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Acknowledgement of Country

We acknowledge the Traditional Custodians of this land, the Darug and GuriNgai peoples, and pay respect to their Ancestors

and Elders past and present and to their Heritage. We acknowledge and uphold their intrinsic connections and continuing
relationships to Country.
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Foreword

The last two years have seen unprecedented change for workplaces everywhere, and local government is no exception. We've
experienced the sudden shift to working from home full-time for many of our people due to necessity, and now the return to a
hybrid office/working from home model for the flexibility in our work life balance we all value.

The effects of the pandemic and rapid change have also significantly impacted our customer-facing and field-based teams.

More than ever, it is important we plan for our future workforce. This transformational plan seeks to support Council in
addressing the needs of our community over the next four years, by guiding our approach to recruitment, development and
retention of a high performing workforce.

While it is a legislative requirement and an important element in delivering Council’s Delivery Program and Operational Plan and
Community Strategic Plan, it is also our opportunity to articulate our vision for the people we employ and aim to employ in the
coming years. We already have great people in our organisation. This plan will support our vision to be a great organisation.

I am grateful to the staff who have helped to develop this plan, and to those who will implement its actions over the coming
years.

I’'m confident this plan will help guide our future decision making, ensuring that the staff we manage, engage and develop are

the very best we need to deliver exceptional service to the Hornsby Shire community.

Steven Head
General Manager
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1 Our plan for our workforce

The Workforce Management Plan is a mandatory requirement under the Integrated Planning and Reporting (IP&R) framework
and is intended to address the human resourcing requirements of Council’s Delivery Program.

It has been developed by Hornsby Shire Council to ensure it has the capacity and capability to deliver on its goals and
objectives over the coming four years. It takes into account the anticipated workload drivers over this timeframe including the
delivery of a number of major works projects and the evolving nature of the work environment in response to the COVID-19
pandemic.

How it was developed

In September 2021, engagement commenced with Council’s Executive Committee and managers. The purpose of this
engagement was to gain an understanding of Council’s strategic direction, workload drivers, capacity and capability gaps and
other contextual insights. Industry research and analysis of workforce and demographic data has also informed this process,
including consideration of external trends that might affect Council in the next four years.

The Plan was developed via a series of activities:
= One-on-one interviews with Council’s Executive Committee
=  Workshop with Executive Committee
=  One-on-one interviews with managers across Council’s five divisions
= Workshop with Executive Committee and managers
=  Supply and demand analysis of workforce data
= Assessment of future trends for local government
=  Validation workshop with Executive Committee

Feedback, analysis and research has heavily informed the development of this document and ensures that the objectives,
actions and measures identified are relevant to Council and reflective of the organisation’s current and future operating context.

What it includes

The Plan includes a snapshot of the current workforce, demographics of the Hornsby community and an employment
proposition that reflects the workforce Council seeks to retain and attract. It considers external and internal trends and how
Council might respond to these drivers of change in the future. The strategic objectives and corresponding actions and
measures clearly articulate what is needed to attract and retain the workforce requirements of Council over the next four years.
This document excludes processes which are part of HR services, instead identifying a suite of carefully developed strategies
that address external pressures and underlying challenges for Council. Alongside the strategic objectives and actions in the
Plan, Council will continue to deliver key operational human resource functions, including: performance management,
remuneration framework, recruitment, learning and development, health and safety, grievance management, and employee and
industrial relations.

How it should be used

The Plan will guide Council's overall approach to recruitment, staff progression and development, and succession planning over
the next four years. It is a practical and live document which will be used by all executives, managers and supervisors within
Council. The Plan is integrated in the IP&R process, with progress measures drawing on our staff engagement and community
satisfaction feedback processes. It should be considered in conjunction with Council’s Long Term Financial Plan and Asset
Management Plan, that form the overall Resourcing Strategy for Council. Importantly, this document will be regularly monitored
and adjusted when required in response to new workforce challenges.
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2 Our values

Our values underpin all that we do; they provide us with a shared vision of who we are and what we stand for as an
organisation.

Service

We provide a helpful and efficient service. We are local and know the neighbourhood.

Trust

We are fair and reasonable. We are mindful of the best interest of all stakeholders in the decisions we make.

Respect

We listen and encourage open and transparent communication. We are respectful of all views.

