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You are requested to participate in the above Panel to be held on Tuesday, 25 October 2022
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This meeting will be held on a hybrid basis for Elected Members, will be live-streamed and
available to view at https://south-ayrshire.public-i.tv/

Yours sincerely

CATRIONA CAVES
Head of Legal and Regulatory Services

BUSINESS

1. Declarations of Interest.
2. Minutes of previous meeting of 20 September 2022 (copy herewith).
3. Action Log and Work Programme (copy herewith).

4. 2022-25 Council Workforce Plan — Submit report by Assistant Director - People (copy
herewith).

5. South Ayrshire Way Strategic Change Programme - Submit Report by Assistant Director
- Place (copy herewith).

For more information on any of the items on this agenda, please telephone Courtney Buchanan,
Committee Services on 01292 612436, Wellington Square, Ayr or
e-mail: courtney.buchanan@south-ayrshire.gov.uk
www.south-ayrshire.gov.uk
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mailto:courtney.buchanan@south-ayrshire.gov.uk
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Webcasting

Please note: this meeting may be filmed for live and subsequent broadcast via the Council’s
internet site. At the start of the meeting, it will be confirmed if all or part of the meeting is being
filmed.

You should be aware that the Council is a Data Controller under the Data Protection Act 2018.
Data collected during this webcast will be retained in accordance with the Council’s published
policy, including, but not limited to, for the purpose of keeping historical records and making
those records available via the Council’s internet site.

Generally, the press and public will not be filmed. However, by entering the Council Meeting,
you are consenting to being filmed and consenting to the use and storage of those images
and sound recordings and any information pertaining to you contained in them for webcasting
or training purposes and for the purpose of keeping historical records and making those
records available to the public. In making use of your information, the Council is processing
data which is necessary for the performance of a task carried out in the public interest.

If you have any queries regarding this and, in particular, if you believe that use and/or storage
of any particular information would cause, or be likely to cause, substantial damage or distress
to any individual, please contact Committee.Services@south-ayrshire.gov.uk

Copyright

All webcast footage is the copyright of South Ayrshire Council. You are therefore not permitted
to download footage nor upload it to another website nor take still photographs from this
footage and distribute it without the written permission of South Ayrshire Council. Please be
aware that video sharing websites require you to have the permission of the copyright owner
in order to upload videos to their site.
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Agenda Item No. 2

SERVICE AND PERFORMANCE PANEL

Minutes of hybrid webcast meeting on
20 September 2022 at 10.00 a.m.

Councillors Bob Shields (Chair), Gavin Scott and George Weir.

Councillors Kenneth Bell, lan Cochrane and Chris Cullen.

M. Newall, Assistant Director — People; W. Carlaw, Service Lead — Democratic
Governance; W. Wesson, Chief HR Adviser; G. Farrell, Service Lead -
Organisational Development and Customer Services; J. Andrew, Co-ordinator
(OD, Change and Improvement); D. McVey, Team Leader (Information and
Governance); A. Gibson, Committee Services Officer; and C. McCallum,
Committee Services Assistant.

T. Burns, Service Lead — Asset Management and Community Asset Transfer;
M. Houston, Service Lead — Trading Standards and Environmental Health; and
C. McGhee, Chief Internal Auditor.

1. Chair’'s Remarks.

The Chair

(1)
(2)

welcomed everyone to the meeting; and

outlined the procedures for conducting this meeting and advised that this meeting
would be broadcast live.

2. Sederunt and Declarations of Interest.

The Chair called the Sederunt for the meeting and having called the roll, confirmed that
that there were no declarations of interest by Members of the Panel in terms of Council
Standing Order No. 17 and the Councillors’ Code of Conduct.

3. Minutes of previous meeting.

The Minutes of 23 August 2022 (issued) were submitted and approved.


https://www.south-ayrshire.gov.uk/media/6104/item-2-minutes-of-previous-meeting/pdf/item_2_minutes_of_previous_meeting.pdf?m=637985788054570000

Action Log and Work Programme

There was submitted an update of the Action Log and Work Programme (issued) for this
Panel.

The Panel

Decided:

(1) to agree that the actions in the Log had been completed; and

(2) to note the current status of the Work Programme and that the report entitled “the
South Ayrshire Way Strategic Change Programme - Preparing for the Future” to

be considered at the next meeting on 25 October 2022 would now be presented
by the Assistant Director — Place.

Council Plan 2018-22 (2020 Mid-Term Refresh/Extended — April to June 2022.

There was submitted a report (issued) of 6 September 2022 by the Assistant Director —
People to allow the Panel the opportunity to review progress made towards achieving
the strategic objectives contained within the Council Plan 2018-22 (2020 Mid-Term
Refresh).

The Assistant Director — People gave an update on a number of the indicators.
Having heard a Member of the Panel ask that the emergence of the developing and
improved Housing Plan be tied into the necessary indicators listed, the Assistant

Director - People ensured that this would be undertaken.

CPL 4.01 No of visitors to the Heritage Hub.

Having heard from a Member of the Panel, it was agreed that the Assistant Director —
People would provide the Panel with information of when it was likely that the Heritage
Hub would open.

CPL 6.09 Number of public electric charging points across South Ayrshire.

Having heard a Member of the Panel enquire if there was a Council Programme to
install electrical car charging points in South Ayrshire, the Assistant Director — People
confirmed that there was.

COPL 01.4a Develop an integrated approach to Trauma-Informed Practice in
partnership with Community Planning Partners.

Members of the Panel discussed the progress of the Trauma Informed Working Group
in achieving its goals.


https://www.south-ayrshire.gov.uk/media/6112/item-3-Action-Log-and-Work-Programme/pdf/item_3_Action_Log_and_Work_Programme.pdf?m=637985900437470000
https://www.south-ayrshire.gov.uk/media/6108/item-4-Council-Plan/pdf/item_4_COMBINED_2022092_SPP_Council_Plan.pdf?m=637985797104600000

COPL 05.1a Deliver on the Engagement Strategy and ensure meaningful engagement
with our stakeholders.

Following a question from a Member of the Panel, it was agreed that the Assistant
Director — People would provide the Panel with an update on the delivery of the
Engagement Strategy.

S05.3 01 Proportion of the agreed Housing Capital Programme that was delivered
during the year.

After a Member of the Panel enquired why the figures were not higher, the Service Lead
— Asset Management and Community Asset Transfer advised that a number of the
charges were not received until later in the year and this may have impacted the figures
and therefore the figures maybe did not reflect the true position.

The Panel

Decided: to note

(1) the progress through the narrative set out within Appendix 1 of the report;

(2) the performance indicators reported in Appendix 2 of the report;

(3) that this report contained indicators that would be reported quarterly; and

(4) that all performance indicators had been reported to the Service and Performance

Panel on 23 August 2022.

Corporate Workforce Plan Update.

There was submitted a report (issued) of 6 September 2022 by the Assistant Director —
People providing an update of the Council 2018-2022 Workforce Plan.

The Panel

Decided: to agree the proposals detailing the development of the Council 2022-25
Workforce Plan, which would be submitted to this Panel in October 2022.

FOISA/EIR Annual Report 2021/22.

There was submitted a report (issued) of 6 September 2022 by the Head of Legal and
Regulatory Services providing an update on the Council’'s response times and the
volume of requests made under the Freedom of Information (Scotland) Act 2002
(FOISA) and the Environmental Information (Scotland) Regulations 2004 (EIRs) by
subject matter and type of requester during the period 1 July 2021 to 30 June 2022.

A Panel Member referred to the decrease of 17% in the number of EIR requests being
issued within 20 working days and enquired if this was due to a lack of staff. The Team
Leader (Information and Governance) advised that the lack of staff was an issue in most
Scottish Local Authorities at present but that this Council was looking at Microsoft 365
to improve matters.


https://www.south-ayrshire.gov.uk/media/5681/item-5-Council-Plan-2018-22-Refreshed/pdf/item_5_SPP_230822_Council_Plan_Performance_COMBINED.pdf?m=637958142394830000
https://www.south-ayrshire.gov.uk/media/6106/item-5-Workforce-Plan-Update/pdf/item_5_20220920_SPP_Corporate_Workforce_Plan_1.pdf?m=637985789279030000
https://www.south-ayrshire.gov.uk/media/6107/item-6-FOISA-EIR-Annual-Report/pdf/item_6_20220920_SPP_FOI_Annual_Report.pdf?m=637985791388730000

A Member of the Panel was of the view that the publication of more policies online would
lessen the amount of information requests. The Team Leader (Information Governance)
advised that work would be ongoing with the various Council Services over the next year
to improve matters and also expanding on the “frequently asked questions” for various
projects. It was also noted that work was ongoing with staff training.

Following a question from Members of the Panel regarding the recording of information,
the Team Leader (Information Governance) advised that she would look at the number
of FOI requests from the public passed on by the Customer Services Team and those
which the Information Governance Team could record when the information was readily
available.

Having scrutinised the contents of the report and having thanked the Team for their work,
the Panel

Decided: to request a further report to a future meeting of this Panel providing an

update on the Council's FOISA/EIR performance during the period 1 July
2022 and 30 June 2023.

Employee Absence 2021/2022.

There was submitted a report (issued) of 28 July 2022 by the Head of Legal and
Regulatory Services providing detailed information and analysis of sickness absence
across Council services for the period 1 April 2021 to 31 March 2022.

Having heard a Member of the Panel raise the Access to Work Programme, the Chief
HR Adviser outlined that it had been introduced in October last year and that she would
provide the Panel with information on its take up.

A Member of the Panel advised that he was concerned with the absence statistics; and
the Chief HR Adviser indicated that, in the Health and Social Care Partnership, support
mechanisms were being examined.

There was discussion on COVID absences.

The Panel noted that absenteeism was being factored into the Workforce Plan.

It was also noted that the Chief HR Adviser would advise the Panel if absenteeism was
being incorporated into the Risk Register.

The Panel
Decided:

(1) to note the information presented in the context of the Local Government
Benchmarking Information previously reported; and

(2) to agree that a further update be presented to this Panel in six months time.

The meeting ended at 11.05 a.m.


https://www.south-ayrshire.gov.uk/media/6111/item-7-Employee-Absence/pdf/item_7_20220909_SPP_Employee_Absence.pdf?m=637985897144470000

Service and Performance Panel
Action Log/Work Programme — 2022

SERVICE AND PERFORMANCE PANEL — ACTION LOG

Agenda ltem No 3

No. Date of Issue Actions Assigned to Update C
: ompleted
Meeting
1. 20 Council Plan 2018- | To provide information | Assistant Director — | To provide response by 25 NO
September | 22 (2020 Mid-Term | on when it was likely People (Mike Newall) | October 2022
2022 Refresh/Extended) | the Heritage Hub
— April to June | would open.
2022
2. 20 Council Plan 2018- | To provide an update Assistant Director — | Response e-mailed to Members | YES
September | 22 (2020 Mid-Term | on the delivery of the People (Mike Newall) | of the Panel on 10 October 2022
2022 Refresh/Extended) | Engagement Strategy.
— April to June
2022
3. 20 Employee To provide information | Chief HR Adviser To provide response by 25 NO
September | Absence on the uptake of the October 2022
2022 2021/2022 Access to Work
Programme
4, 20 Employee To advise Members if Chief HR Adviser To provide response by 25 NO
September | Absence absenteeism was October 2022
2022 2021/2022 being incorporated
into the Risk Register.




Service and Performance Panel
Action Log/Work Programme — 2022

SERVICE AND PERFORMANCE PANEL — WORK PROGRAMME

Extended) — July to
September 2022

People

. . Due Date
Issue Actions Assigned To Latest update
To Panel
Complaints — Scrutiny Head of Legal, HR
N i isti i and Regulator
1. Update - Period: 1 April to PrO\?gfams(;[ﬁiﬁltlcrsefoorr;s)crutlny Ser\?ices y 22/11/22
30 September 2022 yrep
Head of Financec,
ICT and
Corporate Support . Procurement/Head
2. Services Capacity Issues Seeking approval of Legal and 22/11/22
Regulatory Services
Council Plan 2018-22
3 (2020 Mid-term Refresh Scrutiny of quarterly report Assistant Director - 22/11/22




Agenda ltem No. 4

South Ayrshire Council

Report by Assistant Director - People
to Service and Performance Panel
of 25 October 2022

Subject: 2022-25 Council Workforce Plan
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2.1

3.1

3.2

Purpose

The purpose of this report is to present a range of workforce data and related
information, and propose a range of actions that will be taken forward to help ensure
workforce planning is embedded corporately.

Recommendation
It is recommended that the Panel:
211 considers the Workforce Plan and associated Action Plan;

2.1.2 remits the Workforce Plan and associated Action Plan to Cabinet on
29 November 2022 for approval; and

2.1.3 requests a further report to a future meeting of the Panel providing
an update on the Workforce Plan and Action Plan during the period
1 November 2022 to 31 October 2023.

Background

Based on a recommendation from Audit Scotland, in 2018 the Council devised a
corporate workforce plan for the duration 2018-22, with regular updates provided to
Panel during this period. It is now recognised practice that Councils develop
strategic workforce plans that align to their business strategy, and which typically
have a 3-5 year forecast horizon. Operational workforce planning has a shorter
forecast horizon, typically 3-12 months.

Key related activities and events include the following:

(1) In 2019, the Health and Social Care Partnership developed its own
corporate workforce plan, and the Scottish Government now requires all
Partnerships to submit future workforce plans for Government review and
feedback. (The Partnership 2022-25 workforce plan was submitted in July
2022 with feedback anticipated in October 2022.)

(i) The Best Value Audit in October 2021 recommended that ‘the Council
should improve and embed workforce planning, so that service workforce
plans are developed consistently across the council. The plans should



4.1

4.2

5.1

5.2

6.1

include clear links to the council’s priorities and to its strategic change
programme.’

(i) A strategic workforce planning group led by the Chief Executive was
established in January 2022. The development of the workforce plan has
been undertaken by an implementation group consisting of Organisational
Development, Human Resources, Thriving Communities, Policy,
Performance and Community Planning, and the Strategic Change
Programme Office.

(iv) Discussions with the Improvement Service have identified workforce
planning training (delivered by the Local Government Association)
specifically targeted at Corporate Leadership and Service Leads, and
which commences October 2022.

(V) Over 90% of Council Services returned workforce planning templates
during 2022, which inform the workforce plan and are referenced in
Appendix 1 of the workforce plan.

Proposals

Section 9 of the workforce plan contains an Action Plan which sets out a broad
range of activities that will progress during the next 3 years.

The activities fall within the following themes:

0] Embedding workforce planning within corporate service planning and
strategic change, and development of further tools and training that will
support managers.

(i) Enhancing workforce data for managers which will also inform annual
updates of the workforce plan.

(i) Helping managers identify and address key ‘gaps’ by developing a digital
skills framework, improving the current succession planning toolkit, and
developing a leadership development programme.

(iv) Consideration and progression of future ‘pipeline’ of employees, enhancing
recruitment and retention, and career pathways.

(v) Maximising employee communication and feedback.

(vi) Developing approaches that take cognisance of the demographic of the
workforce and that support employees wellbeing, attendance, and return to
work.

Legal and Procurement Implications

There are no legal implications arising from this report.

