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Executive Summary
“An effective workforce strategy aims to provide the council with the people best able to inform its strategic direction, develop
innovative approaches to complex issues and deliver appropriate services effectively and efficiently.”
NSW Office of Local Government

Willoughby City Council is entering the third year of an improvement and cultural change program. The past two years have seen a significant uplift across a range
of areas. As a consequence the organisation is extremely well placed with very strong financials, an efficient and aligned workforce, greatly enhanced governance,
excellent project and capital works delivery, and increasing levels of community engagement.
The progress has not been without challenges due to the impact of potential merger and increased workloads relating to rapid improvement requirements. As we
commence our third year of change we will build on the new approaches and systems developed so far. 2017/2018 will be a year of stretch goals as we continue
on the path to excellence.
2017/2018 will also be a year where we consolidate and further embed system changes implemented in the previous two years and ensure positive benefits flow
to the community and stakeholders. Programs such as Inspired Performance and the Pulse system which incorportes performance management , project
management , business Impromement and risk modules will continue to be utilised by staff for the benefit of the Community. In 2017/2018 we will invest in
leadership and management skills equipping our staff with the tools necessary to perform with excellence and to thrive in a potential merger environment.
This Workforce Plan continues to be greatly impacted by the potential merger with Mosman and North Sydney Councils. This has again reduced the timeframe for
the plan to just one year. The Workforce Plan also takes into account:





Recent goal-focused actions
Specific merger-related factors
Workforce data
Key workforce risks
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To continue to deliver efficient and cost-effective services, analysis shows that we must continue our program to achieve organisational streamlining, capacity
building, leadership and a performance culture with particular emphasis on innovation and collaboration.
Whatever the future brings, we remain committed to providing quality customer-oriented services to the community and our stakeholders.
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Overview
This Workforce Plan would normally cover July 2016 to July 2020; following on from our inaugural Workforce Plan which was endorsed in 2011. However, a
potential merger with Mosman and North Sydney Councils has shortened this to one year (as the NSW Local Government Act 1993 requires merged councils to
develop a new Workforce Plan).
Therefore, this interim Workforce Plan will support Willoughby City Council during the next twelve months as we potentially transition into a larger organisation.
We need to ensure that staff have the skills, resilience and support to embrace future change. To support continued service delivery and cultural change, it is also
important to effectively manage staff performance, set clear expectations, implement ongoing support, and recognise individual and team achievements.
Willoughby City Council aims to have:
‘The right people,
in the right place,
with the right skills,
at the right time,
at the right cost;
and who are safe, productive and engaged.’

WORKFORCE PLANNING GOALS





Deliver City Strategies and Operational Plans with appropriate staffing and resourcing
Ensure community confidence by delivering value through efficient and customer-focused staff
Listen to the community and stakeholders when planning for the future and prioritising resources
Pursue best practice and transparency for the benefit of the community and stakeholders
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Establishing the Workforce Plan
To achieve our Workforce Planning Goals, this Plan considers several important factors.





Recent goal-focused actions
Specific merger-related factors
Workforce data
Key workforce risks

1. RECENT GOAL-FOCUSED ACTIONS
Organisational Streamlining and Capacity Building
In 2015, the State Government challenged all Councils in NSW to prove they were ‘Fit for the Future’. The General Manager, initiated an active reform process at
Willoughby City Council.
We conducted an organisational review to reduce labour costs and improve productivity and efficiencies. This revealed a ‘top heavy’ organisation with high
salaries, low spans of control, limited accountability for budget and governance, and insufficient capability to deliver plans. These factors caused duplication and
waste, low autonomy, and a focus on tasks rather than outcomes.
As a result, the General Manager implemented a restructure of senior management to:
 Align Directorates with strategic community outcomes
 Bring management costs in line with similar NSW Councils
 Introduce new skills to improve performance and the capacity to meet community needs.
This restructure achieved better-than-expected financial savings, reduced the number of departments and business units, provided new capabilities to drive
strategy and performance, and improved clarity for staff.
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Leadership and Performance Culture
A desire to continuously improve everything we do is at the heart of the cultural change program at Willoughby. If we can achieve an environment where every
staff member is empowered to review, innovate and improve, then the organisation will continue to experience across the board improvements in financial and
customer performance.
To create a high performance culture we need to continue to develop:
1. A powerful performance system that enables every staff member to understand how they can contribute and how they are performing (in place)
2. A suite of supporting capabilities such as Business Improvement, Project Management, Business Strategy, Risk, Stakeholder support, and Policy and
Submissions support to ensure an environment of innovation and improvement can be achieved (in place)
3. A program of leadership and management training to support staff (to be further developed in 17/18)
4. A strong two way communications and recognition program (in place)
Our ‘Inspired Performance’ program includes:
1. Consolidation of previously unavailable information about all our deliverables to enable accountability and to monitor progress. The Pulse performance
system is now comprehensive. The software includes modules covering:
a. Corporate Performance Indicators
b. Projects and Capital Works
c. Business Improvements
d. Risks
e. Delegations
f. Employee Performance Management (Performance Reviews)
2. Key metrics have been sharpened through the annual Business Unit planning process. Likewise, Projects and Capital Works are carefully selected using the
Pulse priority process. All metrics and deliverables are reported monthly via the corporate scorecard enabling monitoring and adjustments during the year to
ensure delivery of Council’s goals.
3. Staff also participate in goal setting workshops designed to translate metrics and deliverables into meaningful staff goals. These goals are then managed in the
Employee Performance Management module of PULSE. This process enables staff to create direct linkages between their work and the goals of Council. It
creates ownership in the outcomes, and helps staff see how their efforts contribute to important benefits for the Community.
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In 2017/18 monthly performance reporting will be shared with all staff through organised staff briefings. The briefings will be held at the worksite and delivered by
leaders as part of the leadership and management program.
Supporting Capabilities
Project Management Office
In 2015 the Project Management Office was established to bring rigor and consideration to the sizeable Projects and Capital Works spend. To date the office has
established and deployed a fully operational Pulse Projects system. Key features include:
1.
2.
3.
4.

Full project bid and prioritisation capability
Project assignment and monthly reporting
Project carryover estimation
Community Consultation register

In 2017/18 further improvements will be made including:
1.
2.
3.
4.

