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WORKFORCE STRATEGY  



 

Contact Details 

Murrumbidgee Council  

Telephone: 1300 676 243 

Email:        mail@murrumbidgee.com.au  

Web:          www.murrumbidgee.nsw.gov.au 

 
Murrumbidgee Council values creativity 
and innovation to reliably deliver quality 
services and facilities to its communities.  
 
 
It does this through traditional principles 
and forward thinking that provide strong, 
positive leadership to nurture who we are, 
where we live and what we have built.  
 
 
Our communities are welcoming and 
energetic  providing fun and friendly places 
that are appealing to all to live, work and 
play.  
 
 
Council’s primary  role is to deliver quality, 
relevant and appropriate services  and 
programs  to create  and support friendly 
and welcoming communities across its 
region.  
 
 
We support all members of our 
communities in a Council region where 
people feel safe , are actively and 
passionately involved in establishing 
connected and respectful  places to live 
and where the differences of our three 
towns serve to strengthen the 
Murrumbidgee community.  
 

 

  

THREE TOWNS - ONE COMMUNITY  



                     THE PURPOSE OF THIS  
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WHAT IS THE PURPOSE OF 
THIS DOCUMENT? 

WHERE DOES THIS 
STRATEGY FIT? 

 

The Workforce Strategy and Plan is a key 
component of the Murrumbidgee Council 
Resourcing Strategy. 

 

The Resourcing Strategy demonstrates 
how Council will resource through time, 
money, people and assets, its contribution 
towards the community’s aspirations. 



 

 OUR PURPOSE 

OUR VALUES 

A community built by innovative and reliable services. 

Murrumbidgee Council values creativity and innovation to reliably deliver quality services and 
facilities to its communities.  

It does this through traditional principles and forward thinking that provide strong, positive 
leadership to nurture who we are, where we live and what we have built.  

Our communities are welcoming and energetic providing fun and friendly places that appeal to 
all. 

 Creative 

 Quality 

 Traditional 

 Energetic 



OUR WORKFORCE - A SNAPSHOT AT  
30/6/17  

94 

  

Total employee headcount  

Male  Female  

 

Permanent  

    7 

Casual  Contract  

Years of service 

Average year’s of service  

n
o

 o
f 

e
m

p
lo

y
e

e
s
 

0 

50 

100 

Turnover Rate 

Percentage 
of Women 
in Execu-
tive Roles 

Employees 
that live in 

our LGA 



 
Preferred  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Culture 

Some 

Workforce Challenges 
 Ageing workforce 

 Industry Skills Shortages 

 Moving to a one integrated team environment 

 Shrinking shelf life of knowledge and skills 

 Workforce Competency and Skills Gap 

 Succession Planning and talent management 

 Demand for work-life balance 

 Distance between former Council’s offices 

 Maximising technology  to support service delivery 
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WORKFORCE PRINCIPLES 

The principles outlined below serve to guide decision-making and as a basis against which our 
workforce strategies can be tested, reviewed and updated. 

WE VALUE OUR EMPLOYEES 

An organisation that focuses on people and culture is an organisation that will be positioned to 
succeed. Our employees are integral to the success of Council and we value their contribution. 

WE ARE ONE TEAM 

Breaking down silos. Working together to contribute to the broader goals and objectives of 
Council. Combining  individual strengths and enhancing employee creativity and engagement. 
We know a one team approach creates better value for our community. 

WE ACT WITH INTEGRITY 

We have developed organisational values and have defined constructive behaviours and 
conduct standards. By  aligning our workforce strategies, we will be supported to “walk the 
talk” and ensure our employees and our community have confidence in what we do. 

WE LISTEN 

We have a diverse workforce of people who are engaged in providing value to the 
Murrumbidgee Council Most are  local residents themselves. By creating a workplace that 
values and encourages ideas, feedback and participation we create a great place to work and 
better outcomes for this generation and the next. 

WE EMBRACE DIVERSITY 

We are a workforce providing many different services to our community. Each employee is 
their own person  and  brings different talents, skills and experiences to the table. By 
employing a diverse workforce, it can help to foster creativity and offer a range of perspectives 
and ideas. 

WE ARE ADAPTABLE 

In a fast moving world, we are continually challenged to change the way we live, work and 
play. By ensuring workforce strategies and practices enhance employee agility, we improve 
employees wellbeing and create an  adaptable workplace responsive to change and better 
positioned to meet the changing needs of our community. 



WORKFORCE STRATEGY 

This strategy is focused on four key areas which support an engaged and 
productive workforce. 

 

OBJECTIVE 1: 

To create a workforce culture and environment that supports our employees to be their 
best. 
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OBJECTIVE 3: 

To develop leaders that will inspire, motivate and coach our employees to realise their 
potential and rise to opportunities and challenges.  

 

   

 

 

 

 
 

 

 

 

 

   

 

 

 

 

 

 

 

 

 

 



FINANCIAL CONSIDERATIONS  

 

Employment costs account for 37% of total operating expenditure for Council. This 
is in line with the median across Australian Councils which ranges from 35-40%of 
total operating expenses. Council’s Long Term Financial Plan (LTFP),  has been 
developed on the basis that service levels remain consistent over the ten year 
period. As such, employment costs have been projected to support delivery of 
services on a business as usual basis.  Employee costs are comprised of three 
components: salary and wage award and performance review increases; movements 
in employee leave entitlements; and superannuation costs. 

 

Salary, Wage Award and Performance Reviews: 

In developing its LTFP, Murrumbidgee Council estimated that its total employee 
costs will align with the existing organisation staff structure and increase in line with 
estimated award increases. 

 

Leave Entitlements: 

Employee leave related estimates are reflective of Councils ageing workforce and 
anticipated retirements and leave patterns, with the projected level of increase set 
at 3.00% per annum over the next ten years. 