There are no procurement implications arising from this report.
Financial Implications

No immediate implications applicable as the workforce plan is a strategic document.
However, where any activity within the Action Plan requires further consideration
from a financial perspective, this will be brought back to Panel and via existing
governance mechanisms related to staffing and establishment changes. Examples
of potential implications may include centralising elements of training budgets;

2



7.1

8.1

8.2

9.1

10.

10.1

11.
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12.

12.1

13.

13.1

however, it is only as the activities develop and are explored further will implications
be known.

Human Resources Implications

Not applicable, however the delivery of the workforce plan is based upon Lead and
Support services identified as owners in the Action Plan having sufficient resource
to undertake their specific actions.

Risk

Risk Implications of Adopting the Recommendations

8.1.1 There are no risks associated with adopting the recommendations.

Risk Implications of Rejecting the Recommendations

8.2.1 The risks associated with rejecting the recommendations are:

0] Failure to meet the recommendations related to workforce
planning contained with the 2021 Best Value report.

(i) Failure to meet the actions contained within the Health and Social
Care workforce plan approved by the Scottish Government and
the Integrated Joint Board.
Equalities
An Equalities Impact Assessment (EQIA), (including the Fairer Scotland Duty in
respect of any Strategic decision), has been carried out on the proposals contained
in this report, which identifies potential positive and negative equality impacts and
any required mitigating actions. The EQIA is attached as Appendix 2.
Sustainable Development Implications
Considering Strategic Environmental Assessment (SEA) - The Scottish
Government Gateway has been contacted regarding this plan, policy, programme
or strategy, and it has been determined that an SEA will not be pursued.

Options Appraisal

An options appraisal has not been carried out in relation to the subject matter of this
report.

Link to Council Plan

The matters referred to in this report contribute to Commitment 1 of the Council
Plan: Effective Leadership that Promotes Fairness

Results of Consultation

There has been no public consultation on the contents of this report.



13.2  Consultation has taken place with Councillor lan Davis, Portfolio Holder for Finance,
Human Resources and ICT and the contents of this report reflect any feedback
provided.

13.3  Consultation has taken place with Trade Unions and the contents of this report
reflect any feedback provided.

Background Papers Council Workforce Plan 2018-2022

Annual Update 2019

Report to Service and Performance Panel of 17 November
2020 - Succession Planning

Council People Strateqy

Annual Update 2021

Report to Service and Performance Panel of 20 September
2022 — Corporate Workforce Plan Annual Update

Person to Contact Gillian Farrell — Service Lead, Organisational Development
and Customer Services
County Buildings, Wellington Square, Ayr, KA7 1DR
Phone 01292 612712
Email gillian.farrell@south-ayrshire.gov.uk

Date: 12 October 2022


https://ww20.south-ayrshire.gov.uk/ext/committee/committeepapers2018/Audit%20and%20Governance%20Panel/24%20January%202018/AGP2401188%20Corporate%20Workforce%20Plan-App1.pdf
https://ww20.south-ayrshire.gov.uk/ext/committee/committeepapers2019/Service%20and%20Performance%20Panel/22%20October%202019/item%204%20App1.pdf
https://ww20.south-ayrshire.gov.uk/ext/committee/CommitteePapers2020/Service%20and%20Performance%20Panel/17%20November%202020/item%205%20spp%20171120%20Succession%20Planning.pdf
https://thecore.south-ayrshire.gov.uk/media/1081/People-Strategy-2020-2022/pdf/SAC_People_Strategy_2020-22_LP_November_2020.pdf?m=637534955392200000
https://ww20.south-ayrshire.gov.uk/ext/committee/CommitteePapers2021/Service%20and%20Performance%20Panel/17%20August%202021/Item%204%20Annex%201%20REP%2020210817%20SPP%20Corporate%20Workforce%20Plan.pdf
https://www.south-ayrshire.gov.uk/media/6106/item-5-Workforce-Plan-Update/pdf/item_5_20220920_SPP_Corporate_Workforce_Plan_1.pdf?m=637985789279030000
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Section 1 - Introduction

Background

The Council developed its first corporate workforce plan in 2018, covering the period 2018-2022. Annual
updates have been provided to the Service and Performance Panel, providing progress on a range of
actions and any new emerging themes or trends.

The 2022-25 workforce plan aims to highlight and address the workforce themes that must be considered
to meet the Council’s strategic objectives within the Council Plan. Whilst the new 2022 administration will
determine the strategic objectives of the Council Plan, it is recognized that the fundamentals of service
delivery and broad workforce requirements will still apply.

The workforce plan considers a range of workforce information and requirements across the Council, and
workforce planning is already embedded within Education due to the annual staffing exercise, and the
Health and Social Care Partnership is now required to develop and submit its own workforce plan to the
Scottish Government.

The Council’s workforce will be impacted by a range of activities that are considered nationally and where
the outcomes and impact on the workforce is currently unclear. Examples include the proposed National
Care Service, a range of digital activities led by the Scottish Government Digital Office, and the review of
the Scottish Welfare Fund and wider welfare reform. Future annual updates will provide clarity as these
activities progress.

In developing the workforce plan a range of activities have been undertaken, including —

= Creation of a strategic workforce planning group, led by the Chief Executive.

= Development of a workforce plan implementation group, consisting of Organisational
Development, Human Resources, Thriving Communities, Policy, Performance and Community
Planning, and the Strategic Change Programme Office.

= Input and guidance from the Improvement Service, undertaking the role of a ‘critical friend’.

= Analysis of a range of workforce data from Oracle and other systems and sources.

= Analysis of completed workforce planning templates returned by Service Leads.

The importance of workforce planning was reinforced by the 2021 Best Value Audit, which highlighted a
requirement that ‘the Council should improve and embed workforce planning, so that service workforce
plans are developed consistently across the council. The plans should include clear links to the Council’s
priorities and to its strategic change programme’. These requirements are reflected in Action Plan in
Section 9 which details ownership and timescales across a range of workforce themes, subject to available
resource. These actions will be measured and reported back annually to the Service and Performance
Panel.

Context

Workforce planning activity, both operational and strategic, is undertaken continually by services.
Examples include Care at Home utilising the CM2000 workforce allocation tool data to plan care visits, the
Customer Services supervisor development programme, and organisational development support to
assist services to ‘grow your own’ (for example the Organisational Development team helped to establish



a data science graduate apprenticeship in Policy, Performance and Community Planning). Short-term and
more immediate workforce planning was vital to the delivery of Council services during Covid.

The workforce plan considers broader corporate requirements and will have a direct correlation with
current corporate activities such as new ways of working (recently informed by the Future Operating
Model) and the Strategic Change Programme. For example, whilst workstyles and work locations of
employees will reflect new ways of working, and the Change Programme will define and deliver priority
transformation projects, it is the workforce plan that will consider the pipeline, recruitment, training,
progression, and retention of employees who deliver services. Workforce planning must be the ‘golden
thread’ that brings together a broader range of corporate requirements.

On that basis, it is recognised there needs to be a stronger link between service planning and workforce
planning. Historically the two elements have been treated as distinct elements, but workforce planning
must underpin service planning. Whilst the service plan will identify and confirm the direction of travel
from a service delivery perspective, without a workforce that is sourced, trained, and deployed to deliver
those requirements the service plan will fail.

The Action Plan in Section 9 reflects similar themes and actions identified in the Health and Social Care
Partnership’s workforce plan. It is worth noting that the Scottish Government Workforce Planning Unit
provides the Partnership with guidance on workforce planning content, and the Partnership is then
required to submit its plan for review and feedback. Key aspects of that guidance can be adopted by the
Council as it reflects a ‘best practice’ approach to wider workforce planning themes and considerations.
In addition, Audit Scotland and the Improvement Service also provide workforce planning guidance for
Councils and these inform the Action Plan also.

The Council implemented a People Strategy for 2020-22 and there are similar themes across both the
Strategy and the workforce plan. Rather than create a new and separate People Strategy for 2023-25, all
workforce related themes will be contained within the workforce plan. This will ensure a more
streamlined approach.

Collaboration
The Council (via Organisational Development) plays an active part in national workforce planning activities
and is a member of the Society of Personnel Development Scotland workforce planning group.

Reinforcing the link between workforce planning and digital skills®, in 2020/21 the Council undertook a
corporate Digital Maturity Assessment in collaboration with the Digital Office and participated in their
recommended digital skills programme.

The Council was also invited to be part of the Scottish Government’s short-life working group that
developed the requirements for Partnership workforce plans. In addition, the Council has been in

1 Audit Scotland highlighted that workforce plans must be aligned with digital transformation plans, should fully
understand the number of staff and the types of skills and job roles needed to support digital transformation, and
be dynamic and take account of how new technologies will affect the workforce, such as the introduction of
automation and artificial intelligence (Al), and the need for more data specialists. ‘Digital Progress in Local
Government Report-2021’


https://thecore.south-ayrshire.gov.uk/media/1081/People-Strategy-2020-2022/pdf/SAC_People_Strategy_2020-22_LP_November_2020.pdf?m=637534955392200000

discussions with the Scottish Government Workforce Planning Unit and Stirling University to explore
further opportunities for accredited workforce planning training.

In the development of the workforce plan, the Council has liaised with the Improvement Service and
requested they act as a ‘critical friend’. The Improvement Service has therefore provided meaningful
feedback which has been incorporated into the plan. The Council also provided input into the
development of the Improvement Service’s own workforce planning toolkit for local authorities.

From a pan-Ayrshire perspective, the lead workforce planning officers within the 3 Ayrshire Councils and
NHS Ayrshire and Arran meet regularly to progress aspects of the Partnership workforce plans.

Data

Corporate workforce data within the plan is extracted from the Oracle HR and Payroll system as at the
1%tAugust 2022. There are a range of other workforce data sources (each with different reporting
parameters) also referenced, and these are taken at the 15'August 2022 or as current as the data source
allows.

The term ‘workforce’ refers to contracted employees within the Council and is predominately based on a
full-time equivalent (FTE) number?. Casual employees are referenced in Section 3 but are not routinely
captured in standard workforce reports.

Demographic data related to the South Ayrshire population is sourced primarily from the National Records
of Scotland, Public Health Scotland’s South Ayrshire Strategic Needs Assessment, and the Scottish
Government’s Labour Market Annual Survey.

A more comprehensive range of workforce equality data is already reported in the Council’s statutory
Workforce Monitoring Report.

2 FTE is terminology used to indicate workload carried out by an employed person against the standard corporate
working hour e.g., 35 hrs. It is not the number of people employed (known as ‘headcount’). For consistency the
Scottish Government has requested the Partnership workforce plan focuses on FTE, and the Council plan will adopt
this approach.


https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/south-ayrshire-council-profile.html
https://www.nrscotland.gov.uk/files/statistics/council-area-data-sheets/south-ayrshire-council-profile.html
https://hscp.south-ayrshire.gov.uk/media/2164/South-Ayrshire-Strategic-Needs-Assessment/pdf/Strategic_Needs_Assesment.pdf?m=637667026597870000
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2021/09/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2020-21/documents/scotlands-labour-market-people-places-regions-annual-population-survey-2020-21/scotlands-labour-market-people-places-regions-annual-population-survey-2020-21/govscot%3Adocument/scotlands-labour-market-people-places-regions-annual-population-survey-2020-21.pdf
https://ww20.south-ayrshire.gov.uk/ext/committee/CommitteePapers2021/Leadership%20Panel/25%20May%202021/item%204a%20app2.pdf

Section 2 - South Ayrshire Demographics

Workforce Residence

65% of the workforce live within the South Ayrshire boundary, with a further 30% residing within the
wider KA postcode area (which incorporates elements of East and North Ayrshire).

workforce density — employee home postcode
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As most of the workforce resides within, or close to South Ayrshire, they will be reflective of the region’s
population demography.

Population Demography
Key elements of the population demography which are worth noting from a workforce planning
perspective include —
= Although migration into South Ayrshire is predicted to rise (which will increase the workforce
talent pool to some extent), it will not be enough to offset the general population decrease. It is
predicted there will be a population increase across Scotland, but not South Ayrshire.

= South Ayrshire’s pensionable population will continue to grow while the number of children and
working age populations is predicted to decrease. South Ayrshire’s 75+ population is expected to
increase by 27% in the next decade and 65% by 2043.

=  South Ayrshire reported the largest percentage point decrease in the employment rate for men
during 2020/21 (down 11.1 percentage points) and has the 4" lowest gender pay gap.

=  The employment rate for those aged 16-64 is 69.9%, and the national average is 72.8%. For those
at either end of the spectrum (16-24 and 50+) it is 48.4% and 38.3% respectively.

* The underemployment rate® is 9.1%, slightly higher than the national average of 8.5%.

3 Underemployment refers to those who are in work but would prefer to work more hours in their current job (at
their basic rate of pay), in an additional job or in a new job with longer hours to replace their current job. This
provides a measure of underutilisation of labour.



*  The unemployment rate? is 4.8%, which is consistent with the national average of 4.9%.

» The inactivity rate’ is 27.8% (a significant increase from 22% the year previously) which is higher
than the national average of 23.6%.

* The dependency ratio® is projected to rise and be one of the highest in Scotland, confirming a
significant challenge for services that support the needs of older people across South Ayrshire.

= The population percentage prescribed medication for anxiety, depressions or psychosis is 22%,
higher than the national average of 19%.

= Just under half of those aged over 65 have a long-term health condition, which will impact on
absence levels where the number of employees aged over 65 increases.

»  The Scottish Index of Multiple Deprivation’ highlights that it is not just those who reside in the
most deprived areas who face challenges related to health, employment, and access to services.

Breakdown of the SIMD Domains in
South Ayrshire
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4 People aged 16 and over who are not in employment, would like a job, have actively sought work in the previous
four weeks prior to their Labour Force Survey interview and are available to start work within the next fortnight; or
are out of work and have accepted a job which they are waiting to start in the fortnight following their interview.

5 Individuals aged 16 to 64 who are neither employed nor unemployed under and are classed as economically
inactive. There are many reasons why people may be inactive and not considered an active part of the labour supply:
they may have a long-term illness or disability, be studying for a qualification, staying at home to look after their
family, or have retired.

5 ‘A high dependency ratio indicates that the economically active population and the overall economy face a greater
burden to support and provide the social services needed by children and by older persons who are often economically
dependent’ — United Nations definition.

7 The SIMD considers seven domains: income, employment, education, health, access to services, crime, and
housing. It is an area-based measure of relative deprivation: not every person in a highly deprived area will
themselves be experiencing high levels of deprivation.



Section 3 - Council Workforce

Full-time Equivalent (FTE)

The Council’s FTE has increased over the last 5 years, but this is reflective of a range of local and national
activities and new funding streams. For example, the largest increase has been within the People
directorate (a 15% increase between 2018 and 2022), supporting early years expansion and the return to
schools post-Covid via additional early years practitioners, teachers and school assistants.

fte - per directorate

2022

2021

2019

2020
2012

0 500 1000 1500 2000 2500 3000 3500 4000 4500 5000

B Chief Executive M Health and Social Care  m People Place

Contract Type
The percentage of the workforce employed on a full-time contract has been consistent over the last 5

years, averaging 54%. There has been a small increase in the percentage of temporary contracts, and
many of these are internally and externally funded positions supporting the Council in Covid recovery.

full/part-time perm/temp

B Full-time M Part-time B Permanent ® Temporary

Casuals

Casuals (also known as ‘bank’/zero hours staff) provide an essential role in service delivery, by flexibly
supporting the core workforce during high demand, seasonal peaks, workforce absence and annual leave.
The casual role is often an entry point into the Council, providing workers with relevant experience that
can assist them in gaining temporary and permanent employment.