Direct linkage with the finance system to enable better cost tracking
Staff costing modules
Improved rolling forecasts
Implementation of a complete project methodology within Pulse including project delivery training

Business Improvement
In 2015 the Business Improvement Office was established to support the creation of an innovative culture. To date the office has introduced tools such as business
improvement selection, ideas generation, prioritisation and delivery, 5S and Promapp.
In 2017/18 the office will continue to influence the culture by:
1. Expanding the number of business improvement champions across the organisation
2. Expand the use of Promapp to document and improve our processes
3. Support major improvement projects including partnering with Service NSW to streamline and integrate customer processes
Business Strategy
A comprehensive strategy program has been established to translate the Community Strategic Plan to Business Unit strategies and actions, and ultimately to staff
objectives. The program is based on ensuring that every aspect of the Community Strategy is understood and owned by staff. Key parts of the annual program
include:
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1. Annual Executive review of the external environment to identify gaps
2. Business Unit strategic workshops and establishment of strategic plans, corporate performance indicators, budgets, business improvements, projects and
capital works and risk actions
3. Development of the annual budget and operational plan for Council
4. Review of actions by staff, including translation into meaningful work goals
5. Establishment of staff objectives for the year in Pulse
6. Monthly scorecard reporting

Leadership and Management Training
To date staff have been provided with a range of training including change management, resume writing and interview skills. Further staff have been provided
with ongoing mindfulness training to enable more thoughtful decision making and acceptance of change to support greater efficiencies.
In 2017/2018 a comprehensive Leadership and Management program will be established. The program will be relevant to all leaders and staff and is intended to
provide ongoing training across a number of years. If possible the program will be accredited.
To commence the process the senior leaders of the organisation will meet to discuss the desired culture and behaviours for the organisation. The outcome of
these discussions will be shared with staff for feedback. Once finalised a set of behavioural competencies will be established drawing on industry and best practice
approaches.
Training Modules for different groups of staff will be programed, developed and delivered.
Two way communication and recognition
A healthy program of two way communication has been developed to ensure staff are fully informed and to provide staff with opportunities to influence and
direct the organisation. The program includes:
1.
2.
3.
4.
5.
6.

Annual Business Unit Strategy setting workshops
Annual staff goal setting workshops
Regular staff surveys across morale, accountability, leadership and change management
Leaders forums
Have Your Say surveys and open staff sessions on key issues
General Manager messages and briefings
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7. Idea generation programs through Business Improvement
A staff action plan has been developed in response to staff input. The action plan is underway and the following improvements have already been implemented:
1.
2.
3.
4.
5.
6.
7.

A staff recognition program has been launched enabling staff to nominate peers for excellent performance
Briefings to staff on the salary system and how increments work
Improvements to the intranet including the addition of staff photos, and keyword searches to help staff identify who does what
Better communication regarding staff joining or leaving the organisation
Increased attention regarding vacancies and how best to meet the organisation’s capability needs within means
Deployment of Promapp to enable staff to document processes and identify improvements
Creation of email guidelines to reduce workload

Staff also raised leadership and management training as an important issue. In 2017/18 there will be a focus on establishing this program to improve the working
environment for staff and to create the culture of continuous improvement.

2. MERGER-RELATED FACTORS
Willoughby City Council has carefully considered the impact of a potential merger, and developed an overall strategic approach to include:
1. Project Management
2. Support and Resources
3. Pre-Merger, Day One, and First Week plans.
Overarching Strategic Approach
The Department of Premier and Cabinet (DPC) has provided merger documentation and deliverables with non-negotiable outcomes. Although the DPC program is
comprehensive, Councils have considerable scope to define how the amalgamation will be achieved. We have developed an approach based on the following
principles:
•
•
•

Work with the community, stakeholders and staff to achieve the best outcomes
Create one organisation that staff want to work for
Align the community, stakeholders and staff using the IP&R process and engagement
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•
•

Use the opportunity to implement best practices
Demonstrate the benefits of amalgamation and establish a ‘Fit for the Future’ organisation

3. LATEST WORKFORCE DATA
This Workforce Plan is informed by the latest research and data:
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

Summary of the IP&R process
STEEPLE Analysis
Supply Forecasting
Organisational Structure
LGA Population Profile
Staff Data
Generational Profile by Unit
Organisational Generational Profile
Average Age
Staff Over the Age of 50
Staff Tenure
Staff Gender
External Labour Supply Analysis

KEY WORKFORCE RISKS
Analysis of our current and future demand for labour has identified several risks. We need to ensure we have the workforce numbers, job roles and skills to
achieve the goals of the Community Strategic Plan and the Delivery Program.
Identified Risks





Exit of key staff as a result of the uncertainty regarding the merger and the opportunities afforded by newly merged councils
A potential failure if and when merged to achieve cultural or structural integration
Loss of operational knowledge and reduced productivity as staff retire
Loss of unique knowledge of operating procedures due to exit of staff with long tenure especially pre-merger
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Skills shortages in existing staff owing to technological changes
An aging workforce with a significant number being over 50
A critical shortage of appropriately skilled staff for replacement roles
Loss of high quality Gen X and Y staff due to limited options for accelerated career progression
Increased training and development costs to up skill new recruits
Overstretching of existing resources

Managing the workforce is one of the most significant challenges for any organisation. People resources can be stretched and it can be challenging to deal with
changes while continuing to deliver quality services to the community. Success relies on high levels of support and guidance as well as effective workforce
strategies to deal with challenges as they arise. This becomes more pronounced due to the uncertainty of the merger and the significant period of time that has
already elapsed post proclamation.
KEY FINDINGS
1.
2.

Pressure to deliver higher standards of service and cost savings will continue our improvement, innovation and excellence agenda
We will need to be efficient, customer-centric, and able to adapt to and drive change

STRATEGIC RESPONSES

1. Strategic and Operational Planning and Delivery - Staff understanding and ownership of outcomes

Continue to expand staff involvement in the IP&R ‘Next Generation’ program, to improve efficient allocation of resources to services and assets. Continue to
develop the ‘Inspired Performance’ program to ensure staff have strong alignment with outcome delivery and have personal goals directly aligned with
required outcomes.

