensure health and safety committee
inspections and outstanding actions are
completed and implemented. If any actions
remain unclosed ensure that actions are
progressed to executive management level.

Establish Wellbeing readiness, particularly
linkages for managing psychosocial risks
outlined in WHS Risk Register

Work Health & Safety Officer

Work Health & Safety Officer

Work Health & Safety Officer

Work Health & Safety Officer

Work Health & Safety Officer

Work Health & Safety Officer

Work Health & Safety Officer

All staff

Health & Safety
Committee

Executive Members

Human Resources Administration
Officer

Human Resources Administration
Officer

Human Resources Administration
Officer

Human Resources Administration
Officer

Human Resources Administration
Officer

Human Resources Administration
Officer

Review and assess global WHS Risk
Register

% control effectiveness

Number Policy/Procedures
reviewed

Achievement of Self Audit Action
Items.

% change in lead/lag indicators
Monthly reports to Executive

# module implemented within
project time frames

Satisfactory

All staff have undertaken
required healthsurveillance
programs

Program developed following staff
consultation

Develop Suitable duties register

# Staff information sessions
delivered

% claims meeting RTW timeframes
# Claims performance incentive

Reporting within 24 hours

Quarterly reviews conducted

Reduction in number of days
actions are overdue

Electronic system in place and
being used
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