Innovative

We are resourceful and incorporate sustainable work practices. We seek to be innovative and do things better across all facets
of our operations.
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3 Our people
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SNAPSHOT - HORNSBY LGA
(2016 ABS)

There is a larger proportion of high-income
earners in Hornsby LGA with

o)
!qgeéoe 37% of households

earning over $S2500 per week,

in population predicted to 2036 compared with 28% in Greater Sydney

highly educated with

The Hornsby LGA is 38% in the LGA holding a bachelor's

of people

degree or higher qualification

A large proportion (68%) of
employed residents

travel outside
the LGA to work

however with working fromm home expected
to continue there will be increased demand
and pressure on local amenities and services

31.1%

of people

spoke a language other than English at
home (Mandarin, Cantonese and Korean)
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4 Qur future

Over the next four years, Council will embark on designing our culture to be an innovative, customer centric organisation
prepared to meet the challenges of the future with dynamic and flexible approaches. The following statements were informed by

staff feedback as well as research to understand external trends affecting local government.

To respond to the challenges of the future we will:

Deliver sustainable work programs

There is a drive to reconsider how
Council services and work programs
are delivered and understand how
sustainability measures could be
incorporated to reduce emissions
and environmental impacts. We will
play an active role in the transition
to net zero and building a more
resilient community.

Adopt digital solutions

The pandemic has accelerated

the adoption of digital solutions

and there are increasing customer
expectations around the use of

new technologies to create better
experiences. Online service delivery
and self-service will become
standard place so that customers can
enjoy the ease and efficiency that the
adoption of technology offers.

Embrace new and enhanced skills
in the workforce

Automation and digital
augmentation will change the
nature of work and redefine the
composition of the workforce,
presenting an important opportunity
to innovate and evolve.

Build a capabile, fit for purpose
workforce

Council is embarking on an exciting
period over the next four years and
beyond, with some of the largest
projects in its history already in

the pipeline and a number of new
strategies and policies to implement.
We will continue to identify skills
gaps, up-skill internal staff where
appropriate and recruit a capable, fit-
for purpose workforce.

O @ O @

Plan for an ageing workforce

The local government workforce is
considerably older than the general
Australian workforce, with declining
participation under 30. We will succession
plan, engage future leaders across the
organisation and ensure that knowledge
and skills-sharing opportunities are
embedded in every-day work.

Respond to changing community needs

The area is becoming increasingly
diverse with 37 percent of residents born
overseas while a growing population is
also increasing demand. Council's front-
line services will adapt and respond

to changing demographics within the
community.

Attract and retain the best talent

There are certain prominent skills and
training gaps facing local government
creating a highly competitive recruitment
market. We will be clear on our
employment proposition, differentiate
our organisation for its unique set

of values and embrace flexible work
approaches to attract and retain the best
talent.

Remain flexible and adaptive

Responsibilities of local government
will continue to increase as part of

a devolution of services from state
government, specifically in areas like
waste management and community
services, circular economy and net zero
targets, smart cities, roads and transport
infrastructure, natural disaster resilience
and pandemic recovery. We will remain
flexible and adaptive in response, seeking
out innovative approaches and building
internal capacity and capability where
possible.
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5 Our employment proposition

Our greatest strength is our staff. Our employment proposition is what sets Hornsby Shire Council apart and attracts new
employees who have goals and values that match those of the organisation.

Career Culture Flexibility
We create opportunities We offer roles which have We value work life balance,
for you to continuously purpose. We build strong and promote flexible
improve, learn and grow, trusting relationships based work arrangements to
working with leaders in on honesty and openness. meet the needs of our staff
your field. You are empowered to and our customers.

make decisions.

Work environment Remuneration
We offer a friendly, supportive and We recognise the importance of every
inclusive workplace that encourages role, Our salaries are benchmarked
ideas and new solutions. Hornsby against comparable councils for
is centrally located supporting easy fairness and transparency, and we
access from a number of nearby areas. recognise great work.
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6 Our strategic objectives

Our strategic objectives have been identified to guide workforce planning at Hornsby Shire Council over the next four years.
They reflect the priorities for Council in order to attract and retain the workforce needed to meet the expectations of the
community as outlined in the Community Strategic Plan and Delivery Program.