2. Leadership and Support Leading to a Culture of Innovation - Staff Empowered to Deliver
Continue to align HR processes with achieving outcomes, including organisational design, culture, diversity, leadership, training, recruitment, succession, staff
data and planning.
3. Managing an Aging Workforce
Strengthen initiatives relating to mitigating the risks relating to an aging workforce which becomes more of a risk the longer the delays relating to a possible
merger.
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4. Step Change · Alignment of merged organisations

In the event of the merger, continue to ensure a plan is in place to create one aligned organisation with adequate resourcing. The current plan addresses
cultural integration, best-practice principles, and efficient structural integration. Action has also been undertaken to ensure the IP&R ‘Next Generation’ and
‘Inspired Performance’ programs are scalable in the event of a merger. This action will continue as it is important to keep sight of the merger issue especially in
the current climate of uncertainty.
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1. Strategic and Operational Planning - Staff understanding and ownership of outcomes
Continue to expand staff involvement in the IP&R ‘Next Generation’ program, to improve efficient allocation of resources to services and assets.
Performance
Progress as at 30
Objective
Actions
Responsibility
Partners
Timing
Measure
June 2017
Ensure Council
Continue to foster a culture that uses business
PMO
ELT
Ongoing Level of uptake
All of the support
has a culture of
planning and training to improve services for
Business
functions have
customer service the community and other stakeholders
Improvement
developed
and business
Enterprise Risk
procedures and
improvement
Specialist
provided training
Strategic HR
to assist
Manager
managers in
improving
customer service
and business
improvement.
The next step for
17/18 is to
stimulate
creativity and
innovation
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Objective

Actions

Responsibility

Partners

Timing

Manage for
results through
an appropriate
Performance
Management
framework

Review and refine the corporate scorecard
Connect and Deliver – to assess performance
against a common measure

General
Manager’s
Office

ELT

Ongoing

Expand My Account to all staff to encourage
everyone to take responsibility for their work
and be accountable for delivering required
outcomes

General
Manager’s
Office

ELT

Ongoing

Performance
Measure
80% of scorecard
results are green

Progress as at 30
June 2017
This has been
achieved

All staff and/or
teams have a ‘My
Account’

This has been
achieved. All
staff have a
performance
review in Pulse
which had goals
which link directly
to Council’s
Delivery Program
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Objective

Actions

Responsibility

Partners

Timing

Encourage
innovative
thinking

Provide training courses on creative and
innovative thinking

Training and
Development
Specialist

Training
Providers

Ongoing

Develop a reward and recognition program that
includes recognition for innovation
cognises and rewards innovation and creativity

GMO
Strategic HR

Directors
Unit
Managers

Ongoing

Performance
Measure
Programs
provided

Progress as at 30
June 2017
2 programs were
introduced. They
were:
• Mindfulness
Leadership
for Directors
and Unit
Managers.
This program
was later
expanded to
include all
staff who
were
interested in
participating
• A simulation
based
workshop for
business
improvement
Other programs
are still being
researched for
17/18

Program
implemented

Program
implemented in
in June 2017
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2. Support · Staff empowered to deliver
Continue to align HR processes with achieving outcomes, including organisational design, culture, diversity, leadership, training, recruitment,
succession, staff data and planning.
Performance
Progress as at
Objective
Actions
Responsibility
Partners
Timing
Measure
30 June 2017
Council has the
As part of the business planning process,
Part of
workforce needed to managers:
the
meet its delivery
annual
program and Capital • Analyse each element of the Delivery
ELT
GMO
business
Unit managers
Managers are
Works and Projects
Unit
Managers
SHR
planning
manage
FTE
and
much more
Program to determine current and future
(CW&P)
process
salary budgets
aware of budget
workforce required
FTEs
•

Project Management Office estimates and
translates staff workloads relating to capital
works and projects

Staff have the opportunity to be involved via
team and unit meetings:
Lays strong foundation for change
management
Assists staff in understanding what is expected
of them.

PMO
Unit Managers

SHR

Update to pulse
to track staff
workloads and
resource usage

Not yet
implemented.

Personal
objectives set in
line with
delivery
program and
CW&P

The 16-17
performance
review process
required
reviewers to set
goals for all
employees in
line with the
unit’s CPI etc.
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Objective

Actions

Responsibility

Partners

Timing

Council has access to
the workforce data
required to make
informed decisions

Compile relevant data relating to current
employees (e.g. age, tenure skills, etc.)

Strategic
Human
Resources

Mastertek
LGNSW

Ongoing

Document existing terms and conditions
Continue to benchmark salaries and conditions
against other councils
Ensure policies and procedures are current and
relevant

Performance
Measure
Timeliness,
accuracy and
usefulness
A complete
conditions audit
was undertaken
and existing
terms and
conditions have
been
documented

Progress as at
30 June 2017
The conditions
audit is being
updated as
required.
Reports have
been designed
so that
information that
changes
overtime can be
instantly
updated

Staff adapt readily to
change

Continue to provide appropriate training and
development opportunities (e.g. managing
change, innovative thinking)

Training and
Development
Specialist

Training
Providers
EAP

Ongoing

Participation
rates

Council has a
workforce that is
appropriately skilled
for current and
future job roles

Continue to identify talent for future job roles
using performance reviews, assigning special
projects, lateral transfers, coaching and
mentoring opportunities

Training and
Development
Specialist

ELT
Unit
Managers

Ongoing

Number of staff
identified

This will be
undertaken as
part of the 1617 performance
reviews,

Continue to develop
apprenticeship/trainee/internship programs for
roles with critical shortages (e.g. arborists,
mechanics and transport engineers)

Strategic
Human
Resources
Manager

Apprentice- Ongoing
ship boards

Number of new
apprenticeships

None to date
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Objective

Responsibility

Partners

Timing

Expand the current data available to measure
workforce diversity by developing and
implementing an organisation-wide single-page
survey relating to an employee’s cultural and
linguistic background and/or disability status

Human
Resources
Advisor

ELT

Ongoing

Continue to work with job support agencies such
as the Housing Connection to provide job
opportunities for people with physical or
intellectual disability

Strategic
Human
Resources
Manager

Job
Support
Housing
Connection

Council has a culture
that acknowledges
the contributions of
people with a
disability or from
CALD backgrounds

Provide a supportive environment in which we
can place, train and appoint candidates with
disabilities or from CALD backgrounds

Human
Resources
Advisor

Job
Support
Housing
Connection

Council provides
appropriate support
systems for staff

Continue to provide access to the Employee
Assistance Program (EAP)

Strategic
Human
Resources
Manager
Strategic
Human
Resources
Manager

Council has a diverse
workforce that is
representative of the
community

Actions

Continue to monitor uptake and issues raised

Unit
Managers

Mentor
Services

Ongoing

Performance
Measure
To be
determined

Progress as at
30 June 2017

To be
determined
To be
determined

Ongoing

Uptake of
service

127 hrs of
counselling was
provided with
35 staff using
the service

Reasons for
attendance

Data not
available until
Dec 2017
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Objective
High quality, suitably
qualified employees
are motivated to
apply for positions
with Council (i.e.
Council is an
employer of choice)

Actions
Continue to develop innovative advertising
strategies that access a wide appropriate
audience

Responsibility

Partners

Timing

Human
Resources
Advisor

Intranet
content
staff

Ongoing

Performance
Measure
Percentage of
positions with
no suitable
candidates

Progress as at
30 June 2017
7.5%

Continue to streamline the recruitment process
by removing delays

Ongoing

Number of
positions
readvertised

6

Provide one on one coaching to convenors of
recruitment and selection panels to help ensure
best practice is followed