The Council’s reliance on casual staff is significant with an average of 115,000 hours per year worked by
casuals, and for some services the average number of hours worked per casual can be over 600 hours.
Casuals can choose when to work, have no notice period, and are often actively looking for additional job
security via contracted hours. If the Council becomes too reliant on casuals who have strong service
knowledge and experience, then there is an associated risk concerning an employee group who have no
contractual relationship.

casual hours —top 6 services by volume
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The current online platform that sources and allocates casual work is no longer being actively developed
by ICT (in line with their ‘buy not build’ strategy), and it is vital that there is a long-term corporate solution
that ensures services can swiftly utilise casuals to fill available shifts.

Job Grades/Roles
The most common grades across the Council are teachers and levels 4-6 which encompasses roles such
as home-carers, clerical assistants, early year practitioners and school assistants.

gradings by volume - top 15



The most common role type across directorates is that of ‘clerical/administration’, with 350+ employees
undertaking some form of administrative and business support function.

Age Profiles and Retiral Projections

As South Ayrshire is significantly higher than the national average in relation to a future elderly population,
this is reflected in the workforce, with approximately 55% of the workforce currently within the 40- 59
age bracket.

workforce age range - 2022
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The percentage of the workforce aged 55+ will reach over 40% in 5 years’ time.® Retirement has an
element of unpredictability and will likely based on two key elements - future cost of living pressures that
may delay retirement (i.e. those who are eligible retire but simply cannot afford to do so), and workforce
pressures (i.e. those in front-line/operational roles experiencing ‘burn-out’ who wish to retire as soon as
possible, and can afford to do so).
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8 The proportion of staff aged 55+ has been modelled with an assumed static growth rate, that all staff aged 70 and
over will retire, only those aged 55 and over are eligible for retirement, and any leavers not of retirement age are
replaced by a person of the same age and pay grade.



% workforce aged 55-70 per directorate
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For some services, the impact on age will be even more significant. For example, the Care at Home and
Reablement teams will see a higher percentage move into the 55+ bracket within the next 3 years, and
these are roles which are physically demanding.

The impact of age on absence is clear, and can be evidenced by reports from the Council’s Occuaptional
Health sevice confirming a significantly higher proportion of referrals in the 51-60 age bracket, and a
higher percentage of musculo-skeletal referrals for those agred 55+.

occupational health feferrals — 2021/22
Work Related Conditions by Employee Age Employee Conditions by Patient Age Range - Last 12 Months
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The Council will need to ensure age (and related risk) forms a key consideration regards employee policies
and processes (e.g., flexible retirement, succession planning, mentorship, and support related to
musculoskeletal disorders etc.) ensuring that they are reflective of the future workforce demographic.

Although employing an older workforce requires a range of supporting measures, it is not in itself the
fundamental workforce risk from a workforce planning perspective — the main risk is not having a talent
pipeline in place. Sections 4- 6 highlight a range of activities such as recruitment, training and
employability that focus on developing a future pipeline of employees.

Gender

The Council’s gender split has remained static, reflecting traditionally higher ratios of females in social
care, facilities management and education, and a higher ratio of males in property maintenance and waste
services. Whilst there have been some small and isolated successes in attracting more males into social
care and females into property maintenance, the broad gender dominances still apply.

council gender spit 2022 gender split - directorate
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Executive

B Female ®H Male
H Female m Male

Deprivation
As the cost-of-living crisis will be a predominant factor for employees, understanding the socio-economic

demographic of the workforce will help understand its potential impact. The chart below considers the
number of employees (using home postcodes) per deprivation ‘data zone’, with 1 representing the highest
deprivation zone and 20 the lowest.’

numbers of employees per deprivation zone
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% ‘Data zones’ within the Scottish Index of Multiple Deprivation Scotland are grouped into 20 bands (vigintiles) across
Scotland, each containing 5% of the data zones - vigintile 1 contains the 5% most deprived data zones in Scotland,
vigintile 20 the least deprived.
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Turnover

The Council’s turnover averages 11%, with resignation being the most common reason for leaving the
organisation. The last 12 months has seen a higher number of resignations mainly due to relatively small
increases across many services. The highest increase was within Community Health and Care Services (45
resignations in 2022 compared to 22 the year previously.).

top 5 reasons for leaving
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Whilst many employees stay with the organisation for the majority (and in some cases the whole) of their
working career, data indicates that a significant percentage of those who resign do so within 24 months
of their start date, which represents a poor return on investment considering the resource required to
recruit and train employees.

% of resignations within 5 years of joining
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An exit survey collates reasons for resignation, with the most common reason taking another job ‘closer
to home’. It is anticipated this increase as a predominant factor where fuel/travel costs are a
consideration.
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exit survey - reasons for resigning

Job closer to home

Career change/return to education
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Change in personal circumstances
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Limited career prospects

Lack of job security

Unhappy with management

Unhappy with pay

Not enough challenge/variety

Limited training and development

Health issues

The survey also asks employees to rate their experience of the organisation, confirming a generally
positive perception of the Council as an employer but highlighting that career progression and employee
benefits are not rated as high as other areas.

exit survey - rating of the organisation
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The exit survey was launched in 2017 to establish the reasons why an employee would actively choose to
leave the organisation (i.e., those who resigned). A starters survey was launched in 2018 to gather
experiences from employees in their first 6 months but was not embedded corporately, although a survey
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did take place for new Partnership employees in 2021 and this informed the Partnership workforce plan.
Recent liaison with key stakeholders such as managers, HR and Trade Unions has identified that these
surveys can provide useful information for workforce planning, but that the exit survey should encompass
all employees who exit the organisation not just those who resign, and that there is benefit in re-launching

the new starters survey.
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Section 4 — Key Workforce Planning Considerations

Service Workforce Planning

Services have access to a range of workforce data via the Oracle HR and Payroll system, allowing them to
review their workforce structure, contract status, absence levels and overtime payments, as well as
demographic information related to age and gender.

Feedback from managers has confirmed access to Oracle data aids workforce planning, but the existing
platform is not intuitive and has limitations. The implementation of the upgraded Oracle Fusion platform
in 2023 will provide some initial reporting enhancements (absence data dashboards for example), but
further work will be required to provide managers more meaningful workforce data, with an additional
focus on workforce forecasting.

In 2019 Organisational Development developed a workforce and succession planning toolkit which guided
managers through fundamental aspects such as horizon scanning and benchmarking, as well as providing
examples of successful case studies from a range of services.

Since 2019, services have been issued with a workforce planning template, where they consider current
workforce risks and mitigations and forecasting requirements. Template returns confirm the breadth and
scope of workforce planning activity undertaken by services and external factors that impact, and a
summary of completed 2022 templates can be found in Appendix 1.

Template responses confirms a range of themes that must be considered corporately, and which inform
the Action Plan in Section 9.

Themes identified include -

= Key roles which are on temporary contracts presents a future risk to service delivery.

= Ageis an issue, especially within more senior and specialised roles.

= Many services have considered role re-design and a range of mitigation measures to ensure the
workforce can meet current and future demands, but there is no consistent model or approach.

= Succession planning needs further embedded and developed.

=  For some services, workforce planning is considered dependent on a service review.

= The Council’s notice period can result in some staff leaving at relatively short notice compared to
other organisations, resulting in roles not being filled for several weeks and months.

= There are limited examples of wider consideration of out-sourcing and partnership working
opportunities

= Digital skills development can aid workforce planning and reduce reliance on central services such
as ICT.

= Changes in funding and approaches to activities as the Modern Apprentice Programme would
have a direct impact across the organisation.

= Corporate activities such as Oracle Fusion implementation will affect the whole workforce, and
impact greatly in services such as Finance and ICT.

= Services are normally responsible for organising and funding their own training requirements, and
a corporate and consistent approach to funding training that supports workforce and succession
planning.
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Whilst these corporate themes will be progressed via the Action Plan, it is recognised that some individual
services may need dedicated support from a range of services including Human Resources and
Organisational Development.

Future Ways of Working

In 2021/22 the Council undertook a Future Operating Model exercise, working with employees and
services to maximise post-Covid opportunities in terms of how the Council works and deliver services.
This included implementing new workstyles and considering a reduction in the number of buildings
employees occupy and the related carbon footprint. The project consisted of the following six
workstreams -

Workforce analysis and allocation of workstyles.

Establishing health and wellbeing policies, procedures, and guidance (including revisions to HR
policies, terms and conditions and employment contracts).

Exploring equipment requirements for anyone who works from home either full-time or for part
of the week, and associated aspects such as digital skills, information security, cyber security,
confidentiality and GDPR.

Developing a range of materials to support employees and managers who are working from
home, including best practice in engagement, communication, and performance management.
Office accommodation requirements, including office layouts, configuration, booking systems,
and access to buildings and rooms.

Redesigning face-to-face service delivery after Covid.

Whilst for operational and education staff there has been no change to their working style or location, for
over 1300 employees the following workstyles have been allocated.
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Agile Home Hybrid Office
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Recruitment
The Council alongside most Scottish Councils utilises the ‘MyJobScotland’ (MJS) recruitment portal,
operated and overseen by COSLA. A key development in 2021 was the creation of a specific South Ayrshire
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social care MJS portal, allowing jobseekers the ability to view a range of care vacancies across the Council
and the local Third and Independent Sector.

MJS is developed by COSLA on a continual basis, and a range of further enhancements including improved
reporting and streamlined processes will be explored by the Council’s recruitment team and the MJS
developers.

The jobs most advertised by the Council in the last 12 months were as follows —
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Whilst work has been undertaken previously to streamline the ‘end-to-end’ recruitment process (from
initial notification from a manager that a vacancy needs to be filled, through to the job contract being
signed by the employee and ICT equipment being in place for their start date), the process can still take
considerable time, affecting services who require new-starts in place as soon as possible.

Recent reporting has identified that it can take an average of 9 days to move through the initial vacancy
management process (leading to the job being advertised on MJS) and which requires approval from HR,
Finance, and senior management. It then takes an average of 40 days to move through the starters
process (leading to a contract and start date being issued) which involves input from multiple sources
including HR and Payroll, the manager, and the candidate. Feedback from new starters has indicated there
can be further delays in relation to provision of ICT equipment, meaning the employee is not able
undertake their role fully at the point they start work.

Appendix 1 also highlights recruitment difficulties across many services including Facilities Management,
ICT, Registered Services, Trading Standards and Environmental Health. Aspects of these are reflective of
national staff and skills shortages and are being considered at government level, although all services have
attempted to mitigate using a range of measures including recruitment fairs, Modern Apprentices,
covering SSSC registration costs for Levels 5 and below, and re-structure of roles.

For some roles, increased home working has provided benefits and challenges. Some Council employees
have left the organisation as they are no longer restricted geographically to being near South Ayrshire,
however there is also potentially a broader pool available for Council recruitment — for example the
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Council now has employees residing as far away as Aberdeen where home working applies. The Council
has historically promoted the benefits of residing in South Ayrshire for potential employees, but for some
this no longer has any relevance and in a similar vein to the Partnership workforce plan, focus should now
shift to promoting clearer career pathways and work-based learning to attract high quality candidates.

One area the Council has not fully explored is the international and refugee talent pool (although the
Council is currently supporting Ukrainian refugees and the Ukraine Support Team is working with
colleagues in Thriving Communities to identify internal employment opportunities). Changes made to
international work visas now allow Councils to sponsor foreign employees who could fill a skills gap in
areas such as adult social care. The Scottish Refugee Council also offers support to employees as the skills
base of refugees who have a right to work is extensive. Each scheme has complexities and wider financial
and resource considerations, and there should be a corporate approach in considering their merits and
viability.
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Section 5 — Learning and Development

Employee Development

Services Leads are responsible for identifying employee development needs, including through the PDR
process.

Due to the range of specialisms that employees undertake across the organisation, there is no centralized
training function that can meet all development requirements internally. However, the Organisational
Development (OD) team deliver and support a range of corporate and targeted learning and development
activities.

Online Training/ Course Booking

All permanent and temporary staff are issued with a COAST account (the Council’s online training and
course booking platform), allowing them to undertake a wide range of corporate and service-specific
training, and OD works closely with services to develop online courses that meet specific requirements.
Training on the new course booking element within COAST has been made available to services with OD
continuing to provide technical support.

During 2022 OD designed, developed, updated, and deployed 109 COAST training modules. Of the 295
available modules there were 34,147 course completions. Examples of service-specific courses which
were developed include Homeless Standby Procedures (Housing), Introduction to Welfare Benefits
(Information and Advice Hub), and Investigatory Powers Awareness Training (Trading Standards).

There are currently 12 ‘Employee Essentials’ COAST modules that all employees are required to complete.
These cover fundamentals such as customer service, HR policies and procedures, child protection and
cybersecurity.

COAST completion rates are highest when services provide insight and input into their training
requirements, alongside an effective communications strategy. An example is ICT working closely with the
communications team to promote and encourage completion of the cybersecurity course, which has the
highest completion rate within the ‘employee essentials’ suite.

Although COAST is available on multiple platforms (tablet and mobiles), the Council’s expansion of M365
licenses and progression of ‘use your own device’ will further increase training opportunities and enhance
user experience on personal or Council-owned tablets and mobile devices.

The recent development and implementation of Managers’ Scorecard allows services to allocate a range
of mandatory and recommended training directly, and helps managers view associated completion rates
across their teams.

It is recognised that online learning is not always the best or most appropriate method, and classroom-
based training takes place locally at service level, for example council tax training for Customer Services
staff. In addition, OD can provide classroom-based solutions, for example OD coached management teams
and facilitated workshops help improve teamwork and communication within Early Years.
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Organisational Development (OD) has also developed and delivered several bespoke and targeted
employee development projects, including-

= Supporting employees impacted by a service review in the Libraries service through the provision
of interview skills training.

=  Supporting Facilities Management to prepare induction for new janitorial staff.

= Facilitation of MBTI sessions to help improve teamwork and communication for a new team
within the HSCP.

Workforce Development Fund

OD co-ordinates the use of the Workforce Development Fund, working with services and Ayrshire College
to agree a programme of relevant courses. The 2022 programme was designed to meet needs identified
by services and included training in Excel, MS Teams, Customer Focus, and Lean Productivity.

Practice Development
The Partnership Practice Development Team (PDT) was created in 2021 to deliver and co-ordinate the
following training and support activities within a health and social care context —

= Providing and facilitating mandatory training to ensure employees undertake their specific roles
safely and responsibly. This includes Adult Support and Child Protection Training, Moving and
Handling, Medication, Health and Safety, and Food Hygiene.

= Ensuring that employees have the specific qualifications needed for their job. This is guided by
governing bodies where registration is needed i.e., the Care Inspectorate and the Scottish Social
Services Council.

=  Progressing developmental, such as the introduction of a 4-day Leadership and Management
Courses for established managers, as well as a half day introductory course for new managers.

= Undertaking a practice development approach by working directly with services, staff and specific
groups and forums such as the Newly Qualified Social Work Group and enhancing work practice
across the HSCP on a local and Pan-Ayrshire basis.

