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Mosman Council is a diverse organisation that operates across a range of industry sectors. We 
provide a broad range of services to the community, from human related services (support for 
aged and disabled, child care, library, art gallery) to design and construction services (roads and 
traffic development and planning) and recreation services (Marie Bashir Mosman Sports Centre, 
Mosman Drill Hall, and parks and reserves). To deliver such a range of services, we require a 
diverse workforce with varied skills, qualifications and experience. These include specialist 
technicians such as environmental scientists, engineers and town planners, as well as people 
who deliver frontline services and maintain local amenities on a daily basis.

To ensure Mosman Council is best servicing the needs of the community we regularly monitor 
our workforce profile.

Mosman Council employs 176 full time equivalent staff to service the needs of the community. 
61.5% of our employees are Female, the average age is 39 years and 12.5% of staff live within 
Mosman.

Our mix of employment type reflects Council’s support for family friendly employment 
practices, with 9.9% of staff working part time and 63.8% working full time. 58% of the 
organisation has worked here 5 years or more, and 33% of staff have worked at Council for 
more than 10 years.

1  
Executive Summary
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The Workforce Plan identifies challenges that 
this workforce may present Council with over the 
coming years, highlighting areas that need to be 
monitored and managed.

At Mosman Council, these include:

 �An ageing workforce: 40.9% of employees are 
50 years and over, and 17.2% are 60 years and 
over. Multiple retirements over coming years 
will present challenges including the risk of lost 
corporate knowledge and experience.
 � Skills shortages in the marketplace.
 � Technological change. 
 �Attraction: Ensuring we are attracting the right 
candidates to Mosman Council.
 �Retention: Ensuring we are able to retain the 
right people with the required skills, experience 
and organisational fit.
 �Changes in the community’s demand for 
services. 

WORKFORCE PLAN

The Workforce Plan details the key strategies 
underway to mitigate the potential risks in the 
workforce profile, to enable successful delivery of 
MOSPLAN objectives.

Strategies to overcome these challenges include:

1  Focus on talent identification and management, 
mentoring, leadership development and 
succession planning.

2  Performance planning and management around 
workforce capability and skill gap analysis.

3  Focus on transfer of knowledge, multi-skilling, 
promoting professional development and training 
opportunities for staff.

4  Improving on careers advertising and marketing.
5  Continuing to foster a culture of fairness and 

equity, with support of EEO groups including 
people from culturally diverse backgrounds and 
people with a disability.

6  Striving to be an employer of choice.
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Workforce Planning is the continuous process of shaping the workforce to ensure it is capable of 
delivering the organisation’s objectives now and in the future.

An effective workforce management strategy provides an organisation with the best people to 
achieve its strategic direction, through the development of innovative approaches to complex 
human resource issues and delivery of effective and efficient services.

The benefits of workforce planning outweigh mere legislative compliance. Workforce planning 
assists Council to plan for the future, anticipate change and manage its workforce to meet 
business goals and objectives. It aims to avoid crisis management, such as talent surpluses or 
shortages, by identifying potential changes and contingencies in advance.

In practice it involves:

 �Developing a profile of the current workforce;
 � Identifying workforce issues (current and future);
 � Implementing policies and programs to address workforce issues which may include 
recruitment and retention strategies, talent identification and succession management; and
 �Monitoring and evaluating the effectiveness of workforce planning measures. 

Why is it important?
Mosman Council’s Workforce Plan 2018 - 2022 is important as it provides the framework 
for aligning resourcing needs with outcomes, goals and strategies in MOSPLAN, Council’s 
Community Strategic Plan. It is a key element of our Resourcing Strategy being both informed 
by and informing our Long Term Financial Planning and our Asset Management Plan.

The Workforce Plan sets out the issues, evidence and strategies required to deliver a sustainable 
workforce, capable of maintaining high quality services to our community over the next 4 years. 
We have developed strategies to address attraction and retention of staff.

Our Plan also aims to influence how our workforce is skilled, trained and developed in the future, 
aligning the Delivery Program and Community Strategic Plan with the right people to ensure 
community expectations are met and the work is delivered.