Ongoing

Number of new
staff who leave
in 12 months
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Ongoing

To be
determined

Ongoing

Percentage of
new staff
identified as
high-performing
with 2 years

Continue to redevelop the Careers at Willoughby
webpage to make it more appealing; particularly
to Gens X, Y and Z
Continue to engage best-practice recruitment
and selection methodologies that comprise
multiple selection tools

Media
Marketing
and Events

This process
with be
introduced post
the 16/17
performance
reviews
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Objective

Actions

Responsibility

Partners

Timing

High quality, suitably
qualified employees
are motivated to
remain with Council
(i.e. Council is an
employer of choice)

Continue to improve the onboarding process to
ensure that it is welcoming and supportive of
new employees

Human
Resources
Advisor

ELT

Ongoing

Continue to facilitate a cultural shift towards
greater use of mobile technology by:
• Developing policies and procedures that
allow easier access to technology and
innovation
• Simplifying the process for acquiring
technology

Strategic
Human
Resources
Manager

CIO

Establish a high quality leadership program
• Senior Managers to meet to discuss the
required values and behaviours
• Develop a leadership capability framework
• Develop program to meet capability
framework
• Conduct program

ELT
GMO
SHR

Unit
Managers

High quality leaders
who engage and
retain staff

Ongoing

Performance
Measure
Tenure rates –
number of staff
who leave in 12
months

Retention rates
Capability rating
People
Leadership
Index Score

Progress as at
30 June 2017
The onboarding
process has
been reviewed
and simplified.
In 17/18 the
process will be
via an online
process making
it easier for the
employee and
the organisation
No of staff who
voluntarily left
in 12 months
TBA
This program
will be a priority
in 17/18
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3. Mitigating the Risks Associated with an Aging Workforce
Objective
Council has plans in
place to mitigate the
risks associated with
and aging workforce

Actions

Responsibility

Partners

Timing

Performance
Measures
Uptake of
flexible work
options

Progress as at
30 June 2017
As at 30 June
there were 19
approved
flexible work
and 3 working
from home
arrangements

Continue to promote new ways of working (e.g.
increased flexibility, job sharing, hours of
operation and increased access to working from
home) and tailor them to the needs of each
generation

Strategic
Human
Resources

Unit
Managers
and
Supervisors

Ongoing

Provide a range of health and wellbeing programs
that cater for differing ages and health needs

Training and
Development
Specialist

Willoughby
Leisure
Centre
Team
Leader

Ongoing

Number of
staff who
engage in
health and
wellbeing

TBA

Continue to support the ‘stay in touch program’
for retiring employees.

Strategic HR
Training and
Development
Specialist

Unit
Managers

Ongoing

Stay in Touch
Program
participation
rates
Participation
rates

As at 30 June
one staff was
participating
in this
program

Ensure intellectual capital of retiring staff is
captured and retained

Unit Managers

Strategic
HR

Ongoing

Success in
capturing the
information

To be
addressed in
17/18

Provide tailored career development
opportunities for high-potential Gen X and Gen Y
employees – including accelerated development
programs

Training and
Development
Specialist

Unit
Managers

Ongoing

Number of
Gen X and Y
who secure
accelerated
progression

This will be
aligned to
performance
reviews
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Objective

Actions

Responsibility

Partners

Timing

Council has a workforce
that is appropriately
skilled for current and
future job roles

Continue to identify talent for future job roles
using performance reviews, assigning special
projects, lateral transfers, coaching and
mentoring opportunities

Training and
Development
Specialist

ELT
Unit
Managers

Ongoing

Continue to develop
apprenticeship/trainee/internship programs for
roles with critical shortages (e.g. arborists,
mechanics and transport engineers)

Strategic HR
Manager

Apprentice- Ongoing
ship boards

Performance
Measures
Number of
staff identified

Progress to
date
This will be
undertaken as
part of the
16/17
performance
reviews,

Number of
new
apprenticeships

None to date
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4. Step Change · Alignment of merged organisations
In the event of a merger, ensure a plan is in place to create one aligned organisation with adequate resourcing. The plan must address cultural integration,
best-practice principles, and efficient structural integration. Ensure the IP&R ‘Next Generation’ and ‘Inspired Performance’ programs are scalable in the
event of a merger.
Performance
Performance
Objective
Actions
Responsibility
Partners
Timing
Measures
Measures
Ensure there is a plan
Establish integration plan post proclamation
GMO
ELT
TBA
Plan in Place Plan is in place
to integrate
and is subject
organisations from a
to ongoing
structural and cultural
review
perspective
Ensure adequate
Review conditions of employment audit as they
Change
TBA
Review of
The conditions
resourcing is in place
apply to each staff member and determine which Management
conditions
audit is
for merger
can be changed by negotiation and/or buy out
Team
complete
complete and
reports have
been
developed so
Review the audit of all positions, tasks, status
Staff are
we can run up
skills, tenure, vacancies and contractors, etc.
treated with
respect during to date data at
any point in
the merger
time
Review delegations and authorisations and
process
update register
Legal and
Legal and
ethical
ethical
obligations are obligations
met
have been
considered
and will be
met
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Evaluation
We will continue to evaluate the strategies in our Workforce Plan and report progress every six months, as part of the Delivery Program Progress Report and
Annual Reporting Progress.
The Plan is normally reviewed every four years in line with the Integrated Planning and Reporting cycle. However, as a result of Local Government reform and the
potential merger, a new Workforce Plan will be required within 12 months.
Evaluation will also include annual demand and supply forecasting to determine whether strategies remain relevant in a changing environment.

Background Information
This Workforce Plan forms part of the resourcing strategy and has been prepared in accordance with the requirements of the State Government’s Integrated
Planning and Reporting Framework. It considers our capacity to deliver services and meet the outcomes included in the Council’s Community Strategic Plan. Both
the Community Strategic Plan and the Resourcing Strategy work in alignment with the Delivery Program
The following image highlights the context of workforce planning within this framework.
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Figure 1: Integrated Planning Framework
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Workforce Planning Framework
Our Workforce Plan is underpinned by a framework that aligns decisions about human resources with outcomes and objectives from the Community Strategic
Plan. This Workforce Planning Framework is a key element of our resourcing strategy, working together with our Long-Term Financial Plan and Asset Management
Strategy to resource and sustainably manage our services. It has informed our strategies to address future workforce needs, supply gaps and surpluses.