Workforce Planning Training

Unlike key management skills such as project management and service design, historically there has never
been any recognised or accredited training across Scotland related to workforce planning. For example,
in the last 3 years the Council has been able to send over 20 managers and co-ordinators on an accredited
project management course run by Scotland Excel, but no such opportunity has existed for workforce
planning.

The lack of training and accreditation was identified in the 2019 National Health and Social Care Workforce
Plan®® and the Scottish Government Workforce Planning Unit is currently considering options on how to
progress from a health and social care perspective.

10 The Scottish Government committed to ‘provide the opportunity to progress through more advanced training. This
will support local planners to consider the role played by workforce planning as a key part of the wider strategic
planning process; to explore more complex planning scenarios; and to learn from the experiences of planners from
the wider UK health, social care, voluntary and third and independent sector.’
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The Improvement Service has also identified this gap across Councils and is liaising with the England and
Wales Local Government Association to utilise their approach to training, which includes targeted
awareness sessions for executive leaders and service managers. Through close contact with the
Improvement Service, South Ayrshire Council will be one of the first Councils in Scotland to undertake this
training, commencing with a session for the Council Leadership Team in October 2022 followed by more
involved training for Service Leads by the year-end.

Succession Planning

Succession planning focuses on future leadership and statutory posts, and skills/knowledge/experience
gaps in critical roles. These elements are not currently recorded at a service or corporate level, although
Oracle data indicates that within the last year there have been at least 50 acting-up and secondment roles.
Whilst there are succession planning toolkits and templates in place to help managers capture and
consider succession critical criteria and risks, they are not embedded or consistently applied, nor is there
a consistent approach to career pathways.

Aspects of succession planning should be considered within the corporate PDR process (see Section 8),
and there are many examples of employees progressing into leadership roles within and across services.
Services can also evidence a range of development activity that reduces skills gaps and provides resilience
in statutory functions (examples include progressing qualifications for officers within Trading Standards
and Housing).

Digital Skills

Digital impacts on staff at all levels across the Council. Online communication and collaboration tools such
as M365 are now becoming the ‘norm’ but the full benefits of the technology are still to be realised. A
range of digital solutions ranging from Oracle Fusion to digital telecare will require front-line employees
to understand and embrace new technology.

The Scottish Government Digital Office and Audit Scotland recommend development of a digital skills
competency framework and advocates the Scottish Council of Voluntary Organisations’ (SCVO)*! essential
digital skills survey to establish digital confidence within a work context.

Identifying and addressing digital skills gaps will be vital in developing a workforce able to meet current
and future demands. Recent research?? has confirmed —

= Employers cannot assume a continuous level of digital confidence and capability. As more
interfaces and interactions arise, users will need continually supported.

=  Face-to-face learning still has its place when it comes to digital training, and digital does not
mean remote.

= Two-thirds of employees would improve digital skills if they knew there was support available
as and when needed.

= Qver half of employees feel that ‘through work’ would be the easiest way to learn new digital
skills that would help them in everyday life.

= Those who work part-time are significantly less likely to have work-related essential digital
skills than those who work full-time.

11 The SCVO are recognised as leaders in the development of organisational digital skills and provide a Digital
Champions for Workforce Skills programme, which the Council participated in during 2021.
12 Lloyds Consumer Digital Index 2020 and 2021.
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= Lockdown and associated home/hybrid working have not accelerated digital skills as much as
employers might assume.

A corporate digital skills programme is being developed and which will utilise digital champions and super-
users from within services to support employees.

From a leadership perspective, ‘Digital Skills and Digital Transformation’ was the area that managers
themselves identified as requiring most development, and this will be reflected in the development of
SAC'’s leadership development programme during 22-23.

Management Development

A recent survey of all Council managers and coordinators highlighted confidence levels across key
leadership activities, confirming the requirements for workforce planning training, but also further
support in areas such as digital skills transformation and strategic financial planning.

managers survey - leadership skills

Digital Skills Transformation
Workforce Planning

Positive Culture

Managing Change

Health and Safety

Partnership Working

Diversity and Inclusion
Statutory/External Compliance
Service Planning

Continuous Improvement
People Management
Strategic/Operational and Financial Planning s

0 10 20 30 40 50 60 70 80

H Confident  ® Fairly confident, but might benefit from development Require training or development

Using this feedback, OD is working with services to develop a new corporate leadership development
programme aimed at Service Leads and Co-ordinators. Separately, the Corporate Leadership Team is
participating in Ayrshire Collaborative Leadership academies supported by the Hunter Foundation and the
Scottish Government.

Linking to digital skills, Audit Scotland®® confirmed there are gaps across Councils in digital leadership,
specifically the awareness and understanding of digital technology and its possibilities, and collaboration
and change management skills. The Council’s recent Digital Maturity Assessment also identified skills gaps
in leadership service design and innovation. On that basis the programme will consider a range of external
opportunities such as the Improvement Service Leadership Resource Platform, the Service Design
Network, and the Scottish Digital Academy.

13 Digital Progress in Local Government Report -2021
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Section 6 — Employability and Skills

The Thriving Communities (TC) service provides a range of support to council departments in relation to
service delivery and workforce planning, via the Workout, Positive Futures, Supported Employment and
Modern Apprenticeship programmes. Council departments benefit from the impact apprentices have
within their service areas, including supporting skills gaps and future workforce needs.

Modern Apprenticeships

TC is currently contracted by Skills Development Scotland to deliver Modern Apprenticeship Frameworks
in the following areas:

QUALIFICATION

SERVICE AREA

Horticulture

Golf & Grounds Maintenance

Business & Administration

Various Admin Departments

Road Building & Maintenance

Ayrshire Roads Alliance

Carpentry & Joinery
Painting & Decorating
Plastering
Roofing

Property Maintenance

Plumbing & Heating

Property Maintenance

Hospitality Services or Professional Cookery

Golf (Clubhouses) — Hospitality
Previous placements within Facilities Management
for professional cookery

Diploma for IT & Telecommunications

IT

Sustainable Resource Management

Waste Management

Sports Coaching

Thriving Communities — Active Schools

Sport & Active Leisure

Sport & Leisure & Sports Development

Social Services & Health Care

Various Social Services & Health Care areas

Social Services Children & Young People (L3)

Various Nurseries & After School Clubs

Youth Work Various Youth Work areas and The Champions

Board

Within the last 4 years, over 120 apprenticeships have commenced across the Council with over 70%
securing internal employment internally and many others securing a positive destination externally
(further education or external employment).

Performance, outcomes, and compliance is monitored both internally and externally by Skills
Development Scotland (SDS). Through self-assessment and quality action planning, there is continual
evaluation of the service on offer to participants and departments to ensure a high-quality provision
aligned with both local and national priorities.

Arrangements are now underway to recruit apprentices during 2022/23. All service areas below have

confirmed there will be a progression route internally for the apprentices on completion of their
apprenticeship.
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SERVICE AREA QUALIFCATION SCQF LEVEL
Grounds Maintenance / Forestry Trees & Timber 5
Thriving Communities — Active Schools Outdoor Instructor — Leisure 7
Management (L3)
Hostels & Supported Accommodation Social Services & Health Care (L3) 7
Communications Diploma in Creative Media 7
Building Standards Built Environmental Design 6

There are challenges within the apprentice programme, as evidenced by the following examples —

- Within the Golf service approximately 15 apprentices are recruited annually, providing
invaluable skills to some of the regions most disadvantaged young people. However, there is
a lack of permanent employment opportunities when apprentices complete their
qualification. Also, apprentice recruitment is aligned with when seasonal posts are
advertised, which results in a very competitive interview process as there aren’t enough
seasonal posts for all qualified apprentices.

- ICT has recently supported an apprenticeship which received positive feedback from both the
apprentice and the ICT, however the service has not been able to employ the apprentice
permanently due to the current staffing structure not providing a suitable entry level position

Supported Employment

To enhance the Supported Employment programme, TC has created the following tailored part-time jobs
which have been specifically created for young people participating in the programme who are ready to
progress into the world of work, and are designed around the skills, interests, and capabilities of the young
person.

TAILORED JOB POSITION SERVICE AREA CONTRACT HOURS P/W
Leisure Assistant Citadel 12
Project Assistant Active Schools 16
Clerical Assistant Community Safety 25
Clerical Assistant HSCP 25
Leisure Assistant Citadel 25

Active Schools Assistant Active Schools 25
Clerical Assistant HSCP 25

Web and Digital Assistant Tourism and Culture 32
Leisure Assistant Citadel 33

Greenkeeping Golf 24
Programme Assistant and Coach Health and Well-being 25
Recycling Assistant Waste Management 24

TC runs the Evolve long-term unemployed programme, focusing on those aged 25yrs+ who are
experiencing long-term unemployment (defined as out of work for 12 months). The programme provides
a six-month paid employment based within the Council or with a 3« Sector organisation, with participants
paid the local authority real living wage and supported by a dedicated TC Officer and their workplace
mentor. The programme provides candidates and employers the opportunity to gauge suitability for more
permanent employment. The Care at Home service has committed to supporting candidates on the
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programme and consider them for permanent employment should suitable vacancies arise whilst
candidates are on the programme.

Future Pipeline

The TC team undertakes a range of activities designed to increase employment opportunities within and
beyond Council employment. The ‘Work Out!” programme run by TC provides supported vocational
placements to pupils in S4 - S6 in a range of occupational areas across the council, community planning
partners and local businesses. The extended work experience programme has been designed to provide
a range of experiences for pupils and to help develop them holistically in relation to their employability,
communication skills and working with others. The programme was established in 2019 with 100
placements being offered every year to pupils across South Ayrshire secondary schools and additional
support needs schools, with over 95% of placements progressing to a positive destination.

Transition support is provided to targeted young people who are at risk of leaving school and becoming
unemployed or who require support to make a successful transition to their intended destination. Young
people will be supported through one-to-one support, participation in employability groupwork activity
and/or work placements and work tasters. Young people’s suitability for this support is identified through
a Team Around the Child Meeting which involves the TC Officer attached to the school and Skills
Development Scotland. In partnership with SDS and schools, TC plays a vital role in monitoring and
tracking all pupils due to leave school or who have left to support them to enter a positive destination.

South Ayrshire’s Local Employment Partnership meets every 6 weeks and is made up of representative
from TC and other key elements of South Ayrshire Council, SDS, Ayrshire College, Department for Work
and Pensions, Developing Scotland’s Young Workforce and Voluntary Action South Ayrshire (VASA) as the
3 sector interface. The Partnership leads the planning, decision-making and implementation of
employability provision across South Ayrshire to ensure individual needs and labour market demands are
met and will work with stakeholders and service users to commission employability support on an
informed, evidence-based approach, flexing these to meet service users’ needs and emerging labour
market demands.

Case Studies
In the last 4 years, TC has achieved significant success in supporting services and examples include -

= Education — TC supported Early Years to bridge the skills-gap following the Scottish Governments
announcement to offer increased funded hours for all eligible children. Over the last 4 years 46
apprentices secured employment within SAC nurseries on completion of their apprenticeship.

= Property Maintenance - The service was finding it increasingly difficult to recruit craft employees
due to the external construction industry and neighbouring authorities paying a higher rate of
pay. TC worked with the service to create 4 new adult apprentice positions (2 joiners and 2
plumbers), and this opportunity has been advertised to all council staff. With 6 new craft
apprentices planned for 2022/2023 this means that by August 2026 the number of time-served
tradesmen will have increased by 10 new craft operatives.

= Health and Social Care Partnership (HSCP) — TC has worked closely with the HSCP and Ayrshire
College to develop a basic Introduction to Care Course that will support individuals looking to
start their career in Social Care or support anyone who requires some additional training to return
to this this area of work. TC will provide additional support and focus on -
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Interview skills guidance, and PVG application support via a dedicated TC Officer.
Delivering the Employability Award which incorporates training on CV writing,
application skills and interview preparation.

Additional courses in Dementia Awareness, Palliative Care, REHISS and First Aid.
Attendance at Care related recruitment events organised by the DWP and the HSCP.
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Section 7 — Staff Wellbeing

Absence

The impact of absence on service delivery is significant, with approximately 40,000 working days lost per
year. Actual and suspected Covid absence was reported as special leave as per Scottish Government
guideline, and therefore has skewed absence data, especially 2021.

The below confirms that pre- and post-Covid, absence levels have not reduced significantly in the last 5
years.

absence levels

12
1

~ O o O

N

2018 2019 2020 2021 2022

B Absence Rate % B Annual Work Days lost per Employee

Reasons for absence are varied and existing reporting captures 12 categories of absence, however
psychological and musculoskeletal combined account for approximately 50% of absences.

absence reasons - top 5

40000
35000
30000
M Cardiovascular/ Blood
25000
Gastrointestinal Problem

N . 20000

B Hospitalisation, Surgical & Post Op
B Musculoskeletal 15000
| Psychological 10000
5000
0

2018 2019 2020 2021 2022

Psychological absence has been gradually rising over the last 5 years across all employee group and age
levels, and it must form part of the Council’s modelling assumptions and wellbeing strategies and become
a key factor in future occupational health provision. Musculoskeletal absence remains consistently high
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and will remain a prominent factor considering the links between age and absence for those in physical
demanding roles such as Neighbourhood Services.

trendline - last 4 years

= Psychological === Musculoskeletal

From a directorate perspective, the Partnership has consistently the highest percentage absence, and a
specific focus on attendance and wellbeing is reflected in the Partnership’s workforce plan and key actions
include the creation of an Attendance Improvement Project Officer role.

absence -2021/22

Chief Executive People Place HSCP

[ e T = T =
o N B~ OO

o N B O ©©

B Absence Rate % ® Annual Work Days lost per Employee

From a national perspective, the Council ranks positively compared to national averages'?, reflecting an
ongoing focus by services and HR to manage absence.

14 National Benchmarking Overview Reports 2020-21
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Occupational Health

The Council’'s occupational health service provides a range of support including counselling and
physiotherapy. The service will also assist in recommendations related to employees who have significant
ill-health and high absence levels. Most referrals are made where employees are off long- term (4 weeks
absence and over) and the service helps establish when an employee can return to work and what support

is required.

The service is procured on a pan-Ayrshire basis with North and East Ayrshire Councils and is contracted to
a private provider with the current contract ending in 2024.

It must be noted that the current contract (which commenced in 2019 and had no significant change in
deliverables to the previous contract) required a 30% uplift from the original procurement budget
allocated — in effect the Council is paying more for the same level of service. As the health and wellbeing
of employees becomes a greater focus (affected by factors such as age and increased trends in
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psychological absences) it is anticipated that existing occupational health provision will again increase
significantly in 2024.

The occupational service has, in essence, changed very little in the last 10 years. To ensure any future
contract fully reflects the current and future needs of the Council, consideration must be given to a
fundamental review of the service.

Trauma Informed
The Council implemented a Trauma®® Informed Practice Officer role in 2021 to progress a range of current
and future activities including —

= A corporate awareness that mental health and physical health should be considered equally.

= Wellness action plans for all employees who require support.