2  
What is Workforce Planning?
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How does the Workforce Plan 
Relate to Council’s Other Strategic 
Documents?
MOSPLAN - Mosman Council’s 
Community Strategic Plan
Council’s Community Strategic Plan is known as 
MOSPLAN. The current version of MOSPLAN 2013-
2023 was adopted by Council on 4 June 2013, 
with a draft MOSPLAN 2018-2028 currently on 
exhibition.

The purpose of MOSPLAN is to set the direction 
of the Council so that the community’s needs and 
expectations are met in a planned, co-ordinated 
and cost-effective manner.

The current MOSPLAN is divided into four themes, 
Social, Environment, Economic and Governance. 
This structure will be replaced in the new 
MOSPLAN 2018-2028 with 7 Strategic Directions. 
These themes and strategic directions link 
directly to the Delivery Program and Operational 
Plan, which detail how Council will deliver on 
community aspirations over three years and one 
year periods.

MOSPLAN is based on a clear vision for Mosman’s 
future and how Council will help deliver that future 
in partnership with our community. MOSPLAN 
aims to bring this vision to life, to provide a great 
place for current and future residents to enjoy.

Council’s vision for Mosman, detailed in the draft 
MOSPLAN 2018-2028 is: 

“A vibrant habourside village where community, 
lifestyle and heritage are valued and where 
residents feel safe and connected”.

Our Values, as detailed in MOSPLAN are:

 � Integrity
 � Leadership 
 � Transparency
 � Inclusiveness
 � Service
 �Respect

Resourcing Strategy
MOSPLAN provides a mechanism for expressing 
Mosman’s Community Strategic Plan, Delivery 
Program and Operational Plan. These however, 
will not be achieved without sufficient resources 
which include people, assets, finances and time for 
implementation.

The Resourcing Strategy consists of three 
components:

 � Long Term Financial Planning
 �Asset Management Planning
 �Workforce Management Planning

The Resourcing Strategy focuses on ensuring there 
are adequate resources to deliver what is planned.

WORKFORCE PLAN
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The Workforce Plan is underpinned by the 
Workforce Planning framework. 

Figure 1: The Workforce Planning Framework

3  
The Workforce Planning Framework
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The key steps to Workforce Planning are as 
follows:

1  Workforce Analysis: Gather data and establish 
the profile of our existing workforce. This analysis 
includes gathering an understanding of current 
industry workforce trends.

2  Forecast Future Needs: Gather data and establish 
the future profile of our workforce based on the 
business direction over the mid to long term. This 
involves identifying changes to the service delivery 
requirements of our organisation, tying in closely 
to MOSPLAN.

3  Gap Analysis: Identify and analyse the gaps 
between our existing workforce and the expected 
future profile of our workforce. This involves 
identifying gaps between the demand for services 
and the supply of labour to meet those demands.

4  Develop Strategies and Action Plans: Establish 
strategies and action plans to overcome 
mismatched skills, labour supply or demand 
situations. This may involve upskilling staff, multi-
skilling staff, externally acquiring staff with specific 
skills, for example.

5  Implement Strategies: This is the implementation 
of the strategies, action plans, and associated 
initiatives in order to address the workforce gaps 
in order to maintain and or develop the capability 
and capacity of our workforce as required. The 
implementation of these strategies is integrated 
into the broader business planning and operational 
management activities of our organisation.

6  Monitor and review: This critical step is about 
monitoring and regularly reviewing the 
effectiveness of the improvements (strategies, 
initiatives etc) implemented. This is an ongoing 
process and is part of the continuous improvement 
culture at Mosman Council.

WORKFORCE PLAN
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Current Workforce  
Profile of Mosman Local  
Government Area
The Mosman Local Government Areas is an 
affluent area (44.5% high income households) 
with a highly educated labour force (65.6% 
hold qualifications). The average household 
income is high compared to Sydney, NSW 
and National averages.

Unemployment rates remain low in the 
Mosman area at 3.9%, below the NSW rate at 
6.3% and National rate of 6.9% (as at 2016).

The three largest industry sectors for 
employment of Mosman residents are 
Professional, Scientific and Technical Services 
(19.4%), Financial and Insurance Services 
(13.8%) followed by Health Care and Social 
Assistance (10.0%).