Figure 2: Workforce Planning Framework
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STEEPLE ANALYSIS
The STEEPLE analysis examines external factors that could affect our people resources in terms of supply, demand, numbers, job roles and skills.








Social
Technological
Economic
Environmental
Political
Legal
Ethical

These factors have the potential to significantly affect our ability to attract and retain the workforce we need to deliver services to the community. Our Workforce
Plan considers the importance of employing a diverse workforce that reflects the local community. This requires an understanding of the makeup of the
population in the Local Government Area (LGA).
Population Characteristics
Social
1. Workforce Profile of Willoughby LGA
Our multicultural population includes a high number of overseas-born residents from non-English speaking backgrounds. 18.9% of residents are born in Asia, with
75% of these born in China. The population is educated and affluent, with a high percentage of high-income earners and low numbers of low-paid, unskilled
workers. This is due mainly to the high cost of housing. Over 80% of workers work outside the LGA.
Willoughby LGA population is predicted to:
• increase by 20.3% to 89,000 residents by 2036
• continue to age, with more people over 65 than under 15
• Attract more families and a more diverse community.
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Demand will increase for open space, recreational facilities, and community services that address social inclusion. Changes will also affect the number of jobs, job
roles and skills of Council-employed staff. Whether we merge or stand alone, difficulty in engaging local staff for lower-paid operational roles will continue to be a
challenge.
2. Ageing Workforce
Our workforce will be particularly affected by an ageing population. As of June 2017, 42.38% of our staff are part of the baby boomer generation. 52.2% (202) are
over 50 and of these 66 are over 60 with 29 of these being over 65.
The risks associated with an ageing workforce are the same regardless of the size of our Council, and include:
•
•
•
•

Loss of executive knowledge
Loss of operational knowledge
Inability to secure adequate supply of appropriately skilled and experienced staff
Increasing gap between skills of available talent and necessary skills

As the population ages, demand for particular services will increase, such as for aged care services. To meet this challenge, it’s essential to implement workforce
strategies that increase retention and attract more Generation X and Y staff. We must also capture the intellectual property of staff transitioning to retirement.
3. Skills Shortages
Skills shortage is a major issue for Australian and NSW economies. Contributing macroeconomic factors can include technological advances, the state of the
economy, and regulatory frameworks, which are difficult for an individual organisation to influence. However, employers can sometimes control factors that
influence workers’ choices. These include:
•
•
•
•
•

Career development opportunities
Perception of the employer or industry
Working conditions
Education and training opportunities
Place identity and social networks.

To address this, we’ve developed a Workforce Planning Strategy that positions us as an Employer of Choice.
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Technological
Rapid advancements in technology have:
•
•
•
•
•
•
•

Reduced the demand for some traditional skills in our organisation
Led to the development of new knowledge-based skills
Made access to information easier
Changed the way we work and where we work
Blurred personal life boundaries
Highlighted a need for work-life integration
Increased the demand for social networking tools in the workplace.

Rapidly changing technology means that we need a Workforce Planning Strategy that can create new roles, alter structures, develop skills quickly and efficiently,
and attract and retain Gen Y and Gen Z staff. To make the most of technological advancement, we also need to empower our workforce to think with creativity
and innovation. We also need to be cognisant that although Gen Z are often described as ‘techno natives’, this does not mean their knowledge of corporate IT
applications such as Microsoft Office is highly developed and we have to be prepared to offer training so they can use the full capabilities of such applications.
Economic
Sydney Metro Northwest could provide opportunities to reach employees in other catchment areas in the medium term but we also need to be aware of the
impact the closure of the Epping/Chatswood line may have in the short term. This is an important consideration given our current difficulty recruiting operational
staff due to housing affordability in this LGA. Current economic conditions also challenge us to do more with less; highlighting the need for business improvement
initiatives and an increase in trainees, apprentices and secondments.
Environmental
The community’s commitment to Climate Change Action resulted in the Environmental Restore Levy, which funds our sustainability programs and initiatives.
Employee expectations also reflect those of the community. People want to work for an organisation that values the environment and incorporates sustainability
into all aspects of their operations. We have long been a frontrunner in this regard, which assists in recruiting people who want to work for environmentally
responsible organisations.
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Political
Governments often drive initiatives that will have long-term impacts on the labour market. For example, Sydney Metro Northwest provides opportunity for us to
increase our workforce catchment area.
The NSW Government push for structural reform in Local Government is of particular significance to us right now. We are part of the proposal to merge
Willoughby, North Sydney and Mosman councils.
Legal
Local Government needs to balance compliance and innovation. Current legislative changes likely to impact our workforce planning initiatives include changes to
the Local Government Act . The renegotiation of the NSW Local Government (State) Award 2017 may also have some impact. For example, the inability to
transfer more than five years long service leave may cause some local government employees to be less mobile in their employment.
Ethical
As a public employer, we have an obligation to ensure our processes and procedures reflect equity and diversity. This includes merit-based selection, promotion
and retention strategies and non-discriminatory policies and procedures. It’s important to have a reputation of being ethical and socially responsible to attract
high-quality staff.
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Supply Forecasting
INTERNAL SUPPLY
We assessed the age, tenure, gender and employment type of our current workforce to determine whether we can meet the delivery program. This information
helps us to secure an appropriate workforce
Age and Tenure
As with most councils and public sector employers, our internal workforce has the following characteristics.
 A high number of the baby boomer generation – 42.38%%
 An over-representation of mature-age workers with an average age of 46.96 including:
o 7.55% over 65
o 17.05% over 60
o 52.2% over 50
 High tenure rates with an average length of service of 10.27 years
This profile has both positive and negative benefits. It indicates a stable workforce with good knowledge retention; however, as long-serving staff reach retirement
age, we risk losing large amounts of intellectual property.
We are currently capturing existing knowledge to combat the significant risk of moving into a merger. Although the same roles and skills might exist in partner
councils, knowledge specific to our Council is an important factor in ensuring a successful merger.
An ageing workforce also presents challenges from a Work Health and Safety perspective, particularly in circumstances where older staff are working in
operational roles with a significant physical component.
There is also a cost associated with high tenure rates in terms of entitlement payments. As a result, we have mapped our ability to pay for employee leave
entitlements, and also developed strategies to encourage older employees to extend their working lives. These strategies include access to flexible work practices,
health and wellbeing initiatives, and the Stay in Touch program. We’ve also developed strategies to encourage younger staff to remain with us, including
opportunities for accelerated career progression.
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Gender
Gender equality at all levels is a measure of our success in creating an equal opportunity organisation. Our gender profile is not typical of most NSW Local Councils,
where only a small proportion of General Managers (5%) and only 20% of Directors/Senior staff are women. We have a female General Manager and an Executive
Leadership Team comprising 50% women. Of our 387 employees, as at 30 June 2017, 52.46% are female. However, the male-female ratio is not evenly spread
throughout our organisation; the majority of staff in Works are male, while the majority of staff in Community, Culture and Leisure are female.
Employment Type
As at 30 June 2017, our workforce comprised 315 permanent full-time and 78 permanent part-time employees. 359 staff are permanently employed with the
implication being that over 92% of staff will be protected from forced redundancy for three years. We must ensure these staff have the skills required to work
effectively for the new entity. The issue of potential redundancies should be addressed when developing the new entity’s first Workforce Plan.
Skills
Due to the proposed merger and lack of clarity with regards to supply of staff in various categories, it’s not currently possible to undertake a gap analysis to
determine shortages/surpluses of skills for the new entity. This issue should be addressed in the new entity’s Workforce Plan.
Staff Retention
Our voluntary turnover rate tracked between 12.3% and 16.00% from 2011/2012 to 2016/2017. Of some concern was the number of staff who left in their first 12
months. Reasons for leaving include wanting to work closer to home and lack of career progression owing to the long tenure of most managers. Given our
workforce size, we are limited in being able to provide career paths to all employees, which is an issue that might be addressed by amalgamation. In the short
term, strategies to provide skills development and a positive, productive culture will help retain younger workers for longer periods.
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EXTERNAL SUPPLY
It’s important to assess external supply when determining whether we have the required workforce for the next twelve months. To achieve this, we examined job
groups and allocated them into three categories according to the ease with which they can be recruited from outside our organisation. We require several job
types that have critical shortages either nationally or locally, including:







Traffic/Transport Engineers
Surveyors
Motor Mechanics
Arborists
Plumbers
Sheetmetal Workers.

Other job roles with some recruitment difficulties include:






Childcare Workers for long day care centres
Early Childhood Workers
Civil Engineers
Accountants
Building Surveyors.

CONCLUSION
Analysis of our labour supply and demand identified several risks to successful delivery of our Community Strategic Plan and Delivery Program. These include the
following factors.
 Increased competition for staff owing to economic conditions, particularly in the critical and difficult-to-fill job groups. This may cause insufficient staff in
terms of numbers and skills, or retention costs that significantly impact the Long-Term Financial Plan.
 Lack of required skills in existing staff could prevent us from meeting our delivery programs efficiently and cost-effectively.
 Inability to secure appropriately skilled staff to replace those leaving could cause shortages in staff numbers and/or skills.
 Loss of operational knowledge may impact on efficiency and productivity.
 An increasing skills gap between available and required talent may impact efficiency and productivity and increase training and development costs.
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Attachments
Attachment 1 - Executive Structure
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Attachment 2 – Management Structure
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Attachment 3 – LGA Population Profile

Characteristics
Population
Composition of Population
Indigenous
Australian born
Overseas born
Unknown
Non ESB background
Qualifications
Formal qualifications
Bachelor degree +
No formal qualifications
Not stated
Most popular occupations
Professional
Managers
Clerical and Admin
Least popular occupations
Technicians
Labourers
Individual Income
Over $1,000.00 per week
Less than $400.00 per week
Over $1,500 per week
Less than $400.00 per week
Composition of LGA Workforce
Residents work outside LGA
Workers reside outside LGA

2006
64,858

WLGA %

Sydney
Ave %

WLGA %

2011
75,231

Sydney
Ave %

0.1
53.7
39.2
7.09
29.7

1.1
60.3
31.8
5.5
24.0

Not stated
52.8
42.3
4.9
32.6

60.3
31.8
5.9
26.3

56.4
38.0
30.9
12.6

45.0
20.0
42.8
14.3

61.8
43.9
29.0
9.3

48.2
24.1
40.5
11.3

37.6
18. 7
15.0

23.7
13.2
16.7

39.9
18.2
14.0

25,5
13.3
16.2

6.9
3.6

12.7
8.1

6.9
3.2

12.2
7.3

34.3
21.8

31.2
38.1
28.0
26.1

15.4
38.1

66.0
83.1

66.4
82.4
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Attachment 4 – Internal Supply
Organisational
Analysis

Financial Year
11/12

Full-Time Equivalents (FT 404.4 (budget
437.39)

Financial Year
12/13

Financial Year
13/14

Financial Year
14/15

Financial Year
15/16

Financial Year
16/17

416.01 (budget
445.21)

408.2 (budget
428.34)

404.2 (budget
427.65)

365.7 9(budget FTE
413.83)

352.83 (budget
409.7)

Headcount

447

447

444

436

406

387

Full-time staff

362

375

356

351

328

315

Part-time staff

85

72

88

85

78

72

Overall LTO

14.5%

14.9%

12.7%

15.1%

22.0%

17.26%

Voluntary LTO

12.3%

12.2%

7.9%

9.2%

12.0%

14.68%

8.41 years
49.23% Female
50.77% Male

8.45 years
50.34% Female
49.66% Male

8.64 years
50.88% Female
49.12% Male

9.48 yrs.
55% Female
45% Male

9.68 years
52.46 % Female

10.27 years
51.42% Female

47.54% Male

48.58% Male

25% Female
75% Male
33.33% Female (2/6)
66.67% Male

25% Female
75% Male
33.33% Female (2/6)
66.67% Male

37.5% Female
62.5% Male
33.33% Female (2/6)
66.67% Male

37.5% Female
62.5% Male
33.33% Female (2/6)
66.67% Male

50% Female
50% Male
33.33% Female (1/3)
66.67% Male

Gender of Branch
Managers

50% Female
50% Male

50% Female
50% Male

50% Female
50% Male

52.38% Female
47.62% Male

75% Female
25% Male
66.7% Female
(2/1)
33.33% Male
23.53% Female
76.47% Male

Age

44.78 years

45.31 years

45.49 years

46.87 years

47.31 years

48.45 years

2% Builders, 43%
Baby Boomers, 38%
Generation X and
17% Generation Y

2% Builders, 43%
Baby Boomers, 37%
Generation X and
18% Generation Y

2% Builders, 42%
Baby Boomers, 37%
Generation X and
19% Generation Y

2% Builders, 40%
Baby Boomers, 38%
Generation X and
20% Generation Y

0.99% Builders
41.87% Baby
Boomers,
35.22% Gen X
21.92% Gen Y
0.0% Gen Z

1. 03% Builders
42.38% Baby
Boomers,
35.14% Gen X
21.45% Gen Y
0.0% Gen Z

Tenure
Overall Gender Profile
Gender of ELT (MANEX)
Gender of Directors

Generational Profile

16.67% Female
83.33% Male
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Attachment 5 - Graphs of Employee Profile by Financial Year