 

Superannuation: 

Superannuation contributions are projected to increase in line with employee costs, 
through to 2021/22 when the contribution rate will be $829,000. Council is party to 
an Industry Defined Benefit Superannuation Plan. In 2009 the Scheme advised 
member councils that, as a result of the Global Financial Crisis (GFC), it has a 
significant deficiency of assets over liabilities.  As a result, the scheme asked for 
significant increases in contributions to fund the deficiency.  Councils contribution is 
expected to increase in line with CPI for the next four years  to 2020/21 when it is 
expected to be reduced significantly (50.00%).   



 
Projected workforce costs have been included within the Four Year Delivery Pro-
gram as follows: 

 

 

 

 

PROJECTED WORKFORCE COSTS 

 

  
    

 

  
 

  
 

  
 

  
 

     

 

  
 

  
 

  
 

  
 

 

  
 

  
 

  
 

  
 

     

     

 

  

 

  

 

  

 

  

 



In 2016/17, Council employee leave entitlements were $987,000 or 11.7 percent of 
its total employee costs.  With over 40 Percent of employees in Murrumbidgee 
Council aged 55+, Council’s significant proportion of its workforce are in the baby 
boomer generation generating significant financial liability due to the pending re-
tirement of this group.  Leave payouts associated with retirement will continue 
over the next ten-year period. The generational shift in the workforce which is oc-
curring reinforces the fact that active management of employee leave is a priority 
for Murrumbidgee Council.  

In NSW, 40% of Council workforces have 4 or more weeks of accrued annual leave 
compared to Murrumbidgee with 56% of its workforce. 20% of Murrumbidgee 
Council’s work has 8 weeks accrued leave compared to other NSW councils with 
12% of their workforces with 8 week accrued leave. 40% of Murrumbidgee Coun-
cil’s workforce had 12 weeks long service leave accrued compared to 28% of other 
NSW council workforces. 

Murrumbidgee Council has set a target reserve balance of 30 per cent of the total 
Employee Leave Entitlements liability, which is equivalent to 736,000 dollars in 
2026/27. Council will continue to monitor this reserve over the coming years to en-
sure adequacy. 

 

 

 

     

    

    

    

    

    

    

    

    

    

    



MONITORING WORKFORCE PERFORMANCE 

Council will monitor workforce performance through the following  

performance indicators: 

PERSONAL GROWTH 

The Personal Growth indicator represents how much autonomy employees have, if 
they are improving their skills to get better at their job, and if they believe in the 
bigger purpose of Murrumbidgee Council. 

TARGET: IMPROVEMENT FROM BASELINE 

RECOGNITION 

The Recognition indicator represents both the quality and the frequency of 
recognition that employees receive and give each other. 

TARGET: IMPROVEMENT FROM BASELINE 

AMBASSADORSHIP 

The Ambassadorship indicator represents how much pride employees have for their 
work, and if they would be willing to recommend Murrumbidgee to friends and 
family 

TARGET: IMPROVEMENT FROM BASELINE 

COMPANY ALIGNMENT 

The Company Alignment indicator represents how well employees know the values 
and mission of the company, and if they align themselves with those values 

TARGET: IMPROVEMENT FROM BASELINE 

SATISFACTION 

The Satisfaction indicator represents how satisfied employees are with things like 
compensation, benefits and their overall work performance 

TARGET: IMPROVEMENT FROM BASELINE 

WELLNESS 

The Wellness indicator  represents how healthy employees are.  Things like 
sleeping habits, eating habits, energy levels and exercise frequency are taken into 
account 

TARGET: IMPROVEMENT FROM BASELINE 

HAPPINESS 

The Happiness indicator represents how happy employees are both at work and at 
home 

TARGET: IMPROVEMENT FROM BASELINE 



 

EMPLOYEE TURNOVER 

Employee turnover measures the number of employees leaving the organisation 
as a percentage.  A healthy workplace has a reasonable level of workplace turno-
ver to ensure retention of knowledge but also a level of new employees  to bring 
fresh new ideas and experiences 

TARGET:  <15%  

 

LEARNING AND DEVELOPMENT 

This indicator measures the quality of training provided. It will assist Council to 
invest in a structured and planning learning and development program aimed at 
improving employee’s capability and durability 

TARGET: IMPROVED SKILLS AND CAPABILITIES  OUTCOMES.  POSI-
TIVE FEEDBACK FROM ATTENDEES 

 

LEADERSHIP 

This indicator measures culture through strong and motivated leadership capabili-
ties.  Council is moving towards a preferred style of inclusive, open, constructive 
leadership 

TARGET:  OVERALL IMPROVEMENT IN FEEDBACK FROM STAFF AND 
COMMUNITY OF THE OUTCOMES AND SUCCESS OF OUR ELADERSHIP 
GROUP 

 

ABSENTEEISM RATE 

Number of days of sick leave per employee per year which affects employees and 
teams productivity levels 

TARGET:  <8.50 DAYS PER EMPLOYEE PER ANNUM 

 

 

 

 



WORKFORCE MANAGEMENT PLAN 

The workforce management plan outlines the specific actions Council will undertake in support of 
the objectives of the workforce strategy 

OBJECTIVE 1: 

To create a workforce culture and environment that supports our employees to be their best. 
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OBJECTIVE 3: 

To develop leaders that will inspire, motivate and coach our employees to realise their potential 
and rise to opportunities and challenges. 

 
 

 
 

 
 
 

 
 

 
 

   

 

  

 

    



OBJECTIVE 4:  

To drive individual and collective performance through a culture and of continuous growth and 
learning. 

  

 
 

 
 

 
 
 

 
 

   

    

 

 
   

  

      

     

     

 

  

    