Overall there are significant differences 
between the Mosman resident labour 
force and the Sydney Statistical Division, as 
summarised to the right:

 �Occupation – relative to the Sydney region 
as a whole, a larger percentage of our 
residents are employed as Professionals 
(39.5%) and Managers (24.0%) with a 
smaller percentage as Trade Workers and 
Technicians (4.5%) and Labourers (2.1%).
 � Industry Sector – Mosman has a larger 
percentage of residents employed in 
Professional and Technical Services and a 
significantly lower percentage of residents 
engaged in Construction (4.0%) and 
Manufacturing (2.9%).
 �Qualifications – a higher percentage of 
Mosman residents (48.8% compared to 
28.3%) have Bachelor or higher Degrees 
and a smaller percentage have no 
qualification (24.1% compared to 37.7%).
 �Household Income – A larger proportion 
of households in Mosman have a high 
household income of $2500 per week 
or more (44.5%) compared with 28.3% 
for Sydney. A smaller proportion (2.7% 
compared to 5.5%) has a low household 
income (less than $650 per week).
 � Employment Containment – The total 
number of people that work in Mosman 
LGA is 14,570. Only 20.8% of the people 
who work in Mosman reside in Mosman 
also.

Note: All data as at 2016 Census from  
ABS.gov.au unless noted otherwise.

4  
Workforce Analysis
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Current Workforce Profile of Mosman Council (as at Jan 2018)
Mosman Council is a diverse organisation that operates across a range of industry sectors. We 
provide a broad range of services to the community, from human related services (support for aged 
and disabled, child care, library, art gallery) to design and construction services (roads and traffic 
development and planning) and recreation services (Marie Bashir Mosman Sports Centre, Mosman 
Drill Hall, and parks and reserves).

Mosman Council employs 183 permanent employees in a mix of full and part time employment. We 
are also supported by casual, seasonal or temporary staff, as determined by business need. Mosman 
Council employs 176 full time equivalent permanent staff to service the needs of the community.

To ensure Mosman Council is best servicing the needs of the community we regularly monitor our 
workforce profile.

WORKFORCE PLAN

Workforce Mix 

	Full Time 67.4%
	Part Time 10%
	Casual 22.6%

Employment Type
Our workforce is made up of 67.4% full time, 
9.9% part-time and 22.4% casual staff.

Gender
61.2% of our workforce is female and 38.8% is 
male. There are a greater number of females 
employed on a part time, casual, seasonal or 
temporary basis. Female representation is 
fairly good at the management and senior 
management level, with just under 50% of all 
Leadership Group positions held by females.

Gender 

	Female 61.2%
	Male 38.8%

67+10+23+H 61+39+H
PAGE  11



Age
The average age of our workforce is 39 years. While this is high when compared to the average 
age in the Sydney region, it is slightly younger than some of our neighbouring Councils. 
Employees less than 20 years of age make up only 1.3% of our workforce and 40.9% of our 
workforce are 50 years and over, and 17.2% are 60 years and over. 

These employees may be planning to retire in the short to medium term and so it will be critical 
to ensure contingency plans are in place and the transfer of corporate knowledge occurs before 
they retire.
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Employee Voluntary Turnover 
A desirable voluntary turnover rate is considered to be approximately 10% to 12% per annum. The 
following table summarises Council’s employee turnover between 2014 and 2017, which is higher than the 
overall local government sector average turnover rate of 11%. 

Turnover 2014 2015 2016 2017

% 8.8% 16.3% 12.5% 16.1%

Council’s turnover rate for 2014 was lower than the sector average. However, the high turnover rate 
between 2015 and 2017 (16.3%, 12.5% and 16.1% respectively), is reflective of skills shortages in particular 
fields and the uncertainty caused by possible forced Council amalgamations at this time. While a forced 
merger for Mosman Council has not transpired, retaining staff during this period was a significant 
challenge as it was difficult for some staff to deal with the prospect of change and/or the protracted 
uncertainty during the extended merger proposal period.

With regard to skills shortages, Council’s recruitment experience to date has identified that the following 
roles, as shown in the table below, fall into the ‘hard to recruit’ category. Positions that fall into this 
category require either specialist local government experience, specialist qualifications and/or are difficult 
to fill because of the very nature of the work or remuneration level, or distance to/from the workplace of 
likely candidates. 