Focus area

Culture

Leadership

Workplace flexibility

Customer and community
service

Strategic objective

1. Reaffirm our values and embed the desired workplace culture and behaviours for
Hornsby Shire Council

2. Enable our leaders to grow a diverse and engaged workforce that meets community and
organisational expectations

3. Support a stable work environment that promotes flexibility as a feature of our
employment proposition

4. Champion a customer and community service approach

Workforce Management Plan
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/ Our game-changers

For each of our strategic objectives, we have identified high priority actions that go beyond business-as-usual workforce
management. These are actions that have been carefully developed in consultation with Council staff to guide our workforce
planning over the next four years. Implementation has been phased to reflect the resourcing and capacity of staff to deliver.
Measures have been identified to indicate Council’s progress in addressing each objective.

1. Culture

Strategic objective: Reaffirm our values and embed the desired workplace culture and behaviours for
Hornsby Shire Council

HIGH PRIORTIY ACTIONS Year of commencement

1.1 Develop and implement an Organisational Culture Program with results monitored
annually

1.2 Drive a culture of high performance, to support the future workforce and future
workplaces of Hornsby Shire Council

1.3 Embed values and positive behaviours in employment contracts and performance
framework

1.4 Strengthen and promote Employment Proposition to attract and retain talent

Measurement tools:

=  Organisational diagnostics to establish baseline, then annual measurement

=  Annual climate and culture survey to measure integration of values, shared language about culture and desired
behaviours

= Annual performance review framework to include review and feedback against values and desired behaviours

=  Employee engagement surveys

2. Leadership

Strategic objective: Enable our leaders to grow a diverse and engaged workforce that meets community and
organisational expectations

HIGH PRIORTIY ACTIONS Year of commencement

2.1 Develop Corporate Vision and Strategy to communicate clear directions, galvanise
leadership, and provide certainty and accountability

2.2 Reinvigorate Leadership Development Program to leverage diverse perspectives
across the leadership team

2.3 Develop and implement Talent Management Framework incorporating: career
pathways; critical leadership role identification; succession planning; access to
leadership development for emerging leaders; tactical recruitment and retention
strategies for key roles

2.4 Implement initiatives that promote workforce diversity and support a positive
organisational culture and performance

Workforce Management Plan 11



Measurement tools:

=  Annual 360-degree leadership review
= Progression opportunities identified and implemented year on year

=  Employee engagement survey — including positive behavioural indicators for leadership and internal customer
experience feedback

= Attraction and retention data
= Workforce profile year on year

=  Annual performance review framework to include review of succession planning and positive behaviours towards
inclusivity

3. Workplace flexibility

Strategic objective: Support a stable work environment that promotes flexibility as a feature of our

employment proposition

HIGH PRIORTIY ACTIONS Year of commencement

3.1 Review flexible work policies to meet staff needs and maintain a high standard of
customer experience

3.2 Develop a change program to support a transition to a new workplace and agile work
practices

3.3 Invest in building digital capabilities to ensure remote access to work platforms and
seamless customer experience

Measurement tools:

=  Annual performance review framework to include review and feedback against positive behaviours towards flexible
work policies, agile work practices and collaboration

= Employee engagement surveys — including perceptions of collaboration
= Customer satisfaction survey (external)

= Customer satisfaction survey (internal)
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4. Customer and community service

Strategic objective: Champion a customer and community service approach

HIGH PRIORTIY ACTIONS Year of commencement

4.1 Develop and implement a Customer Experience Charter that reflects Council’s diverse
customers and stakeholders

4.2 Promote and invest in customer experience behaviour training

4.3 Review organisational structure that enables best customer and community outcomes
(internal and external) *review will happen in year one and three

4.4 Embed customer experience KPIs in performance management framework

4.5 Re-invigorate the STRIVE awards to encourage and reward staff-led innovation that
improves customer experience and service delivery

4.6 Promote and invest in community engagement approaches across the organisation

Measurement tools:

= Annual performance review framework to include review and feedback of positive behaviours towards customer
experience, community engagement and innovation

= Employee engagement surveys — including internal customer experience feedback and staff perceptions of
purpose

= Customer satisfaction survey (external)
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8 What success looks like

We will know we’re achieving our ambitions under the Plan because our staff are strongly engaged and supported, enjoying a
real sense of purpose and connection to Council’s direction and objectives. Staff are proud to work at Council and are confident
to promote our employment proposition to others. Our leaders role model diverse perspectives to set clear directions for the
benefit of the whole organisation, our customers and our community.

We will have elevated attention to culture and values, creating a shared language to make this a regular part of our work
environment. We take every opportunity to promote our culture and values, including through staff progression and
development, our performance review framework, and our recruitment activities.

