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Executive Summary  
 
To support the aspirations of our 10-year community strategic plan, Canterbury Bankstown 
Council has developed its Delivery Program and Resourcing Strategy which articulates its 
vision for the next 4 years. As a part of our long-term plan towards our community, the 
Workforce Strategy 2022-2025 draws together Council’s Ambition of creating a 
community that loves their community and Purpose of together we create a great city 
we love. 
 
The Covid-19 pandemic has accelerated the need for major technological shifts and 
demand for new skills across various sectors. Whilst this is not a unique challenge, we have 
understood the need to build a more resilient and agile workforce that responds to rapid 
environmental changes. Through workforce planning we are committed to ensure that we 
have the right people with the right skills, doing the right jobs, at the right time. This requires 
us to reimagine how we lead our people, deliver our services to our community, embed our 
processes, connect to our customers and use our systems. 
 
The workforce strategy for 2022-2025 is a collaborative approach for using data and 
evidence to develop and maintain an agile, sustainable, and well distributed workforce 
across council to deliver on its strategic objectives. 
 
Bringing this strategy to life has been a significant exercise. The development of our 
Workforce Strategy (2022-2025) stems from consultation with our executive team, leaders 
and team members across the organisation. The priorities outlined in this document aim to 
provide a strategic and an integrated approach to the development and management of our 
workforce to support Council’s 4-year Delivery Operational Plan and needs of our local 
community. 
 
Furthermore, the strategy builds on the success of the 2018-2021 Workforce Strategy which 
focused on 4 strategic objectives areas:  
 
 People who are Engaged 
 People who are Empowered 
 People who are Evolving 
 People who are Leaders 
 
Integrated Planning and Reporting Communities do not exist in isolation – they are part of a 
larger natural, social, economic and political environment. Council’s plans and strategies 
also do not exist in isolation – land use and infrastructure planning support social, 
environmental and economic outcomes, and vice-versa – they are all connected and must 
therefore be integrated. 
 
Under the Local Government Act 1993, Councils are required to develop a hierarchy of 
plans known as the Integrated Planning and Reporting (IP&R) Framework. IP&R requires 
councils to draw their various plans together and understand how they interact. It also 
acknowledges that the City is constantly changing and that decisions made now may have a 
long ‘lead’ time before they are realised in the future.  
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Council’s IP&R obligations are detailed in Section 8c of the Local Government Act 1993 
which outlines the principles for strategic planning that must be applied to the IP&R 
Framework.  
 
These principles are to: 
 
 identify and prioritise key local community needs and aspirations and consider regional 

priorities; 
 identify strategic goals to meet those needs and aspirations; 
 develop activities, and prioritise actions, to work towards the strategic goals; 
 ensure that the strategic goals and activities to work towards them may be achieved 

within Council resources; 
 regularly review and evaluate progress towards achieving strategic goals; 
 maintain an integrated approach to planning, delivering, monitoring and reporting on 

strategic goals; 
 collaborate with others to maximise achievement of strategic goals; 
 manage risks to the local community or area or to the Council effectively and 

proactively; and 
 make appropriate evidence-based adaptations to meet changing needs and 

circumstances. 
 
Decisions made by Council should: 
 
 recognise diverse local community needs and interests; 
 consider social justice principles – access, equity, rights and participation; 
 consider the long term and cumulative effects of actions on future generations; 
 consider the principles of ecologically sustainable development; and 
 be transparent and accountable in decision-making.  
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The Community Strategic Plan 
 

CBCity 2036 guides Canterbury-Bankstown for the next decade and beyond on its journey 
to be a thriving, dynamic and real city of people who are interested and interesting – 
unapologetically themselves. 
 
It’s based on thousands of conversations with residents, businesses and government 
agencies, and interprets their vision into a blueprint to transform Canterbury-Bankstown. 
 