= Mental Health Fist Aiders embedded across service, becoming a point of contact for colleagues in
a time of crisis.

e A wellbeing ‘hub’ on the Core, providing a range of easily accessible and effective resources for
employees.

e Embedding trauma informed approaches to staff supervision in key roles such as social work,
justice services, and housing.

e Coaching and development of trauma informed practice for managers and supervisors.

o  Wellness initiatives that promote wellbeing and assist employees in protecting their own health.

Development of a corporate wellbeing strategy, informed by a staff wellbeing survey.

Trauma Informed is now a distinct project within the Strategic Change Programme Office.

Health Working Lives

The Council has historically maintained the Public Health Scotland Healthy Working Lives Gold award, with
the Risk and Safety team coordinating the Council’s commitment to demonstrating health and safety best
practice and running a variety of health campaigns to promote employee wellbeing. The Healthy Working
Lives award is judged against a range of criteria including mentally healthy workplace training, supporting
staff attendance, health promotion campaigns, sustainability, and active support for local charities.

In conjunction with the Council’s occupational health provider, lifestyle screening and mini health-checks
have also historically been provided on a rolling programme for Council employees. These checks allow
the Occupational Health Nurse to identify and offer support for simple changes that could be made to
improve an employee’s health, and cover areas such as cholesterol, blood pressure, BMI, diabetes etc.

Covid and internal resourcing pressures have significantly impacted Healthy Working Lives activities across
the Council since 2020. To reflect the changing landscape nationally, Public Health Scotland has recently
proposed to end the award and focus on the following areas -

15 “Trauma results from an event, series of events, or set or circumstances that is experienced by an individual as
physically or emotionally harmful or life threatening and that has lasting adverse effects on the individual's
functioning and mental, physical, social, emotional or spiritual well-being.” — Scottish Government National Trauma
Training Programme 2021
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=  Supporting organisations in the key areas that will make the biggest difference to their workforce
health and wellbeing, aligned to the ambition of becoming a Fair Work Nation.

= Protect and improve employee mental health and wellbeing.

= Access to services that address key issues which impact upon on wellbeing, including advice on
welfare benefits, debt, housing, travel to work and reducing home energy costs.

Other Considerations

Whilst the scope of wellbeing considerations is extensive, and development is underway to progress a
corporate well-being survey and a well-being strategy which will align activities, the following two areas
are highlighted as examples of future actions —

= Menopause — As the Council has a predominately ageing female workforce, the HR team are
working on a draft policy to support people experiencing menopause.

= Light Duties — Opportunities to support employees returning to work by initially undertaking light
duties can often be limited within the service area they work, but a wider corporate approach to
matching appropriate light duties across services may be beneficial.
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Section 8 — Culture and Experience

Vison and Values

The Employee Deal was launched in 2020, which set out the Council’s commitments to employee and
their responsibilities in return. This Deal underpins the actions in the workforce plan.

OUR PURPOSE

OUR VISION

OURVALUES : Respectful Positive Supportive Ambitious Proud
WORKFORCE THEMES | Our Part [ Your Part

Vlo'lll hml'murml : I'“ Have a positive, can-do approach
Engaged and informed Engage with you and listen to your ideas lmhl'y:'
We'll share information and keep youup  Take responsibility - keep yourself up to
to date date
5 o Value and take advantage of
Give you opportunities to learn and grow 22
Skilled and digitally 2 opportunities to learn and grow to
fident to modernise the way we work ST A T
Embrace new technology Embrace new technology

Be adaptable, open to change, and
Work with you to improve services committed to making services better for

Valued, ambitious and our customers
proud Value and believe in you and Believe in yourself, be proud of your job
celebrate your successes and South Ayrshire
Care for your health and wellbeing Keep active and care for yourself
Work as one team, one Council Work as one team, one Council
Respect each other, value our Respect each other, value our
differences differences

A range of activity led by Organisational Development supported the launch to help managers to embed
the deal corporately, and a range of information is available for managers to assist them in this.

Activities being developed that link directly to the Employee Deal include —

= Utilising M365 to create a corporate Yammer channel to allow all employees access to the latest
news, announcements and service updates from across the Council. For staff who don't yet have
M365/Yammer access, the South Ayrshire Weekly bulletin will be replaced by regular posts on the
announcements page on The Core.

= The next iteration of the Employee Opinion Survey.

= Development of a digital skills programme, incorporating a digital skills survey and competency
framework (see Section 5).

= The 2023 Outstanding People Awards, recognising employee contribution in areas such as
customer focus and innovation, and those who have excelled in trainee, supervisor, and team
roles.

Induction and PDR
The induction process provides new employees with a strong understanding of the organisation and their
role within it, and the Performance Development Review (PDR) process provides employees the
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opportunity to have a more in-depth discussion about their role, and the importance of their work in
meeting the wider objectives of their department and the Council.

A revised Council induction toolkit, reflecting the New Ways of Working was launched in 2022. The
Partnership is currently developing its own corporate induction which will enable new starts to embrace
the assumptions, values, cultures and expected behaviours that are more specific to health and social
care.

With regards to the PDR process, this was refreshed to reflect the new corporate purpose, vision and
values in 2020. Every employee should have a PDR meeting at least once a year to review previous actions
and set expectations for the year ahead, however recorded completion rates for the Council average 40%.
The PDR process allows a formal record of achievement and development, and a key action will be to
increase completion rates.

Equality and Supportive Policies
Whilst the Workforce Monitoring Report confirms the equality demography of the workforce, a range of
activities is undertaken to promote and embed equality across the Council.

The equality officer works closely with services across the Fair Work, Gender Pay Gap, and Race Equality
action plans, whilst still giving cognisance to discreet issues that impact on disabled employees

The Council is developing distinct employee forums covering three initial groups - Black and Ethnic
Minority (BAME), Lesbian, Gay, Bi-sexual, Transgender (LGBT+), and Disability. These forums will listen to
and understand the experience of employees who identify with these groups, identifying ways to address
any issues or concerns, and celebrate positive outcomes. It is hoped that aspects of these forums will
develop in a pan-Ayrshire context over the next 18 months.

A priority is to deliver more meaningful equality data linked to programmes such as ‘The Promise’ (Care
Experienced Young People) that is focused on whole life stories, adaptive, impactful, and clearly links to
improvement.

The Council will continue to develop supportive policies for employees, previous examples including
extended leave to parents of premature babies and being the first Council in the UK to provide ‘safe leave’
for those who have suffered domestic abuse.
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Section 9 — Action Plan
Targets and Measurements

The following action plan details the broad range of activities which will be undertaken and is based on the 5 Pillars of the Workforce Journey also contained within the Partnership workforce plan. An annual update on progress will be
reported to the Service and Improvement Panel, with actions incorporated within the Council’s corporate performance reporting systems. Delivery will be subject to available resource within Lead and Support services.

Theme Aims Actions Timescale Lead Support
L . . Policy, Performance and Organisational Development
Incorporate workforce planning into the service planning process. Dec 2023 ¥ . . . . 2
Community Planning /Service Leads
r ic Change Programm rganisational Developmen
Incorporate workforce planning into the Transformation Programme. Dec 2023 Strategic Cha ge ogra e | Organisatio .a evelopment
Office /Service Leads
Embed workforce
planning Revise workforce planning and succession planning manager toolkits. June 2023 | Organisational Development Service Leads
. - . December . .
PLAN Workforce planning training for CLT and Service Leads. 2022 Organisational Development Service Leads
j . N . . . Policy, Performance and N
Supporting Align future Workforce Monitoring equality reports with workforce planning reports and updates. Dec 2023 Y . . Organisational Development
evidence and Community Planning
outcome- based Devel f Oracle Fusi kforce d d M365 Power B i Dec 2024 Human R
workforce ol evelopment of Oracle Fusion workforce data reports, an ower Bl progression. ec ICT uman Resources
planning comprehensive
understanding of the | Provision and analysis of workforce profiles until Oracle Fusion reports available. June 2023 | Organisational Development Service Leads
workforce
. . December
Review and re-launch of the exit and starter surveys. 2023 S Al B Human Resources
., Review of casual demand, processes, and development of an online sourcing and allocation tool to support future casual ICT / Human Resources /
Becoming ‘future- . tbc tbc .
). work allocation. Service Leads
proofed’ in
developing areas . . g - . December .
Consider and progress recommendations within the Digital Maturity Assessment. 2023 Corporate Leadership Team ICT
. . August .. . .
Regular school and further education recruitment engagement programmes. 2023 Thriving Communities Service Leads
. - . . . August .. .. .
Progression of employability opportunities and national funding programmes. 2023 Thriving Communities Service Leads
A comprehensive
pipelin'::a of future August SEmtE Leels [T
emblovees Further development of employability programmes to meet identified workforce and succession planning needs. 2523 Thriving Communities Resources / Organisational
ATTRACT Py Development
Development of internal career pathways within services MLl Service Leads LU DS S
Effective P P y : 2024 / Human Resources
recruitment to
Participation in a range of national workforce planning activities and groups, with updates provided in the workforce October . L. Service Leads / Human
attract the best P & P & group P P Organisational Development /
staff into the plan annual report). 2023 Resources /
Council June
Streamlining recruitment processes to reduce the length of time from vacancy management to contract issue. 2024 Human Resources ICT
i . . . . June .
More effective Explore enhancement available on MJS recruitment portal and implement when possible. Human Resources Service Leads
recruitment 2023
Development of thematic and locality-based programmes of online and f-2-f recruitment events and vacancy/job [
F.) i e v/l individual Service Leads Human Resources
promotion. service

34




Consideration of notice period requirements to ensure the Council is consistent with other employers

June

Human Resources

No support required

2023
A short life working group (multi-agency), in conjunction with the HSCP, exploring the international Health and Social June Organisational Development
Care Visa and refugee talent pool. 2023 Human Resources / Service leads
Review and streamline ‘employee essentials’ online courses. June 2024 | Organisational Development Human Resources
TRAIN Effective corporate December
and service-specific | Development of a corporate Leadership Development Programme. 2023 Organisational Development Service Leads
Supporting staff training Sereban
through Application and facilitation of the annual Workforce Development Fund. 2023 Organisational Development Service Leads
education and b
.. . D
training to equip Employees at all Completion of a digital skills competency framework, gap analysis and associated action plan. e;((e)rzng er Organisational Development Service Leads
them with the levels have the
skills to undertake | necessary digital skills L . December . L. .
their role and confidence Development of a digital champions network. 5023 Organisation Development Service Leads
effectively - . : : : .
Reduce risk/impact of | Refresh of the corporate succession planning toolkit, focusing on future leadership and statutory posts, and June 2023 Organisation Develooment .
critical post leaving | skills/knowledge/experience gaps in service critical roles. 8 P Service Leads
. . October .. .
EMPLOY More effective Further promotion and embedding of a corporate employee Yammer channel. 2023 Communications Service Leads
communication and D b
Making SAC and collaboration Development and implementation of a corporate Employee Opinion Survey. e;gr;; er Organisational Development Service Leads
“employer of
choice” by An increase in PDR Increased undertaking of PDR across all services, and positioning that PDR is the key tool to capture and review December Service Leads Corporate Leadership Team
ensuring staff are, completion rates corporate and personal objectives. 2023 (to reinforce)
[, val Empl feel . . . . . . . A
el 25, VeI mployees tee Further recognition for innovation and ‘best practice’ through award schemes including COSLA, APSE, SAC Outstanding . S per ... .
and rewarded rewarded and individual Organisational Development Service Leads
. People Awards.
recognised scheme
. . . . . A t Service Leads/ Strategi
Review and evaluation of Occupational Health services prior to re-tender. ugus Human Resources e egllc
2024 Change Programme Office
. . o . . December ,
. . Further consideration of support specific to psychological, musculoskeletal and long-covid absences. Human Resources Service Leads
Effective occupational 2023
o ser\.n.ces .and Menopause — Devolution of a separate policy and related activities such forums or workshops une Human Resources Organisational Development
absence mitigations 2023
that reflect the Review light duties process and other related opportunities across services to enable employees to begin the return-to- December .
Service Leads Human Resources
current and future work process sooner. 2023
e needs iderati . f h h . | volici December . q
. Consideration on ageing workforce over the next 10 years when reviewing personnel policies. 2023 Human Resources Service Leads
Cr:at/ng a 4 Further input into national wellbeing groups (such as the SPDS Wellbeing Group), benchmarking, and December Human Resources Oreanisational Develobment
wor fo-rce an exploration/adoption of national wellbeing tools and solutions. 2023 g P
leadership culture ' ‘ ' ' ' ]
focusing on the Consideration of the proposed changes to the Healthy Working Lives scheme which aims to support workplace health December . . H R
health and and improve staff health and wellbeing in Scotland. 2023 Risk, Safety and Resilience uman Resources
wellbeing of all Enhamfed ST ER Human Resources / Risk,
staff wellbeing Review of health and financial employee well-being activities, that will inform an aligned approach which has an Dec 2023 Policy, Performance and Safety and Resilience /

additional focus on Trauma Informed Practice (safety, choice, collaboration, trust and empowerment.

Community Planning

Organisational Development
/ Corporate Leadership Team
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Appendix 1 - 2022 Workforce Planning Template Responses Summary

Service

Example activity which may/will impact
workforce

Identified risks (based on workforce
profile)

Forecasting

Mitigations/Source

Wider considerations

Place Directorate

Strategic Change
Projects

= Reflecting the breadth of projects,
temporary posts will be made permanent
with two additional full time permanent
posts be recruited to the team.

= Potential delays in recruitment
due to specialist nature of posts.

No substantive change, however
subject to transformation
programme.

= An effective recruitment process will
ensure appropriate resources/skills are
added to the team.

= Development of internal training
courses and knowledge transfer/peer
training.

To fully support services with their

change development, an additional

focus on the following skills —

- Service redesign

- Consultation

- Managing workforce change

- Enhanced financial/budget
awareness.

Economy and
Regeneration

= |mplementation of the Council Strategic
Economic Plan: Vision 2030.

= Emerging Regional Economic Strategy.

= Changes to the external environment,
economic shocks, and changes to external
funding environment.

= Large number of externally
funded posts and temporary
positions.

= Ageing workforce.

Consideration of specific
Commercialisation/Bid Officer role
requirements.

= A focus on stability and certainty in the
workforce.

= Developing a more flexible and agile
service.

= Transition of the service in response to
changes in the external environment.

= Review of external funding
proposals/revenue requirements.

= Maximising opportunities via the
Ayrshire Growth Deal

= Testing new types of operating
models.

Service commercialisation capability
and skills for business.

Ongoing adaptation to regulatory
environment.

Requirement for better integration,
alignment, and coordination across
stakeholder services.

Facilities
Management

= A service review of the frontline

operational employees is planned for 2022

during which we will look at ways of

enhancing service delivery.
= Enhanced cleaning which has been in
place for the past 2 years due to COVID-

19, is likely to continue for the forthcoming

year and this has resulted in an increased

workforce and increased budget
constraints.

= The catering service has expanded and
changed significantly in recent years due
to —

- Expansion of Universal Free School
Meals for all Primary 1 to Primary 5
children

- Increased meals for EYCs.

- The introduction of Natasha’s Law,
enhanced school food regulations and
new nutritional analysis software to
support service delivery

- Anincrease in the number of specific
dietary requirements

- Anincrease the number of kitchens
preparing and supplying meals to
export schools.

= Cleaning & Janitorial services
have a workforce of which 73% is
over 50 years of age.