We will have crystalised what workplace flexibility means to us, acknowledging that it means different things to different people.
We offer tailored options to individuals which reflect their priorities, and our leaders confidently manage the balance between the
needs of staff, colleagues, customers and community. Workplace flexibility is one of the top reasons our staff want to stay, and
a key driver of successful recruitment.

We will have refreshed our approach to delivering services to our customers and community. We recognise that Council
operates in a complex stakeholder environment, and we are adept at managing diverse relationships and the tensions between
different interests. We engage with community in new ways, across all parts of the organisation, leading to a richer
understanding of community priorities.
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NEED HELP?

This document contains important information. If you do not understand it, please call the Translating and Interpreting
Service on 131 450. Ask them to phone 9847 6666 on your behalf to contact Hornsby Shire Council. Council’s
business hours are Monday.:to. Friday, 8.30am-5pm.

Chinese Simplified
BEHG?

AXHEEBETEENER. WREEREMR L, BEEI131 40K RZEFEEERSH L. BHNREZR
9847 66668% ZHornsbyAl il <. BBINE TERN B ABR—ZFH, £ £8:30- TH5=.

Chinese Traditional
EEHEE ?

AXHEETEENER - WREBAREMZE > FHE131 400B BEZREZRBEH L - BLPREHE
9847 6666HF ¥ HornsbyEfim & & mIVEE#F'ﬂ%H ZRFEA > B E£830- T45% -

German
Brauchen Sie Hilfe?

Dieses Dokument enthalt wichtige Informationen. Wenn Sie es nicht verstehen, rufen Sie bitte den Ubersetzer- und
Dolmetscherdienst unter 131 450 an. Bitten Sie ihn darum, fir Sie den Hornsby Shire Council unter der Nummer
9847 6666 zu kontaktieren. Die Geschéaftszeiten der Stadtverwaltung sind Montag bis Freitag, 8.30-17 Uhr.

Hindi
FT STTehT GTAAT i STALAHAT §2

TH TEATAW § Gged Ul STl &1 T g1 ATS 3T 9 F0A 7 970, 1 F934T 131 450 97 AT 3T FATIOAT HaT &l FHiel HLl
I AT AT FTSRA T T FeA o6 fo7 Seht 37T & 9847 6666 U BT F¥e FT AT Fi¥| TS 6 FTIhTel K FHT
THAT | IHATL, gag 8.30 Tol-ATH 5 &of d 5

Korean

TE0| 2R3IIALI?

= Moz st AL ZaEo] JAELICE olali7F = X| et= LHE0| U2A|H, S A MH| A (Translating and
Interpreting Service) 2 M3t A (131 4508) #5tE CHAlSlo| E=H| M 7250l 5}(9847 6666 )E Z
SEtD QYSIMAIL. IR =2l FAIZI2 E2U~-32Y 27 8A| 302~2F 5A|H o

Tagalog

Kailangan ng tulong?

Itong dokumento ay naglalaman ng mahalagang impormasyon. Kung hindi ninyo naiintindihan, pakitawagan ang
Serbisyo sa Pagsasalinwika at Pag-iinterprete (Translating and Interpreting Service) sa 131 450. Hilingin sa kanilang
tawagan ang 9847 6666 para sa inyo upang kontakin ang Hornsby Shire Council. Ang oras ng opisina ng Council ay
Lunes hanggang Biyernes, 8.30n.u.-5n.h.



Hornsby Shire Council
ABN 20 706 996 972

Contact us

PO Box 37

Hornsby NSW 1630

Phone: (02) 9847 6666

Fax: (02) 9847 6999

Email: hsc@hornsby.nsw.gov.au
hornsby.nsw.gov.au

Visit us
Hornsby Shire Council Administration Centre
296 Peats Ferry Road, Hornsby NSW 2077

Office hours: Please check the website for the latest
opening hours for the Customer Service Centre and
Duty Officer.

Disclaimer

Every effort has been made to provide accurate and
complete information. However, the authors assume

no responsibility for any direct, indirect, incidental, or
consequential damages arising from the use of information
in this document.

Copyright Notice

No part of this publication may be reproduced in any form,
or stored in a database or retrieval system, or transmitted
or distributed in any form by any means, electronic,
mechanical photocopying, recording, or otherwise without
written permission from Hornsby Shire Council.

All rights reserved.

Copyright © 2022, Hornsby Shire Council
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