Positions Department Reason/Comment

Building Compliance Environment and Planning Difficulty recruiting those with extensive 
experience 

Engineers - Traffic and Assets Environment and Planning Shortage of qualified candidates with local 
government experience

Town Planners Environment and Planning Overall shortage in supply 

Childrens and Youth Workers Commmunity Development 
Shortage in supply of candidates, rate of 
pay and challenges regarding travel to 
work 
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Years of Service
The average years of service is 7.5 years and median is 5 years. There is a large number of staff 
who have commenced with Mosman Council in the past 12 months, which gives rise to the need 
for a focus on appropriate training and development particularly for these members of staff, as 
well as others more generally.

Travel Distance
Often Councils draw a significant portion of their labour force from within their local area, 
however Mosman Council faces particular challenges as high housing prices preclude many 
employees from living within the local government area. As at January 2018, 12.5% of employees 
live within the Mosman area. Given Mosman’s geographic location only 6km from the Sydney 
GPO, we attract staff from all parts of greater Sydney including the Central Coast, Sydney’s 
Southern and Western Suburbs and the Blue Mountains regions. Travel times are, however, 
generally a significant detriment to many potential employees.
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Leave Entitlements 
One of the most significant indicators of an organisation’s strength and vitality can be measured 
through the level of unscheduled absences. The following table compares leave data and shows a 
slight increase in sick leave absenteeism and an inconsistent trend in carer’s leave over successive years. 
Analysis of the sick leave used reflects an increase in use by a small number of employees who are 
experiencing serious illness. 

Unscheduled Absences 2012 2013 2014 2015 2016 2017

Sick Leave Hrs 7192.14 7988.22 7304.04 8876.27 9094.11 9375.47

Carer's Leave Hrs 1947.02 1288.98 1426.51 1672.49 1536.32 1040.59

% Ordinary Contracted Hrs 3.10% 3.07% 2.89% 3.54% 3.47% 3.44%

EEO and Family Friendly Initiatives
Maintaining market competitiveness is essential to achieving the balance of attracting the right people 
with the right skills; it also has an impact on employment costs, through salary packages that reflect 
market rates and include market recognised incentives such as motor vehicles, flexible work practices and 
learning and development opportunities. Similarly, as some sub-groups of employees are remaining with 
Council for longer periods the challenge is to continue to motivate them throughout their employment. 
This can be accomplished through job sharing, encouraging employees with formal and informal learning 
opportunities such as mentoring and identifying projects and implementing working groups in which 
employees can participate.
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Summary of Workforce 
Challenges
An aging population Australia wide combined 
with changing employee expectations and 
community expectations pose a number of 
challenges to Mosman Council.

The key issues at Mosman Council that affect 
our workforce now and/or in the future are:

 �Ageing workforce: 40.9% of employees are 
50 years and over, and 17.2% are 60 years 
and over. Multiple retirements over the 
coming years present challenges including 
the risk of lost corporate knowledge.
 � Staff at Mosman Council have had 3 
General Managers in the space of 5 
years, and are looking forward to some 
leadership stability. While the workforce 
has enjoyed an opportunity for innovation 
and alignment with new goals, consistency 
allows for organisational growth and the 
establishment of an enriched culture.
 � Skills shortages in the market: Engineering, 
Childrens Services, Development/Town 
Planning and Building Surveyors are a few 
of the skills shortages in the market. It can 
be more difficult to recruit for these roles as 
a result.