= There is a large turnover of staff.

=  Opportunities for career
progression for front line

operational staff are limited as the

jump from a Grade 4 to Gradel0
is significant and many
employees require additional
support prior to applying for a
promoted post.

= 98% of the workforce are part-
time and at the lower end of the
salary scale impacting on
recruitment and retention.

Consideration of additional capacity
within Project Support, Assistant,
Supervisor and Team Leader roles.

= Review recruitment processes and job
descriptions to create posts that are
attractive to potential applicants.

= The Service Review will provide the
opportunity to review and develop
frontline operatives to ensure service
delivery is a priority.

= Continue close working with the DWP
and SAC Thriving Communities, who
run various recruitment programmes
and placements.

= Explore creation of multi-skilled roles
covering Cleaning, Janitorial and
Catering. This will allow staff to be
utilised in all areas of the business and
be easily moved between locations.

Additional focus on targeting and
recruiting younger, males, in
conjunction with The Job Centre job
matching programme.

Any change made to the FM service
will affect all Council premises
including schools.

The multi-skilled roles will require
larger contracted hours.

Housing Services

= Future Operating Model job roles and work
styles may lead to changes to proposed
staffing establishment.

= Insome job roles, there are
groups of employees who are
aged 50+, therefore it is essential

Activities that were carried out by
Corporate Asset Management may
transfer to Housing Services.

= Resources would come from existing
staff, and any resultant vacancies

As part of the cyclical review of the
Housing Revenue Account Business
Plan, areas of service pressure and
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Legislative changes around homelessness
and landlord compliance functions are
likely to have an impact on the workforce
and configuration of teams to deal with
increased areas of responsibilities and
duties.

As part of the Covid Recovery projects,
additional resources were targeted to
areas of homelessness prevention activity
and anti-social behaviour, as these were
acknowledged as ‘pressured areas of
activity’. The benefits will be analysed over
time to establish the longer needs in these
areas of work.

to ensure that appropriate
succession planning takes place
to ensure that the service creates
skilled and experienced
employees for the future.

Subject to internal arrangements for
the delivery of landlord compliance
functions, there may be a need for
an increased number of staff to be
involved in ashestos management.
Housing First is temporarily funded,
and this approach forms part of
longer term approached to
homelessness and is likely to involve
an increase in staffing resources.

would be filled from corporate
recruitment processes.

Joint work will take place with Housing
Policy & Strategy colleagues to assess
the impact and outcomes and to
identify potential funding sources to
support Housing First.

Housing Options training is being
developed nationally and will be
cascaded to all relevant staff, with the
costs of providing this training being
accommodated within existing
budgets.

In terms of succession planning and
feedback from the PDR process,
requests for further education have
been received, particularly around the
Post Graduate Diploma in Housing and
the CIH Housing Qualifications.

current demands are consistently
reviewed and considered.

Where the Council continues to
develop new build housing units and
increases the housing stock, there is
the potential for more staff to be
required to deliver landlord functions.
The development of the Housing
Management System will need
employee resources to support the
implementation of the project. Once
implemented, the system should
reduce the time needed by staff to
process housing applications and will
allow resources to be directed to the
provision of homeless prevention and
housing options advice.

Planning and
Building Standards

Vacancies of staff dealing with Developer
Contributions and planning enforcement is
having an immediate impact on the
service.

New Planning Regulations (due before the
end of 2022) will impose additional tasks
on the Planning service.

Older workforce in some roles.

New Planning regulations will require
a level of additional resource.
Developer Contributions & Planning
Monitoring requires to be resourced
to ensure it is fit for purpose and to
mitigate risk.

Supervisor Planner and Planning
Enforcement posts.

Consideration of a dedicated Team to
deal with Developer Contributions,
Restoration Guarantees and Planning
Monitoring (including planning
enforcement).

Potential upgrading of specific levels to
meet future requirements, and new
posts would require recruitment.

After assessment of the new
regulations and subsequent workload,
the service will identify the key skills
required to deal with the new duties.
Some roles may be more related

to Community engagement and
technical plan preparation.

Procurement

Future Operating Model will have
minimum impact on the service.

The Oracle FUSION upgrade will require
additional permanent CAP team resource
due to duties being passed over regarding
invoicing/expenses claims.

The Ayrshire Growth Deal has anticipated
projects for 2022/23 for the South Ayrshire
area and may require additional
Procurement Officer resource to progress
with procurement exercises in 2022 and
beyond.

Key temp posts end September
2023.

Based on the current tender wave
plan and capital plan, further capital
projects have been identified beyond
2023. Resource will have to be
allocated to cover ICT capital
projects where procurement support
is required.

Recruitment of qualified Procurement
Officers continues to be challenging
across Scotland. SAC salary grades
appear to be slightly lower than
neighbouring Councils for more
senior roles and lower in general
compared to that of the private
sector.

The tender wave plan is currently
being mapped out for the next 2
years and allocated to existing
officers. Additional CAP team
resource will be required prior to
ORACLE fusion going live to
compensate for the expenses input
being moved to the CAP team.

A graduate scheme may be beneficial
to “grow our own” but with no incentive
to complete the formal procurement
gualification CIPS, the risk is no return
on investment as staff seek better
opportunities other organisations.
Explore solution such as
implementation of a graduate career
graded post where career progression
and hitting milestones (like CIPS)
would be reflected in salary
progression.

Upskilling existing staff would be
preferrable via training courses from
SXL and through the CIPS
qualification.

Temp ICT resource could impact
capital project procurements.
Additional Ayrshire Growth Deal
projects which will be larger scale
procurements will need a dedicated
resource to maintain the current level
of performance within the team.

Professional
Design Services

No service review planned or savings to
be achieved.

No identified risks, as no staff
close to retirement age, and it is
an established team with a low
turnover of staff.

One temporary contract ends on 31st|
March 2022, this will not cause any
operational issues

Available Consultant Frameworks
provide additional support when
required (Architectural & Quantity
Surveying).

None identified.

Property
Maintenance

Exploring a reduction in f2f appointments
and introducing new ways of reporting
repairs to allow jobs to be raised without
the need to visit residents’ homes (video
uploading etc.)

In a survey carried out by APSE
(Association of Public Service
Excellence) in 2021, the average
age in local authority Property
Maintenance departments in

Ensure the correct number of staff to
carry out all works in the department
and to look to increase the
apprenticeship programme.

In 2012 there were 9 apprentices in
Property Maintenance in 2021 there
were 21. A further 6 new apprentices
are coming on board in July 2022.

The service was voted best Property
Maintenance provider in the UK at
APSE awards in December 2021,
evidencing an effective approach to
workforce planning.
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Progression of the workforce using digital
devices to carry out repairs to the
complete workforce.

Officers now based at home set days per
week and in the office for other days and
this will be the way forward in 2022 and
beyond.

McCalls Avenue Business Centre has
been fully adopted to comply with safety
measures.

Scotland was 51 years of age
with it being 49 years of age in
the UK. This is reflective of SAC
and with employees now retiring
earlier represents a risk to service
delivery longer-term.

Going forward the requirement will
be for all staff to be more flexible,
and the service is considering
current working / operating hours
that may include elements of
weekend working.

Recent recruitment has attracted the
age group of under 30 years of age and
this is vital to the long-term stability of
the department.

Exploring Adult Apprentices with a view
to taking on 4 in August 2022.

Ensure the service training programme
is fully kept up to date and that all
employees are offered the chance to
be multi-trade to move to the
requirements of the future.

By bringing more external contracts
internally and to manage these works
streams as a business to achieve
savings for SAC, however this would
have a direct impact on the private
sector who currently carry out works
for SAC.

Special Property

Fluctuation in number of major capital

No immediate risks, as an

No planned change, but subject to

All key posts funded and in place.

None identified.

Projects projects. established small team. capital programme.
Workforce salaries are funded from capital
programme project budgets.
Asset No service review planned or savings to There are two members of staff No planned change, but subject to We have Consultant Frameworks = None identified.

Management and
Community Asset

be achieved.

who are close to retirement age.
Risk generally low as it an

the next Council Plan.

which provide additional support when
required (Valuation and Energy

Transfer established team with a low Projects).
turnover of staff, and all staff are
on permanent contracts.
Waste The construction/procurement of a HWRC The workforce is predominantly The Service Coordinator - Waste The Service Coordinator and Hit Squad = Waste legislation is forever changing
Management and Transfers stations will increase the over 50 years old therefore the Strategy post (currently a 24-month posts may be funded from any savings with impacts expected in the next

number of staff needed within the service. skills profile of the overall term with funding until January 2024) identified within the wider waste couple of years from the impact of the
In line with the Councils’ approved Waste workforce requires to be set to is required on a permanent basis to strategy. Deposit Return Scheme which will
Strategy the service is taking total control allow natural progression and continue to drive the service forward There is a clear programme which impact on the quantity of recyclate
and significantly reducing the reliance on succession planning. and seek efficiencies. identifies training opportunities from collected.
contractors. This again will require The service is currently in the LGV driver to gaining Certificate of
additional employees but should in turn process of implementing the Waste Technical competence, HNC and
realise significant revenue savings. Strategy with a key element being professional qualifications.
Temporary funding of Neighbourhood Hit the procurement/build of a new Currently all costs for training are
squads ceases in July 2023 and unless HWRC and transfer station. This will budgeted and met within the financial
permanent funding materialises it will have come with TUPE implications and constraints of the service, however with
a detrimental effect on our street cleansing the potential transfer of several staff. additional staff and functions being
and cross-boundary work within less There is an element of unknown introduced this may become
affluent areas of South Ayrshire. surrounding the Scottish unsustainable.

Government Deposit Return Scheme

which is due to be introduced in

2023. Although there will be no initial

significant impact it may have

staffing implications in the following

years.

Grounds The expansion of the green waste Nearly half of the workforce is Potential requirement for additional Capital funding is already in place for =  Further corporate support may be
Maintenance and recycling facility and production will impact over 50 years old therefore the employees for the expansion of the the development and equipment of the required from the Strategic Change
Bereavement on employee requirements. skills profile of the overall green waste recycling. This may be

Expansion may include the processing of
green waste from EAC and NAC as well
as the private sector, leading to further
commercialisation.

workforce requires to be set to
allow natural progression and
succession planning.

in 2024/25 depending on the
timescales for land and construction.

new facility. Significant revenue
savings will be identified with the
service procuring/building its own
facility and commercialising the
product. The additional posts will be
funded from any savings/income
identified in the business case.

There is a requirement to look at proper
apprenticeships to bring through
younger members of staff with the skills
to replace those who will be retiring
over the next few years, subsequently
allowing progression, and creating a
more balanced age profile.

Programme Office.
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Currently all costs for training are
budgeted and met within the financial
constraints of the service, however with
additional staff and functions being
introduced this may become
unsustainable.

People Directorate

Policy,
Performance and
Community
Planning

Proposed restructure to be considered by
Leadership Panel at next available date.
Strategic direction of new administration.
Government policy/guidance.

Funding — SG and Covid Recovery.

Structure too flat to encourage
succession planning.

Temporary staff dependent on
different funding streams — some
using annual SG budget and
some using Covid

Recovery. Risk of skills lost when
funding ceases.

Ongoing requirements related to
Social Lets and Wallacetown
currently met by temp staff.

The proposed structure will meet the
Council’s strategic housing needs and
improve accountability and leadership
within key areas of Best Value.
Consideration of alternative budgeting
and monitoring of RRTP funding.

All areas within this service interact
with other services, partners and
stakeholders, so changes can have a
wider impact.

Central Education

Scottish Government education manifesto

commitments.

National developments and priorities

related to -

- Child Protection and Wellbeing

- Data Migration

- National ASL Review

- WrapAround Childcare

- Early learning and childcare for 1&2yr.
olds

- Digital programmes including Oracle
Fusion, SEEMIS, and pupil devices.

The capacity and ability to
implement effective staff
induction.

CPD/CLPL training whilst working
from home is a risk on the
development of staff.
Succession planning to mitigate
the impact of losing experienced
staff (due to retirement),
especially in teams such as
Education Resource Planning.
Although there are no immediate
profile risks, there is an
awareness that retention of
skilled staff can be challenging,
and talent-loss can come where
only temporary posts are
considered.

Consideration of a range of posts to
meet local and national
commitments, including —

Childcare and Wellbeing

Covid Recovery and Attainment
Literacy and Numeracy
Development

Children’s’ Rights and
Participation

Early Years expansion projects.

Shift in focus from the pandemic to
educational recovery.

Supporting school PEF funding and
Strategic Equity Fund.

Supporting the development of the
literacy strategy across all schools and
EYCs.

Ensuring that the views of young
people are reflected in education
planning, policy and decision making.
Establishing a range of funding related
to the Temporary Attainment Challenge
and ASL.

Potential to recruit internally from
suitably knowledgeable teaching staff,
and internal secondment
opportunities.

Additional resource will be required to
develop Education staff skills and
deliver training on many of the
forthcoming activities specified.
Many of the forthcoming activities will
require support from SAC ICT
colleagues.

Increase in recruitment from Scottish
Government initiatives will require
support from SAC HR, Recruitment
and Employee Services staff.

Communications

Additional temporary resource has brought
the service closer into line with other
Council comms teams.

The launch of new administration’s council
plan and commitments will determine the
demand for comms/corporate branding.

No current turnover or ageing
workforce issues.

Temporary contracts pose a risk
unless approval obtained (based
on evidence) to fund some or all
of these on a permanent basis.

The service has secured additional
temp resource for 2 years from
March 2022.

Service will review data and Comms
Assistant activities/impact over the next
2 years and submit staffing proposals
accordingly.

Training costs will be met from existing
budget with in-house development and
coaching also provided.

The creation of the 3 temp roles has
increased our capacity for developing
proactive campaigns and will reduce
waiting times for in house design work.

Yammer and other digital platforms
will provide opportunities for improved
internal communication.

Alternative serviced delivery, such as
outsourcing design and campaign
work, does not represent best value
and would cost the organisation more
than the current model. The current
model has introduced new Assistant
Comms Officer posts which take a
multi-skilled approach and include
design work.

Customer
Services

Proposals to move to an appointment-
based system for f2f enquiries for
vulnerable customers were not approved
by Council as part of the FOM paper in
March 2022. A further paper with
proposals is to be submitted in
September.

SAC’s decision to move back to pre-Covid
ways of working (post restrictions) will

Customer Services is a
predominantly young workforce
and the structure and succession
planning initiatives carried out
within the service affords clear
career progression, where
resource allows.

Turnover has been high in the
last 18 months, in part due to the

As Customer Services administer the
Netcall system for a growing number

of users in other services, the

requirement for resource in this area

may also grow.

There is currently an additional
supervisor in post (funded by a
secondee’s budget), and additional

Development for handling f2f enquiries
will be required for those who have
joined in the past 24 months. This is
more manageable on an appointment-
based system.

Workforce planning is an ongoing task
in Customer Services, as evidenced by
the continuous change in approach,
staffing structures and numbers (e.g.,

Customer Services handles enquiries
on behalf of all council services.
Services should move where possible
to digital options (e.g., reducing the
need for the collection, completion,
and submission of paper forms etc.).
Increased digitalisation will reduce the
number of enquiries to Customer
Services and better help the service
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impact on resourcing 5 centres as well as
the volume of calls currently received.
Customer trends have shifted and moved
more to the 0300 number, and service has
introduced a phone appointment system
for some types of enquiries.