CBCity 2036 is for the people who live, visit and work in Canterbury–Bankstown now and in 
the future. These people want what everybody wants - to be happy, healthy and safe in a 
community that: 
 
 provides for their needs; 
 values their culture, religion, and heritage; 
 respects the environment;  
 considers the future; and  
 respects the past. 
 
Council’s response to CBCity 2036 can be found in its Delivery Program annual Operational 
Plans. 
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The Delivery Program 
 
The Delivery Program examines the important issues facing the Council and outlines the 
priorities for the Council term to ensure that services continue to meet community 
expectations in terms of quality and value for money. 
 

The Operational Plan 
 
Annual Operational Plans expand on the priorities in the Delivery Program by identifying the 
specific services and projects Council will provide annually, and  
 

The Resourcing Strategy 
 
Other supporting strategies and plans ensure that Council’s work is integrated and well 
planned, chief amongst these, being the Resourcing Strategy, which comprises a 10-year 
Asset Management Plan, 10-year Long Term Financial Plan and a three-year Workforce 
Strategy. The Resourcing Strategy ensures that Council has all of the resources it needs to 
deliver on its commitment to the community. 
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Our Organisation  
 
The City of Canterbury Bankstown is a complex organisation. Council has an employee 
base exceeding 1,400, an asset base of $4 billion, annual operating expenses of $350M, 
and core services that cover everything from concreting driveways to changing nappies. It’s 
clear from the structure below, that we are an organisation with many skills and abilities to 
contribute. Our current structure is reflected below. 
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1. Our workforce  
 
We are a multi-faceted organisation delivering a broad range of 
services with a significant number of functions and operations which 
include community services, information management, construction, 
planning, city design and administration. Our organisation comprises 
of more than 1400 employees who work full-time, part-time and on a 
casual basis. A snapshot of our workforce includes: 
 
Metric Value 
FTE 1,475 

Headcount 1,491 

Full time 1,131 

Part time 102 

Casual  258 

Male  57% 

Female  43% 

Turnover 3.54% 

Median age 47 years 

 

1.1 Our current workforce challenges  
 
Our organisation needs to prepare for a range of potential challenges that may impact our 
workforce over the next three years.  
 
Ageing workforce 
 
In 1985 workforce participation for males and females aged 55 years and over was 46.2%. 
By 2015, that rate increased to 70.7% (ABS 2016). People are staying in the workforce 
longer for a range of reasons. People are generally healthier and living longer than previous 
generations and are extending their working lives to fund retirement, remain engaged in 
productive work for social and mental health benefits and to assist employers in managing 
talent shortages.  
 
Over half of our workforce are aged over 46 years suggesting we are dependent on a 
somewhat ageing workforce. This will require us to put strategies in place to manage the 
ageing workforce including knowledge retention and transfer, succession planning, 
mentoring, health and well-being programs. 
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Skill shortage  
 
Over the past couple of years many organisations have been experiencing enduring and 
worsening skill shortages. According to the 2021 National Skills Commission, there are 153 
occupations in national shortage with strong future demand. Of these occupations, a 
number are critical to local government such as accountants, information technology 
specialist, auditor, engineer, electrician, child care worker, landscape gardener. This will 
require us to put strategies in place including trainee programs, mentoring, training, and 
attraction and retention initiatives.  
 
Attraction and retention  
 
The most recent global economic trend is commonly known as the Great Resignation 
whereby employees are voluntarily resigning from their jobs in search of purpose, better pay 
and conditions, flexibility and change. This will require us to put strategies to manage 
culture, our employee value proposition and the employee experience. 
 
Technological changes 
 
The rapid acceleration of technology and the use of data has required organisations to 
upskill employees and update technology to keep pace with the changing landscape. 
Organisations who can develop and use emerging technologies will be better placed to 
improve productivity and service. Technological changes will require us to transform the 
way we work and improve employee digital dexterity. 
 