 �Attraction: Ensuring we are attracting the 
right candidates to Council. With an ageing 
workforce and shrinking labour force, there 
is increasing competition for candidates. 
This is compounded by the fact that 
the majority of the peninsula’s Northern 
Beaches residents who travel outside their 
local area to work, travel to Sydney’s CBD 
and North Sydney, both of which are only a 
short distance from Mosman.
 �Retention: Ensuring we are able to retain 
the right people with the required skills, 
experience and organisational fit.
 � Increasing Employee Expectations: As 
generational changes occur, and employers 
compete for candidates, employee 
expectations from their employer increase. 
Flexible working arrangements and 
work/life balance tend to be increasingly 
expected in employment.
 �Changes in Our Community’s Demand for 
Particular Services: Council delivers services 
through 17 work sections/functions. 
Analysis and community consultation 
has shown that if Council is to meet the 
objectives and targets of the Community 
Strategic Plan, these services need to be 
maintained at their existing level, and some 
services will require enhancement in service 
levels.
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Mosman Council  
Workforce Analysis 
A SWOT analysis was undertaken in consultation 
with Council’s Leadership Group and 
commonalities were found in their assessments of 
the workforce across the organisation.

Common themes were as follows:

Strengths were reported as being customer service 
levels, corporate knowledge, role clarity and staff 
loyalty.

Weaknesses included few opportunities for 
internal progression due to Council’s size, lack 
of strategic thinking and staff attitudes towards 
change could be improved.

Opportunities included investing in further 
leadership development training, and organisation 
wide training in code of conduct, recruitment and 
selection skills, as well as job specific skills.

Empowering staff and increasing capacity to 
deliver, as well as continuing to improve focus 
on completion of annual performance and 
development planning and performance reviews. 

To improve efficiency and service levels, a focus 
on documenting processes is necessary. Service 
reviews, investing and fully utilising technology 
to improve efficiency teamed with succession 
planning and multi-skilling staff are opportunities 
to take Council forward.

Threats commonly included resourcing, namely 
people and budget. An ageing workforce is 
definitely a threat, with many staff retirements 
ahead, there is a risk of loss of corporate 
knowledge. Retention of skilled staff is a growing 
challenge, with many competing employers 
enhancing their value proposition to offer higher 
remuneration and more flexibility. As Mosman is 
small in size, in some instances corporate functions 
relying on one or two employees, there is a very 
real threat to business continuity. Needing to rely 
on a small pool of casuals to backfill direct service 
roles as required is a threat.

The biggest challenges in the next 5 years were 
reported as being turnover of staff over the next 
2 to 3 years - the ability to recruit, attract and 
retain staff within budget will be one of the largest 
challenges. Meeting flexibility requests of staff 
will also be a big challenge. Overall the ability to 
govern efficiently and up-skilling staff to meet 
Council’s needs will be big challenges over the next 
5 years.

These challenges can be overcome by training, 
service reviews, cultural change, communication 
with staff and understanding their expectations 
and needs. Re-organising teams may bring about 
greater efficiency. Utilising fixed term contracts for 
some roles to allow for succession and growth of 
staff may be a possible solution.

Staff will require skills to best utilise technological 
advances as they occur, using smart technology to 
improve services.

WORKFORCE PLAN
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Local Government Sector Workforce Trends
Australia is expected to experience significant demographic changes over the next few decades. 
By 2051, over 25% of the population will be aged over 65 years of age. 

Local Government as an industry is shaped largely by external factors, in the drive to provide 
services to meet the needs of the community. There is llikely to be an increased demand for 
community services including health and aged care services.

Due to the ageing workforce, Councils will have to compete in a tightening labour market as the 
older population retires from the labour force. Generational change will take place, and younger 
employees will have different expectations from their career and their employer. There is also a 
trend away from full-time work to part-time work and/or casual work and it is expected that this 
trend will continue to grow.

Political Environment
Functions from State and Federal Governments are, from time-to-time, devolved to Local 
Government, often with little funding to undertake such functions. The Government of the day 
also drives initiatives that will have long term impacts on the labour market. Examples of current 
areas of reform include the education sector and changes to the skilled migration program and 
population policy.

5 
Forecast Future Trends
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Technological Changes 
The emergence of mobile devices is expanding ‘mobility’ in the workplace and an increasing number of 
organisations are supporting the growing number of employees who use mobile devices such as smart 
phones and tablet devices to do their work at the office, at home and on site whilst travelling. Council has 
embraced the use of mobile devices, including providing tablet devices to Councillors to enable ‘paperless’ 
business papers and to outdoor staff working on site e.g. Rangers. The benefits of such devices can 
include increased employee responsiveness and decision making speed, resolving internal issues faster 
and increasing worker productivity. 