There is robust data which allows
measurement of customer trends which in
turn influences workforce planning.

uncertainty of the future operating
model.

Some current supervisors are still
relatively inexperienced, and
several advisors who joined in the
last 2 years have limited
experience of managing face to
face enquiries - this would require
development.

funding may be required to support
this going forward.

The decision of councillors in Sept
2022 will determine the future
resource requirements.

the previous merger of the contact
centre into f2f centres based on
customer trends).

to target resources at those who need
it most, while providing a modern and
convenient digital service to the
increasing number of customers who
have digital access.

Information and
Advice Hub

The cost-of-living crisis has significantly
increased demand for advice services.
Year-on-year the number of enquiries has
increased with another 34% increase in
enquiries in 2021/22.

The crisis in Ukraine will also impact,
depending on the number of individuals
and families requiring support in South
Ayrshire.

A significant percentage of the
team are on temporary contracts
due to temporary funding which
poses a risk in terms of staff
turnover and delivery of the
service.

The growing demand for Hub
services also places a risk on
service resilience.

The service measures customer
trends on an ongoing basis. The
34% increase in demand in 2020/21
resulted in temporary funding to
create 3x Senior Advisor and 2x
Advisor posts, some of which are
community based and provide
targeted support across the authority
area. Enquiries have risen by a
further 34%in 2021/22, and approval
has been gained to fund a further 2.4
Advisors.

Future resource will be identified by
measuring customer trends and
continuing to provide a wider range of
ways in which customers can access
the service including web based; video
call; phone and face to face.

The service measure time spent as well
as enquiry types to assess staffing
needs on an ongoing basis.

Teams already multi-skilled by nature,
although further training will be required
in areas such as immigration law.
There is an intention to make a bid for
permanent posts based on customer
need and increasing demand.

Consideration was given to aligning
the service with the Benefits Service
as part of a wider service review in
2021 but the present model was
approved as the preferred option.
The Service has ongoing and close
working relationships with as variety
of partners, including the
Improvement Service and Money
Advice Scotland.

Organisational
Development

The Organisational Development (OD)
team were deployed to Covid related work
(Covid Response Team) during much of
the pandemic in 2020 which has had a
knock-on impact on the delivery of
projects, and this has been replicated to
an extent by the support OD is how
providing to Ukraine refugees.

The team has been made smaller in
recent years as one vacant OD Officer
post is being used to fund an assistant
post in the communications team.

No immediate risk however the
OD team is tasked with a wide
range of diverse projects which
can impact on service resilience.
OD has instigated better ways of
measuring time spent on projects
which will assist in projecting
future workforce needs.

OD predicts a stable team over next
2 years and will continue to measure
time spent on projects/ delivery of
Service Plan objectives to inform
workforce planning.

1x -Coordinator post is also
responsible for a range of other
services such as the Hub and
Customer Services. The other
coordinator is a Change and
Improvement role which supports
workforce planning and digital skills.

The OD team undergoes continuous
development and has set up an in-
house programme to ensure every
member of the team has the digital
skills required to create engaging
online learning.

OD is trained to administer and
deliver a range of psychometrics such
as 16PF and MBTI, which supports a
range of senior management
development and recruitment.

Thriving
Communities

There remains a high number of staff in
temporary funded positions in the areas if
Health and Wellbeing and Employability.
Uncertainty with temporary funding has
resulted in some staff leaving the council
or returning to their substantive post.

The introduction of Modern Apprentices
and support for officers to gain CLD
Professional Qualifications have
addressed issues that were highlighted
through workforce planning within CLD in
2019.

The Community Empowerment Act and
CLD Regulations clearly demonstrate the
need to retain community workers,
particularly those who are qualified. An
increase in outdoor education/learning
opportunities has meant additional officers
have been recruited across the service.
Covid-19 Recovery Funding will end in
2023 and additional posts that were
recruited will end. This could have an
impact on service delivery if additional

The main challenge for CLD is

the lack of interest in bank and
part-time youth work positions

and this is having an impact on
service delivery.

Other temporary funded posts

could be at risk if funding ends

As the new structure is still in its
infancy there should not be a
significant variance in what is
predicted, however the service has
secured additional funding to support
the Scottish Government ‘No-One
Left Behind’ agenda. This funding
will require additional resources and
it is anticipated between April and
June there will be new officers
joining the service.

Early discussions have taken place
with finance and HR to discuss the
replacement of ESF programmes that
are due to end in December 2022.
Proposals include creating an adult
employability structure using existing
core budget or using external funding
that could be available to create
another temporary structure. Officers
are awaiting further information and
have proposed to take a paper to
Leadership Panel in October 2022
detailing proposals.

Officers continue to review and develop
service delivery at Dolphin House, this
may require additional staffing if
funding can be secured or if there is an
increase income.

Propose new structure to replace ESF.
Maintain core funding while securing
additional external funding.

Thriving Communities SMT discusses
workforce planning issues and
opportunities. Through PDR’s and

Internal and corporate CPD budgets
have allowed staff to develop their
skills and professional qualifications.
Ensuring there is budget to allow
officers to develop their professional
qualifications will help enhance the
organisation and retain staff.
Modern Apprenticeship funding
continues to support young people
into the organisation. Thriving
Communities engages with other
services across the organisation
annually to discuss opportunities for
Modern Apprenticeships or other
employability funded programmes.
Funding arrangements currently meet
the substantive needs of the service
and Council.

Any changes to external or internal
arrangements to fund the Modern
Apprenticeship programme would
have a direct impact on other services
across the organisation. The M.A.
programme has helped address an
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funding cannot be identified to recruit new
or upskill existing officers.

employee engagement, specific
training needs are identified.

aging workforce, skills gap and
provided opportunities for
underrepresented groups.

Destination South
Ayrshire

Implementation of Events and Tourism
Strategy, Physical Activity and Sport
Strategy and Golf Strategy.
Implementation of recent service review.
Opening of new facilities such as the
Riverside Sports Arena, Riverside Block,
the Heritage Hub, and the Stables.
Potential use of libraries as warm spaces
in winter months.

Current audit of cash handling processes

There is a reliance on casual staff
and temporary staff to deliver a
range of front-line services. There
is a risk the service may not be
able to open facilities if BOB
shifts (casual and additional
hours) are not covered.

Current 4-week notice period
creates a risk due to key front-line
posts remaining vacant for longer.
Within Tourism and Events there
is a higher percentage of staff
who are over 50 who may retire
within the lifetime of this plan.
There may be limited progression
within the libraries and museums
service as some posts require
specific qualifications.

Increase in staffing numbers will be
required due to opening of new
facilities and increased number of
events and activities.

Maybole regeneration short term
funded project.

Analysis of footfall and income data to
identify what staffing levels and
opening hours are required at the new
facilities.

Identifying budget through the resource
pressure process when new facilities
come on site.

Plan events and activities around
available funding and identify staffing
levels required to deliver.

Support succession planning by
widening the staff involved in service
delivery.

Provide an induction process and staff
shadowing and mentoring to upskill
new staff.

Consider alternative delivery models
allow sites/facilities to open with less
staff rather than closing

It is difficult to recruit the level of staff
required to delivery front-line services
such as catering assistants on casual
contracts. Increased temporary or
permanent contracts may be
required, however this would require
ELT approval.

Chief Executive Directorate

Corporate
Accounting

Implementation of Oracle Fusion.

Covid response/ recovery tasks: duration
of additional grant income and payment
processing.

Future Operating Model: definition of
workstyles.

Outcome of corporate management
structure considerations (e.g., directorate
structures, etc).

Best Value/ external/ internal audit
recommendations (current and future).

High percentage of senior staff
(L12 and above) approaching or
over 50.

No professionally qualified
(CCAB) staff currently in
unqualified posts (succession
consideration).

Notice period: currently 4 weeks
for senior (qualified) staff — other
Councils require 12 weeks.
Working from home
arrangements facilitate easier
transition of staff and remove
historic restrictions of geographic
base/ location.

All permanent posts will be required
through transition period for Oracle
Fusion implementation.

No significant variance identified.
Implementation of Oracle Fusion
should facilitate streamlining/
automation of manual tasks, which in
turn should free capacity to allow the
service to add more value to client
services.

Maintain existing workforce levels
where possible.

Funding currently in place for short-
term temporary posts.

Implementation of Oracle Fusion
should facilitate streamlining/
automation of manual tasks.

Following implementation and roll-out
of Oracle Fusion, opportunity to review
workforce requirements. No significant
change is currently foreseen, as new
system will facilitate automation/
streamlining of manual processes
which will create capacity to add value
to clients.

Service delivery options considered
during 2018 Service Review; in-house
provision remains preferred option.
Staff training and development needs
to progress across all grades, both to
commence formal training for recent
intake of junior staff and to progress
mid-tier staff towards professional
CCAB qualifications. Some additional
funding from out-with the service may
be required to support this

The implementation of Oracle Fusion
will progress the Corporate
Accounting service further towards a
self-service provision for some
aspects of accounting support.

Democratic
Support

Result of the Local Government Elections
in May 2022/ strategic direction of the new
Administration.

Outcome of the Future Operating Model.
Continued move to live
streaming/hybrid/online meetings.

Current structure may not be the
correct structure to support the
new Administration.
Predominately older workforce,
requirement for succession
planning.

In part dependent on resource
required for live streaming hybrid
meetings and additional workload
involved in servicing.

County Buildings Officers — business
requirements for this role will be

The service will be submitting a report
for additional temporary staff resource
and will require continuing ICT support
in Committee Services both for
webcasting and hybrid meetings and
the role out of M365/SharePoint etc.

Further changes are contemplated
post LGE 2022 elections.
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affected by outcome of Future
Operating Model.

Consideration of external training to
support new intake.

HR/Payroll

Outcome of the Future Operating Model,
and specific consideration of long-term
homeworking options alongside face-to-
face meetings as required.

The introduction of Oracle Fusion will
create improved ways of working via
manager and employee self-service.

In line with Oracle Fusion, we are currently
realigning the work activities of the Payroll
and Recruitment team to separate the
work into two distinct teams.

In conjunction with OD, consider service
delivery model for employee training
activity and induction.

The profile of HR has remained
static over the years meaning
most of the workforce is over 50
years of age and with a history of
long service.

Dilution of knowledge — due to
long service employees retiring.
Recently reviewed and amended
the structure to aid succession
planning and enable a clear
career progression within the
service, however further work
may be required in this area.

A recent review created a Level 8
HR Officer and Administrator to
support the work of the team and
develop a career path as part of
workforce/succession planning
considerations.

It is difficult to predict a variance to
the workforce pending decisions on
the Future Operating Model and the
overall impact of Oracle Fusion
system and its ability to streamline
processes.

Ongoing consideration of different ways|

to deliver the service as evidenced by
the two new roles, as well as the
ongoing work in Payroll and
Recruitment linked to Oracle Fusion.

Key elements of HR/Payroll activities
will be guided by decisions taken by
other services as part of the Future
Operating Model.

Changes to other services may result
from greater use of digitalisation and
Oracle Fusion.

ICT - Enterprise
Architecture

Implementation of both ICT and Digital
Strategies.

ICT capital investment programme.

The Council’s move to deliver more of its
digital services via the Cloud will impact
the ICT workforce require to support this.
Digital transformation and Digital Maturity
Assessment.

Scottish Cyber Resilience Strategy.

Number of staff on temporary
contracts that are only required to
give 1 week notice, and all are
working on key digital change
projects/programmes for the
Council. This adds risk to all
projects and can negatively
impact project delivery.

Current 4 week notice period for
permanent staff also creates a
risk.

Potential for Senior post-holder to
retire within lifetime of this Plan.
Potential that the current level for
Senior ICT Security Analyst (12)
may not be at the right level to
attract a suitable candidate. This
was also experienced by North
Ayrshire Council who had to
redesignate a similar post as an
‘ICT and Cyber Security Architect’
with a higher salary.

Functional Lead posts required to
support the Oracle Fusion
Programme.

Solutions and Project posts required
to effectively deliver the ICT
investment programme.

Digital/Web positions required to
support the Council’s growing digital
services, both for staff and
customers.

As cyber security activities increase
with the continued growth/expansion
of digital services, there may be a
requirement for an additional ICT
Security Officer.

Temporary Project Support Officer
(Covid Recovery) supporting the roll
out and embedding of Microsoft 365.
Resources are already in place to key
activities.

Consideration of moving 2 key roles to
permanent contracts to provide
ongoing support to the ICT investment
programme.

Focus on succession planning, and
further attracting talent-pool to Security
roles.

Ensuring appropriate training provided
to junior staff for succession planning.

Cyber security, due to the sensitive
nature of the subject, is best served
with in-house resource.

ICT - Operations

Legislative and regulatory compliance
(PSN and Cyber Essentials) will generate
increased security activities on a recurring
basis which will be resource intensive.
‘One Device for Every Child’ will
significantly increase the number of
devices which we require to support and
potentially may double the devices.
Existing technician resource will require to
increase however it is not clear if this will
be funded from a central government
allocation.

Adoption of cloud-based services will
require support skills to be transitioned
from an on-premises environment to a
hybrid and/or cloud alternative.

There is a likelihood that ICT’s Asset and
Compliance function will require to be
expanded, to manage the licensing model

The ICT workforce age remains
quite high, although steps have
been taken to create a tiered
support model with opportunities
for less experienced staff to join
the organisation.

Age remains a risk for many key
ICT positions, with nearly 1/3 of
Operations staff over 50.
Recruitment has proved to be
extremely challenging, and there
is arisk ICT cannot fill key
positions as they become
vacant.

Internal knowledge of cloud-
based service delivery needs
developed.

Potential changes to roles numbers
alongside role redesign, which will be
in line with standard service review
processes.

Should ‘One Device for Every Child’
proceed, additional resources will be
required to manage the additional
end user devices.

Temporary posts (until 2024) are
currently allocated in the Asset &
Compliance team at a junior level.
Posts are due to expire in March
2024 which will require to be
augmented by DevOps Technicians
(2) and ICT Technicians (8).

Temporary posts (until 2024) are
currently allocated in the Asset &
Compliance team at a junior level.
Consider temporary ICT Asset
Assistant roles becoming permanent.
Increase the support roles for Oracle
Fusion, with some new roles likely to
be created.

External training, augmented by
exposure to on-the-job training and
skills transfers.

Consideration of dedicated training
budget.

Renewal of temporary resources
approved for COVID recovery will be
requested, given the increased
capacity demands.

A decisive shift towards a consumption
model of hosting services, rather than

Increased reliance on ICT services,
which digital becoming vital for many
roles, may generate usage
challenges for colleagues outside of
the ICT service. The organisation will
require to consider its approach for
training/upskilling colleague.
Increased deployment of hybrid
meetings may require a resource
increase and/or greater
empowerment of colleagues from
services to complete more
administrative tasks themselves.

A wide range of corporate legislative
and regulatory compliance will require
ongoing maintenance and patching
activities to be completed on a regular
basis.
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to ensure SAC ‘right sizing’ the licenses
and only paying for what is consumed.
Implementation of technologies from the
Capital Investment Programme with
specific reference to Oracle Fusion in
2022/23, with likely future increases
required to support the product.

the traditional on-premises hosting of
hardware.