Succession Planning 
 
Succession planning is an important process and strategy in managing continuity, 
particularly in critical roles and functions. Having succession plans in place ensures that 
critical processes are documented and known, and talented employees with potential to fill 
other roles in the future are developed accordingly. With 38% of our workforce being aged 
46-60, the need for us to succession plan is important. 
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2. External Environment  
 

Technology Sustainability & 
Growth 

NSW Government 
Priorities Socio-economic 

 Accelerated 
digital 
transformation 

 Working towards 
flexible and an 
agile workforce  

 Climate change 
 Supply chain 

disruptions  
 Increasing major 

constructions  

 Demand for social 
services – i.e 
mental health 
wellbeing, 
financial aid 

 Industrial 
regulations around 
vaccination 

 Skill shortage 
 Retaining workforce  
 Increasing 

unemployment rate 
 Disruption to 

business activities 
 Increase in cost of 

living 
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Our People 
Priorities 
 
Inspire- Reimagine- Improve  
 
Priority 1: Inspire people with ambition and purpose 

Engaging our people to create a great city we love. 
 
At CBCity we love our community and it is our ambition that our community love their 
community too. By focussing on our collective ambition, and looking at everything we do 
through the lens of the customer and the lens of safety, we know that together, we will 
create a great city that we love.  
 

What we want How we will get there What we will see 

People who understand 
our Ambition, Purpose 
and Values and use this 
to make decisions  
 
People who think about 
safety and the 
community when they 
do their job 

People will have the confidence 
and capability to make values-
based decisions in line with our 
Ambition and Purpose  
 
People will have a customer 
centric mindset and capabilities 
 
People will look out for people 
 
People who want to work at 
CBCity 
 
People will have clear goals 

Recognition of people’s actions 
in line with our Ambition and 
Purpose 
 
Community satisfaction  
 
An empowered safety culture  
 
Attraction and Retention of 
talent 
 
Goals that are challenging and 
achievable 

 
Key Actions 
 
1. Ambition and Purpose 

2. Customer service framework 

3. Safety Strategy 

4. Talent Acquisition Strategy 

5. Performance Management Framework 
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People Priority 2: Reimagine our workplace culture  
 
Empower our people to make a difference. 
 
Since CBCity was created in 2016 we have worked with our people to create a great culture 
which has in turn enabled us to achieve many things for our community and organisation. 
We are now ready to take our culture to the next level by reimagining the way people 
approach their work and interact with each other. We believe that doing this will help us 
deliver our ambition and improve our effectiveness. 
 

What we want How we will get there What we will see 

People who are 
cooperative 
 
People who are receptive 
to change  

People will contribute towards 
improving the way we work 
 
People will feel included and 
valued 
 
People will know what’s 
expected of them and have the 
tools and capabilities to deliver  
 
People will understand the 
customer experience through 
customer journey mapping  

A constructive culture 
 
An engaged workforce 
 
Community satisfaction 

 
Key Actions 
 
1. Workplace Culture Strategy 

2. Diversity and Inclusion Strategy 

3. Health and Wellbeing Strategy  

4. Customer journey mapping 
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People Priority 3: Improve the way we do things 
 
Boost employee digital dexterity and support a growth mindset  
 
Over the past couple of years, we have learned that change is constant and for us to 
thrive as a community and a workforce, resilience and a growth mindset will set us 
apart. We believe that creating a love of learning and curiosity will make a big difference 
to people as they interact with our processes, systems and each other. 
 

What we want How we will get there What we will see 

People who are curious  
 
People who want to find 
better ways to do things 

People will have confidence 
working with others to solve 
problems  
 
People will improve what they do 
with technology 
 
People will have what they need to 
perform their job well   

Business improvement 
 
Capable and motivated 
employees 
 
Succession plans 

 
Key Actions 
 

1. Risk Strategy 

2. Digital Strategy 

3. Learning and Development Plans 

4. Succession Planning 

5. Ageing Workforce Strategy 
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