Demand for Council Services
Ongoing reviews of service levels, in consultation with the community are undertaken on a regular basis 
to ensure funding allocations are both justifiable and sustainable. Council periodically conducts surveys to 
determine community attitudes towards the services and facilities it provides. This provides Council with 
feedback about the quality and appropriateness of each of its services, and this information is used in the 
development of the Delivery Program. 

They key challenge for Council is to deliver affordable services at levels the community considers 
satisfactory, and which are supported by sustainable financial and human resource planning. 
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Summary of issues identified in gap analysis:

Ageing Workforce
In parts of our organisation there is a significant proportion of staff who are approaching 
retirement. Whilst many of these are in lower risk roles from a work health and safety 
perspective, some still operate in environments with high risk, repetition and heavy items such 
as the Library.

Risk management strategy includes undertaking a review of the functional risks of each role in 
the organisation utilising Council’s pre-employment medical provider and monitoring of all staff 
by managers.

Attraction and Selection of Skilled Staff
Attracting quality skilled staff to work at Council continues to be an ongoing challenge, 
particularly in areas of known skills market supply shortages. Despite great success in recruiting 
skilled and experienced staff, recruitment campaigns can often take longer and be more time 
consuming for those involved as a result. 

Improving the communication of the benefits of working for Mosman via the Council website, as 
well as using careers fairs to promote working in a council environment to younger graduates, 
particularly in areas of shortage such as engineers and building surveyors, town planners and 
child care workers, could be an option.

The Retention Rate
Due to the difficulty in attracting new staff to the industry, the retention of existing skilled staff is 
important. Council’s turnover has increased over the previous 12 months (up to Dec 2017) from 
12.5% to 16.1%. And although the financial outlook for 2017/18 is reported as still being uncertain, 
as 2018 progresses we may see more turnover. This is likely to be a result of staff who have 
recently gained new skills within Mosman Council seeking career progression elsewhere, as it 
may not be possible to satisfy this in a small council environment.

To prevent skilled staff leaving the organisation, we can promote internal learning opportunities 
through managers mentoring their staff, identifying new projects for individuals to participate in 
or manage (depending on skills, situation and ability) and perhaps even the ability to supervise 
a more junior member in the team to develop management experience.

Multiskilling employees and identifying “backup” staff for key roles in the organisation will 
be critical, coupled with the development or updating of standard operating processes and 
procedures, to maintain business continuity.

6 
Gap Analysis
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Technological Change
Mosman Council’s ability to adopt new technology and apply it to the local government environment can 
at times be quite challenging and limited by governance requirements.

Despite this, we have had great success in adopting new technology and continue to apply it to produce 
more efficient and effective Council practices. Financial resourcing is often a barrier, as well as having 
skilled people to advise, guide and implement such technologies successfully, whilst maintaining the 
operation.

This will continue to be a challenge, however with the dynamic mobile technological age we operate in, 
there is little choice but to adapt and adopt such technologies, in line with community expectations where 
feasible in order to reduce costs and increase efficiency in the longer term. We need to ensure that any 
changes are communicated clearly to staff and ensure staff are appropriately consulted and trained.

Increasing Employee Expectations
By fostering a work environment in which excellence is encouraged, recognised and celebrated and 
continuous learning is ‘the norm’, Council will be better equipped to satisfy employee expectations into 
the future. 

Existing Skill Gaps
Skill gaps have been identified in the short to medium term including asset management, project 
engineers, building surveyors and landscape architects. These skill areas can be difficult to recruit in.

Adapting to our Community’s Expectations
Research shows that organisations that invest in the learning and development of their employees realise 
higher productivity levels, increased satisfaction, improved morale and reduced absenteeism. Learning 
and development opportunities assist employees in realising their potential, whilst at the same time 
providing Council with a skilled, capable and flexible workforce that can effectively respond to changing 
business needs and that can maximise the benefits of technological advancements. 

The achievement of both the community and Council’s strategic goals and objectives can only be 
achieved by supporting, training and developing current employees and attracting new competent and 
qualified employees. In order to compete effectively with other employers in both the public and private 
sectors, employment branding, competitive salaries and other benefits need to be reviewed in line with 
policies and budget. 
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Mosman Council’s HR Strategy
Mosman has an open and transparent approach to workforce management and has a close 
working relationship with our neighbouring Council’s Human Resources teams. We welcome 
any opportunity to work on joint NSROC initiatives on workforce planning.