Budget FTEs by Financial Year

Budget FTE Per Financial Year
Year
2011-2012
2012-2013
2013-2014
2014-2015
2015-2016

Budget FTE
437.39
445.21
428.34
427.65
413.83

2016-2017

409.70

Actual FTEs Per Financial Year
Year
FTES
2011/2012
404.4
2012/2013
416.01
2013/2014
408.2
2014/2015
404.2
2015/2016
365.7
2016/2017
352.83

437.39

445.21

Budget FTE
428.34

427.65

413.83

409.7

2011-20122012-20132013-20142014-20152015-20162016-2017

Actual FTEs per Financial Year
FTES
404.4

416.01

408.2

404.2
365.7

2011/2012

2012/2013

2013/2014

2014/2015

2015/2016

352.83

2016/2017
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Overall LTO by Financial Year

LTO per Financial Year
Year
2011-2012
2012-2013
2013-2014
2014-2015
2015-2016
2016-2017

LTO

LTO
14.50%
14.90%
12.70%
15.10%
22.00%
18.80%

22.00%
14.50%

14.90%

2011-2012

2012-2013

2013-2014

LTO
12.30%
12.20%
7.90%
9.20%
12.00%
16.00%

2014-2015

2015-2016

2016-2017

Voluntary LTO by Financial Year

Voluntary LTO by Financial Year
Year
2011-2012
2012-2013
2013-2014
2014-2015
2015-2016
2016-2017

12.70%

18.80%

15.10%

LTO
16.00%
12.30%

12.20%
7.90%

2011-2012

2012-2013

2013-2014

9.20%

2014-2015

12.00%

2015-2016

2016-2017
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Tenure rates by Financial Year
Tenure in
Year
Yrs
2011-2012
8.41
2012-2013
8.45
2013-2014
8.64
2014-2015
9.48
2015-2016
9.68
2016-2017
10.27

Tenure by Financial Yr
Tenure in Yrs
8.41

8.45

Ave Age
44.78
45.31
45.49
46.87
47.31
48.45

9.68

10.27

2011-2012 2012-2013 2013-2014 2014-2015 2015-2016 2016-2017

Ave Age

Ave Age by Financial Year
Year
2011-2012
2012-2013
2013-2014
2014-2015
2015-2016
2016-2017

9.48

8.64

Ave Age
44.78

45.31

45.49

46.87

47.31

48.45

2011-2012 2012-2013 2013-2014 2014-2015 2015-2016 2016-2017
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Attachment 6 – Generational Profile by Unit

Generations by Unit
35
30
25
20
15

Builder
Baby Boomer

10
5

X
Y
Z

0

43

Attachment 7 - Organisational Generational Profile

Gen
Z

Unit

Builder

Baby
Boomer

Gen
X

Gen
Y

BUSINESS IMPROVEMENT

0

1

1

0

COMMUNITY LIFE

0

18

19

13

0

COMPLIANCE Total

0

9

10

5

0

CULTURE & LEISURE

1

33

21

22

0

CUSTOMER SERVICE

1

10

3

1

0

DESIGN SERVICES

0

4

5

9

0

ENVIRONMENT

0

12

16

6

0

EXECUTIVE

0

4

3

0

0

FINANCE

1

8

4

4

0

GOVERNANCE & POLICY

1

3

0

0

0

INFORMATION SERVICES

0

1

12

8

0

INTERNAL AUDIT

0

1

3

0

0

MEDIA MARKETING &
EVENTS
PLANNING

0

0

2

6

0

0

15

11

1

0

PROJECT MGMT OFFICE

0

1

0

1

0

PROPERTY &
CONSTRUCTION
STRAT. HUMAN RESOURCES

0

7

2

2

0

0

5

3

1

0

STRAT/ASSETS/PARTNERING

0

1

0

1

0

WORKS UNIT

0

31

21

3

0

Grand Total

4

164

136

83

0

Generational Profile of Council

0

0.00%

1.03%

Builder

21.45%

Baby Boomer
42.38%

X
Y
Z

35.14%
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Attachment 8 - Average Age by Unit 30 June 2017
Branch

Age

BUSINESS IMPROVEMENT

47.80

COMMUNITY LIFE

45.34

COMPLIANCE

48.84

CULTURE & LEISURE

47.37

CUSTOMER SERVICE

55.81

DESIGN SERVICES

41.10

ENVIRONMENT

46.40

EXECUTIVE

54.64

FINANCE

51.36

GOVERNANCE & POLICY

65.80

INFORMATION SERVICES

39.58

INTERNAL AUDIT

50.72

MEDIA MARKETING & EVENTS

35.44

PLANNING

54.46

PROJECT MGMT OFFICE

47.98

PROPERTY & CONSTRUCTION

52.52

STRAT. HUMAN RESOURCES

48.27

STRAT/ASSETS/PARTNERING

45.65

WORKS UNIT Average

52.86

COUNCIL

48.45

Average Age by Branch and Significant Group
70.00
60.00
50.00
40.00
30.00
20.00
10.00
0.00
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Attachment 9 – Staff Over 50

Unit

Over
50

BUSINESS IMPROVEMENT

1

COMMUNITY LIFE

20

COMPLIANCE

14

CULTURE & LEISURE

37

CUSTOMER SERVICE

12

DESIGN SERVICES

5

ENVIRONMENT

15

EXECUTIVE

6

FINANCE

11

GOVERNANCE & POLICY

4

INFORMATION SERVICES

3

INTERNAL AUDIT

2

MEDIA MARKETING & EVENTS

0

PLANNING

18

PROJECT MGMT OFFICE

1

PROPERTY & CONSTRUCTION

7

STRAT. HUMAN RESOURCES

6

STRAT/ASSETS/PARTNERING

1

WORKS UNIT

39

Average Age by Unit
70.00
60.00
50.00
40.00
30.00
20.00
10.00
0.00
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Attachment 10 – Average Tenure by Unit
Unit

Tenure

Average Tenure by Branch and Significant Group

BUSINESS IMPROVEMENT

9.10

COMMUNITY LIFE

6.83

20.00

COMPLIANCE

9.72

CULTURE & LEISURE

7.55

18.00

CUSTOMER SERVICE

10.83

DESIGN SERVICES

9.44

14.00

ENVIRONMENT

11.64

12.00

EXECUTIVE

5.52

FINANCE

11.29

GOVERNANCE & POLICY

9.52

INFORMATION SERVICES

8.96

6.00

INTERNAL AUDIT

5.42

4.00

MEDIA MARKETING & EVENTS 4.79
PLANNING

13.99

PROJECT MGMT OFFICE

1.36

PROPERTY & CONSTRUCTION

11.45

STRAT. HUMAN RESOURCES

10.12

STRAT/ASSETS/PARTNERING

0.39

WORKS UNIT

17.39

COUNCIL

10.27

16.00

10.00
8.00

2.00
0.00
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Attachment 11 – Gender Profile by Unit
Unit