Mosman’s HR Strategy is:

To Align People, Culture and Organisation with Council’s Strategic Goals.

On these foundations lay the Principles of Customer and Value. That is, know who your 
customer is and understand what they value. By focussing on delivering what the customer 
values, you will be more successful in meeting the customer’s needs.

This is underpinned by the 3 core focus areas of the HR Strategy:

1  Talent
2  Culture and Capability
3  Continuous Improvement

7 
Strategies and Action Plans

Employee Attraction

Investment in New 
Technology

HR Policies and Processes

Process Simplification & 
Improvement

Organisation Design

Employee Engagement

Communication

Culture

Performance Planning 
and Management

Employee Retention

Leadership Development

Training, Learning & 
Development

Talent Identification & 
Management

Progression & Succession 
Planning & Management

Diversity
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EEO
Council recognises that the benefit of 
applying EEO principles to workforce 
planning include:

 �Maximising the potential recruitment pool 
available to Council
 �Greater diversity of thought and innovation
 �Council’s workforce better reflects the 
community it serves and in turn better 
understands the issues affecting the local 
community
 �Making Council’s programs accessible to its 
diverse community; and
 �Better achievement of the community’s 
aims as expressed in MOSPLAN.

8 
Other Strategies

This focus area also encompasses a number 
of initiatives addressing EEO groups’ 
participation in local government, including 
women’s participation in local government, 
particularly in leadership roles, as well as 
attracting and retaining both young workers, 
mature employees, those from a culturally 
diverse background and staff with a disability. 
Council will continue to generate inclusiveness 
for people via formal opportunities to fill 
roles, and employ trainees where needs arise 
and informal opportunities such as work 
experience and volunteer programs.

Council recognises the importance of valuing 
differences and maximising the benefits of 
diversity in a planned way.
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Focus Area Objective Action Plan Due Date

Talent Talent Identification and Support Provide leadership training to emerging leaders, 
implement mentoring program 

July 2018

Staff Retention Invest in new technology to target and attract 
skilled staff 
Further improve recruitment processes 
Participate in salary surveys to ensure competitive 
salaries are paid

July 2018

Review Reward and Recognition 
Program

Review methods for Reward and Recognition 
in place and develop clear, improved succinct 
guidelines for use

Ongoing

Review Budget allocations for 
Staff Learning and Development

Meet with Finance and discuss Workforce Plan 
outcomes and budget needs uncovered through 
gap analysis

Ongoing 

Enforce back up trained staff for 
all functions and documentation 
of all processes

All managers to be required to identify their 
back-up trained staff and document processes on 
a regular basis

Ongoing 
with biannual 
reviews

Skills mapping of staff to assist 
with succession planning

Use staff skills mapping matrix to assist with 
Back-Up identification and retention of corporate 
knowledge

Ongoing

9 
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Focus Area Objective Action Plan Due Date

Culture & 
Capability

Flexibility in the workplace Review and trial methods to enhance flexibility 
in the workplace to encourage attraction and 
retention of staff (subject to General Manager 
approval)

December 
2019

Employee engagement Continue action planning and schedule next 
engagement survey 
Promote Council’s values and corporate 
behaviours

April 2019

Continute to foster a culture of 
fairness and equity

Continue running superannuation and financial 
planning appointments for Council staff with 
super provider
Review EEO Policy and Management Plan

Ongoing

Review performance appraisal 
system

Review PDR system and implement 
improvements 

July 2019

Improve HR Intranet to improve 
accessibility and communication 
of information

Enhance HR Intranet to improve ability to 
communicate and accessibility of information

Ongoing 

Develop continuous improvement 
capability in staff

Education of staff on need to improve efficiency 
and tools to bring about a culture of continuous 
improvement

Ongoing 

Continuous 
Improvement

Organisational Efficiency Benchmark key HR performance metrics
Performance planning
Implementation of eRecruitment solution