M

F
90

BUSINESS IMPROVEMENT

1

1

COMMUNITY LIFE

7

43

COMPLIANCE

20

4

CULTURE & LEISURE

18

59

70

CUSTOMER SERVICE

1

14

DESIGN SERVICES

16

2

60

ENVIRONMENT

21

13

EXECUTIVE

2

5

40

FINANCE

5

12

GOVERNANCE & POLICY

2

2

30

F

INFORMATION SERVICES

11

10

20

M

INTERNAL AUDIT

3

1

10

MEDIA MARKETING & EVENTS 2

6

PLANNING

12

15

0

PROJECT MGMT OFFICE

2

PROPERTY & CONSTRUCTION

10

1

STRAT. HUMAN RESOURCES

2

7

STRAT/ASSETS/PARTNERING

1

1

WORKS UNIT

52

3

COUNCIL

188

199

80

50
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Attachment 12 – Employment Type

UNIT

CONTRACT EXECUTIVE

CONTRACT
- TRP

CONTRACT
STAFF

BUSINESS IMPROVEMENT

PERMANENT
FULLTIME

PERMANENT
PART TIME

TEMPORARY
PART TIME

TOTAL

2

COMMUNITY LIFE

3

COMPLIANCE

27

2
17

2

1

3

1

24

CULTURE & LEISURE

51

20

7

8

DESIGN SERVICES

1

17

ENVIRONMENT

4

25

CUSTOMER SERVICE

3
1

INTERNAL AUDIT

18
5

34

1

7

14

2

3

1

4

1

18

2

21

GOVERNANCE & POLICY
INFORMATION SERVICES

77
15

4

FINANCE

50
24

2

EXECUTIVE

TEMPORARY
FULLTIME

17

2

1

MEDIA MARKETING & EVENTS

1

6

1

8

PLANNING

1

21

5

27

PROJECT MGMT OFFICE
PROPERTY & CONSTRUCTION
STRAT. HUMAN RESOURCES

2
11
2

1

2

WORKS UNIT
TOTALS

2
11
6

STRAT/ASSETS/PARTNERING

4

3

1

16

9
2

54

1

295

64

55
5

3

387
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Attachment 13 – Graph of Staff by Employment Type

90
80
70
60
50
40
30

TEMPORARY PART TIME
TEMPORARY FULLTIME
PERMANENT PART TIME
PERMANENT FULLTIME

20

CONTRACT STAFF

10

CONTRACT - TRP

0

CONTRACT - EXECUTIVE
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Attachment 14 – External Labour Supply Analysis
It is important to note that the skills shortages described below are not unique to Willoughby Council but to our possible merging partners as well. Although
merging councils may mitigate the immediate risks to many of the list skills shortages, it is still important to take additional steps to address the shortages.
Below is a summary of the groupings used when assessing the supply of a particular skill set. The groupings use the Australian Standards and include:
Category 1 – Easy to fill
These roles/job groups are relatively easy to fill and have not been included in the analysis.
Category 2 – Recruitment difficulty
This occurs when some employers have difficulty filling vacancies for an occupation. There may be adequate supply of skilled workers but some employers are
unable to attract and recruit sufficient numbers of suitable workers for a number of reasons including a requirement for specific experience or specialist skills,
difference in hours of work required by the employer and those sought by applicants, image of the industry, or location/transport issues.
Category 3 – Critical shortage
These roles are identified as part of a global or national shortage (i.e. there are not enough people with qualifications and skills to fill the vacancies). This category
also includes positions within an organisation that have a long lead time.
Category 2 – Job roles that exist with Council include:
 Childcare Workers – although there are no shortages of diploma trained and Certificate III childcare workers a small number of Sydney employers offering
long day care services were not able to fill their vacancies.
 Early Childhood Teachers – this has improved since 2010 when there were critical shortages. On average there are five qualified applicants for each
position. Unfilled vacancies, however, are concentrated in Long Day Care Centres. Candidates not considered suitable fall into three main categories.
They do not have the appropriate qualification, they did not interview well, or they lack the required experience. This is likely to be exacerbated in the
short term due to a drop of 12.8% in recent graduates. Longer term, the situation should improve as student commencements improved by 16.5 % in
2015
 Civil Engineers – this has improved since 2010 when there was a critical shortage. There is an average of 37 applicants per vacancy in the industry
generally with an average of just over two applicants per vacancy being considered suitable. Supply to the industry has risen in recent years. It is
estimated that about 510 persons completed civil engineering bachelor degrees in NSW universities in 2013. This was a 19% increase on the average of
the previous three years
 Accountants – recruitment difficulty for accountants with four or more years’ experience
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 Building Surveyors – in 2015 the Australian Institute of Building Surveyors stated that Australia was experiencing a shortage of Building Surveyors and that
this situation could continue for some time with a large number of current practitioners nearing retirement age
Category 3 – Job roles identified in Council include:
 Traffic/Transport Engineer – although engineering generally has moved to category 2, a number of local government employers and consultancy firms are
unable to fill, or had difficulty filling positions
 Surveyors – shortages of surveyors are evident in Sydney and regional NSW. Only 30% of vacancies are filled in the first attempt. There was an average of
five applicants per vacancy, of which an average 0.3 per vacancy were considered suitable by employers. In 2015, 40% of vacancies, failed to attract
suitable candidates
 Motor Mechanics – there are shortages of light vehicle mechanics in metropolitan Sydney
 Arborists – Shortages are evident for qualified, ticketed and experienced Arborists
 Plumbers – shortages are evident in Sydney and regional NSW
 Sheetmetal workers – there is a shortage of Sheetmetal trades workers in Sydney, with just one in three vacancies being filled
A comprehensive gap analysis is not possible until the situation regarding the potential merger is clarified. However, this analysis is still useful as partnering
councils are likely to face similar workforce planning risks which may become risks for the new entity. The areas of concern can be addressed in the new entity’s
Workforce Plan.
In the longer term, we must consider the fact that 42.38% of the current workforce belongs to the Baby Boomer Generation. This could have a major impact on a
newly merged council’s ability to secure a workforce with the skills and numbers to fulfil its future delivery programs at the right cost. The issue of positions with
long lead times to become effectively productive, and positions requiring unique and difficult-to-find skills, also require careful consideration.
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