August 2018

Mosman Council brand as a local 
Employer of Choice

Review and update HR corporate practices in line 
with best practice and changing legislation
Review Employer branding 

September 
2018

Up-to-date technology Investigate emerging technologies to assist in 
delivery of service, offer training opportunities 
(internal or external)

December 
2018

Opportunities for online learning 
and learning management system 
(LMS)

Conduct research on which providers other 
organisations are using

December 
2018

Improve accessibility of workforce 
information through Human 
Resource Information System

Improve quality and accessibility of data Ongoing

WORKFORCE PLAN
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Our Current  
Employee Benefits
Studies have shown that an employee’s 
choice to work for an employer is seldom 
just about how much salary an Employer is 
offering – it is about the whole package of 
benefits on offer.

Increasingly employees expect a workplace 
to contribute to their wellbeing, development, 
lifestyle and financial future. At Mosman, 
these benefits include (but are not limited to):

Reward & Recognition
 � Salary Increases – Local Government 
Award salary increases provided annually.
 � Staff Recognition Awards – Awards 
available to employees or groups of 
employees based on excellent performance 
as a thank you.

Packaged Benefits
 �Car Allowance – For staff in designated 
positions, as per the Award amount.
 �Car Parking – For staff in designated 
positions.
 �Mobile Phones/Smart Phones – For staff 
in designated positions for business use. 
All personal charges to be paid by the 
employee at discount corporate call rates. 

Health & Wellbeing
 � Lunch Time Staff Social Soccer – Soccer is 
played 1-2 times per week and is free and 
available to all interested staff.
 � Employee Assistance Program – Access 
to 3 sessions annually with a professional 
counselor or psychologist to assist staff 
and their families if they need advice on 
issues that may affect their health, work, 
performance or relationships.
 �Health and Fitness Incentive Program - 
Council reimburses staff for fitness and 
health related activities up to the value of 
$100 pa (pro-rated for part-time staff).
 � Sick and Carer’s Leave – 3 weeks per 
annum (accumulative year on year).

 
Appendix
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Learning & Development
 � Tertiary Study Assistance Program – A 
maximum of up to $2,500 of course fees per 
academic year of study, for work related studies.
 � Study and Exam Leave – Up to 10 days paid 
study leave per annum to attend compulsory 
lectures or tutorials and up to one day for exam 
leave per examination for subjects under the 
Tertiary Study Assistance Program.
 � In-house Training Courses – A variety of courses 
are run either in house or at nearby Councils.
 �Conferences and Seminars – There may be 
opportunities to attend relevant conferences and 
seminars relevant to your position to maintain 
industry knowledge and ensure best practice.
 � Learning through on-line courses and webinars.

Family
 � Paid Parental Leave – Upon the completion of 12 
months service and after the birth or adoption 
of a child, staff members can access 9 weeks 
leave on full pay or 18 weeks half pay.
 � Paternity Leave – Upon the completion of 12 
months service, the supporting partner can 
access 2 weeks full paid leave (from the available 
sick leave balance) at the time of the birth or 
adoption of a child.
 �Unpaid Parental Leave – You may request an 
extension of Parental Leave and can access up 
to 2 years Unpaid Parental Leave.
 � Salary Sacrificed Childcare – Ability to salary 
sacrifice Childcare costs at Council’s run 
Childcare Centre.

WORKFORCE PLAN

Workplace
 � Staff kitchens and lunch room – Available in 
various locations with refrigerator, tea, coffee, 
milk and filtered water.
 � Free Christmas function for all staff.

Other Benefits
 �Rostered Day Off Program. 
 � Travel Subsidy - A travel subsidy is available to 
all permanent and fixed-term staff.
 �Council Transfer Entitlements – If you move to 
another Council, you may transfer up to 5 years 
of accrual of your accumulated benefit of Long 
Service Leave.
 � Long Service Leave – Accessible after 
completion of 5 years of service and available at 
half, standard or double pay.
 � Superannuation – Access to the Local 
Government Super Scheme or your own 
nominated complying fund.
 � Financial Advice – Provided by Local 
Government Super Scheme on site annually.
 � Picnic Day – One day’s Picnic leave in March is 
provided as paid leave to all permanent staff.
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