Internal Audit

Reduction in regular work such as
community councils and school/social
work/cash location audits.

Increase in consultancy/advice and
guidance work and contribution to working
groups and ad hoc strategic exercises
Greater focus on IT audit work and data
analytics.

Increase in employee investigations.
More joint working with DWP and other
local authority fraud departments.

Potential turnover due to 60% of
team aged over 50.

Part-time employees may leave
to obtain full-time employment.

Current level of staff is considered
the absolute minimum to allow the
audit plan to be delivered. This may
be at risk should Internal Audit
require to become involved in more

unplanned work e.g., employee fraud

investigation.

Retention of staff and recruitment into
senior auditor post.

Increase in hours for key part-time
post.

Training and development of existing
staff, provided by Chief Internal Auditor
and external training where available.
Guidance from professional bodies
(CIPFA, IIA and ACCA) and support
through national Internal Audit groups,
training events and conferences
Develop a more risk-based internal
audit plan, with flexibility to respond to
investigations and to allow for an
allocation of time to provide more
consultancy/advice and guidance and
proactive assignments which require
professionally qualified resources.

Service will be dictated by legislative
changes affecting internal audit and
fraud arrangements.

More focus on corporate IT audit work
and provision of advice and
guidance/consultancy requires
upskilling of staff.

Legal and
Licensing

Licensing will be impacted by the way the
Customer Contact Centre develops post -
Covid recovery, as they have traditionally
been the first point of face-to-face contact
with applicants for licences (liquor, taxi,
other civic government etc).

Increased use of e-forms and online
applications may impact on how the team
provides the service and the
speed/expectation of response required.
Licensing will be impacted by the
anticipated increased in applications,
especially in the liquor and public
entertainment areas, as businesses start
to recover from the effects of the
pandemic.

Activities within community empowerment
legislation/common good, and support
work for redevelopment and regeneration
of town centres; and increased volume
and complexity of caseload from HSCP
and Housing.

The required upgrade of the Legal case
management system (CMS), which is
becoming increasingly non-compatible
with other Council systems as they are
upgraded.

Age profile of the workforce is
relatively high and succession
planning is a factor for several
key roles.

The Team Leader (Licensing)
retires in May and the service is
currently considering the
Licensing structure.

All staff are working to capacity or
more with huge demands on the
services, and there could be
challenges in handling workloads
and competing demands from
client services and elected
members.

Defined by the outcome of Future
Operating Model.

The service has submitted bids to the
Covid 19 recovery fund for a post in
each Legal team and been successful
for one temp post in Litigation.
Consideration of different delivery
options, including remote meetings with
client services.

External training for Licensing staff on
Uniform EDMS.

Working corporately with services to
ensure that any changes do not have
a detrimental impact on ‘client’
services or on the public service
provided in Licensing.

Revenues and
Benefits

Covid recovery across a range of factors.
Rise in unemployment impacting in
increased demand,

Current and future Scottish Government
initiatives/grants.

Future Operating Model.

Universal Credit Managed Migration.

Turnover of temporary staff will

be addressed once the Benefits
Service Review is implemented.
Older age profile of senior staff.

Likely increase in benefits resource.

Filling vacant LV5 posts & deletion of

LV3.

Several temporary Covid19 recovery

posts are required and are either in
currently in place or are being
recruited.

Temporary contracts in Revenues &
Social Care Support up to March 2023
to address backlogs & extra demand
on services due to Covid 19.

Review of temporary posts in 2023
based on outcomes of Covid recovery
and programmes such as Universal
Credit.

Outcome of Future Operating Model
will determine how front facing
services are delivered, with a move to
appointments only, as well as
WFH/Hybrid arrangements for all
staff.

Continual review of service delivery
and closer working between teams.
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Welfare reform — e.g., Social Security
Scotland devolved benefits.

Benefits Service Review implementation.
Scottish Government review of the
Scottish Welfare Fund and Social Care
Charging policy.

Risk, Safety and
Resilience

In the past 2 years Covid 19 has
significantly impacted on significantly
service delivery — unplanned work activity
has increased which has meant pre-
prioritisation of other work activity.

Predominance of part-time
workers (which was a necessity
due to previous budget savings
exercises) can impact on service
delivery.

= There is a backlog of work in both
H&S and Risk Management
particularly which will require
resource consideration.

= New Scottish Fire and Rescue

Service protocols will be applied from

April 2023. This will create further
urgency for additional staffing
resource within H&S.

Resource bids were submitted in
advance of budget setting in 2020 and
2021 but were not successful.

A business case was prepared for
recruitment of 2 x G10 Officers and is
currently being considered.

Planned reduction in temporary Covid
19 posts will be reviewed.
Benchmarking information suggests a
lack of specialist expertise in H&S,
therefore an ability to provide / fund
training will need to be explored.

The service will continue to work with
ICT colleagues on digital formats which
should improve efficiency.

Bid made to workforce development
fund for a specific non-statutory
course.

Work of the service is statutory. If
workload cannot be met then external
support may be a consideration,
however limited budget for
consultancy.

Trading Standards
and Environmental

Shortage of replacement TSOs in
marketplace and absence of external

Majority of service (EHO’s and
Coordinators) aged over 50.

= Currently training 2 internally
recruited Authorised Officers in a

By internal training and access to the
CTSI Metrology qualification the

There are costs required to develop
staff, and a recent leadership report

Health training. = 2outof 2.8 FTE TSO posts lying Trainee TSO role. This will enable service aim to produce 2 qualified confirms the service has taken on a
Increasing shortage of EHOs in empty. the service to fill the 2 vacant TSO TSOs in approximately 12 months. paid inspection role for Food
marketplace and limited external training. = There is very limited possibility of posts as recruitment externally is The training of the TSOs will be Standards Scotland
Impacts of Brexit on the regulatory recruiting replacements on the unlikely to be successful. undertaken by the remaining TSO, the
elements of the service, and the pandemic open market due to extreme = An additional TSO is hoped to be TS Coordinator and hopefully a
on the public health elements. national shortages. recruited on 12-month contract. recruited TSO on a 12-month contract.

Changes in access methods to advisory Most of the roles are delivered by
services by the public. professionally qualified officers. The
New ways of working (cloud based remote alternative delivery is through
working) consultancy at much higher rates of
pay. This may have to be considered in
the future if unable to recruit staff to key
roles.
Health and Social Care Partnership
Planning and Proposed National Care Service = None identified. = Further consideration to be given to The planned service review will identify The service will be driven by the
Performance implementation. support increased activity related to resources required to meet future HSCP strategic plan and will be
Planned service review focusing on the quality assurance contract requirements and may also highlight impacted by changes to service
administration function. compliance, and the development of opportunity for a restructure and re- delivery from across the HSCP.
External commissioning requirements. Commissioning plans around the alignment.
National Care Service aspirations. Develop use of M365 and related
= Potential requirement for additional digital solutions to streamline
policy officers to develop and drive processes.
forward National Care Service Consideration of graduate internships.
implementation.
Children and The current driver of The Promise and the = The demographic of the = Arecent service review recommends Training related to the implementation A wider review of current posts and
Families relaunch of GIRFEC will see the focus of workforce shows that there is a uplift and realignment of posts to of Signs of Safety. levels of qualification would be

intervention to early intervention and more
family/community-based intervention that
in the longer term may change the nature
of service delivery and workforce.

Data confirms shifts in demography and
requirements, for example a reduction in

risk of losing a high number of
experienced and skilled workers
through retirement.

develop secondary cluster-based
early intervention projects.

= The review also proposes
amalgamation and new service
delivery model based in schools.

The service is working with the Practice
Development Team Leader to identify
core and specific skills that will be
required by the workforce. The focus is
building capacity for succession.

beneficial, and movement towards a
unitary level may support recruitment
and retention.

The development of the new roles
specific to early and effective
intervention may lead to savings in
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children requiring to be looked after away
from home, youth housing need, and
youth offending, balanced against an
increase in supporting kinship and foster
care placements, and community based
and school-based interventions.

Uplift of key posts to level 12 will
create parity both within and outwith
the organisation.

Working with colleagues in health to
development training in relation to
Improvement Science.

Working with SAC to increase
leadership and project management
capacity.

A paper is being submitted to
leadership for additional support worker
to promote and improve the uptake of
SDS packages within the CF Disability
Team, and for two additional posts to
empower assessment linked to self-
directed support.

other areas that could be directed to
support recommendations within the
service review.

The sponsorship and clear career
pathway intimated in the service
review may assist in retaining the
workforce as well as ensuring greater
capacity to support families who are
on the periphery of statutory
intervention.

Justice Services

Justice Social Work Services is funded by
a ring-fenced Scottish Government grant
which is agreed year on year. The level of
activity and workforce is dependent on this
budget remaining the same or
incrementally increasing in line with
inflation.

Age profile of staff indicates that
60% will have retired within 10
years.

There is a gender imbalance
which can impact on availability
for a gender mix in some
interventions with service users.

Planning to increase capacity to
supervise students which will
hopefully aid recruitment once they
qualify.

The current level of funding has
allowed for an increase in the staffing
establishment. Extra funding was
received to aid services after the
impact of Covid and applies for 1
year only.

It is likely a further senior practitioner
will be required to assist with skill
retention.

Grant funding is available as directed
by Scottish Government.

Close links with universities ensure
appropriate skill set/pipeline is
available.

Where there has been difficulty in
recruiting social workers, the service
has increased Assistants to assist court
orders, freeing up qualified staff.

Capacity to share skills with Justice
Services in North and East Ayrshire
as part of our pan Ayrshire pool.

All specific Justice training is
delivered by Community Justice
Scotland who react to staffing
numbers.

Social Work Scotland Justice
Committee monitor national
difficulties in recruiting justice social
workers.

Mental Health

Implementation of Adult Social Work
Learning review.

Scottish Government investment to
significantly expand the Mental health
service.

The Mental Health Transition and
Recovery Plan.

Additional expectations in services offered
to people with mental health issues in the
community.

Majority of staff are over 50 and
therefore likely to lose staff to
retirement.

Significant additional funding
expected in relation to Mental Health
Officers.

Creation of opportunities to develop
the social worker role for people with
meatal health problems using all
available Scottish Government
funding opportunities.

Creation of senior practitioner role
where vacancies permit.

Creation of additional service capacity
through training opportunities offered to
existing social work workforce.
Creating links with training
establishments and offering student
placements.

Development of group-based support
has reduced the number of formal
referrals allows individuals the option to
visit their local group for support and
resolution of issues.

An increased referrals of people not
previously known to the service will
increase requirements and
expectations for Mental Health
Officers and the Partnership a long-
term and ongoing basis.

Registered Proposed National Care Service. High levels of vacancies and = A ‘test of change’ is being proposed Development of Modern Apprentice The HSCP workforce plan further
Services Digital Telecare. sickness absence continue to to use 8 vacant Homecare posts to programmes. highlights the sector-wide issues in
National shortages of care staff within in- impact. establish 4 OTA posts to address A range of recruitment events (online relation to recruitment within adult
house and commissioned services. Ageing workforce which current unmet need in the and f-2-f) in conjunction with private social care. This impacts not only in-
National delays to driving tests/exams undertakes physically taxing community. providers across South Ayrshire. house provision, but the ability for
(potential young recruits have not been duties. = Exploring the opportunity to Internal promotion where possible to commissioned services to take on
able to access driving lessons which Historic gender imbalance — transform the Emergency Response strengthen career pathways. additional clients. It is anticipated this
impacts on the service as there are a viewed traditionally as a female Team and to design an Out-of-hours Additional hours via revised contracts. will be a primary focus for the
limited number of rotas which can be role. service which will cover and support Developed and implemented different proposed National Care Service.
covered by non-drivers). Multiple agencies/organisations both Reablement and Mainstream work patterns to recruit new people into
recruiting from same pool of CAH. care roles.
staff. Increasing numbers of Moving and

Handling assessors and trainers.

The service has been in discussions

with Ayrshire College regarding

promoting the service to students and

work/placement opportunities.

Practice Potential service review. Potential turnover due to 60% of = ltis likely that service will require a The SDS Lead Officer is to be made a To deliver the ambitious training and
Development Cost of living/poverty will have a direct team aged over 50. further Learning Officer for Social permanent post and is in the process of development needs of the HSCP, it is
Team corelation to service demand and neglect Part-time employees may leave Work Practice. Job Evaluation at level 10. likely that additional budget will be

require specific training and development.

to obtain full-time employment.

required.
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The Corporate Parenting Lead Officer
is also undergoing job evaluation from
level 10 to level 12, to reflect the
breadth of work undertaken and
includes the incorporation of the
Independent Care Review
Implementation.

Service Hubs

Social Work service review.

There is a risk in relation to an
ageing workforce.

There is investment funding secured
and this is detailed in the HSCP
workforce plan, examples include
additional community care social
workers to manage demand
confirmed via frailty statistics.

The review is evidencing that there are
improved ways to redesign social work
services.

None identified.

Learning Disability
and Sensory
Impairment

New Learning Disability Strategy (will be
launched 10th August 2022).

Ayrshire and Arran Sensory Locality Plan
2014-2024.

There is a risk in relation to an
ageing workforce.

There are 2 temporary posts (1 level
9 Champions Board Officer and 1
level 11 Senior Practitioner), and
they may be a requirement for these
roles longer-term.

Consideration of additional
community care assistant(s) to
support the Senior Practitioner

The Learning Disability service is
developing a single point of contact
using a ‘multi-disciplinary teanm’
approach.

A redesign of the Sensory Impairment
service/resource has resulted in the
implementation of an annual review,
and the offer a same-day assessment
to facilitate hospital discharges.

The Sensory Impairment service has
developed and delivered sensory
training and awareness for the wider
Partnership.
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Appendix 2
south

AVRSHIRE

COUNCIL

Comhairle Siorrachd Air a Deas

South Ayrshire Council
Equality Impact Assessment including Fairer Scotland Duty

Section One: Policy Details*

Name of Policy Workforce Plan

Lead Officer (Name/Position) Jane Bradley, Director - People

Support Team (Names/Positions) Gillian Farrell, Service Lead, OD and Customer
including Critical Friend Services

James Andrew — Organisational Development
Coordinator
Noemi Ceccini (HR Co-ordinator — Critical Friend)

*The term Policy is used throughout the assessment to embrace the full range of policies,
procedures, strategies, projects, applications for funding or financial decisions.

What are the main aims of the policy? = Embedding workforce planning within the
corporate service planning and strategic change
projects, and development of tools and training
that will support managers.

= Enhancing workforce data for managers which
will also inform annual updates of the workforce
plan.

= Helping managers identify and address key
‘gaps’ by developing a digital skills framework,
utilising the workforce development fund,
improving the current succession planning
toolkit, and developing a leadership
development programme.

= Consideration and progression of future
‘pipeline’ of employees and enhancing
recruitment and retention.

= Maximising employee communication and
feedback.

= Developing approaches that take cognisance of
the demographic of the workforce and that
support employees wellbeing, attendance and
return to work.

What are the intended outcomes of To develop and improve support measures related to —

the policy?

= Plan - supporting evidence and outcome-based
workforce planning

= Attract - effective recruitment to attract the best
staff into the Council

= Train - supporting staff through education and
training to equip them with the skills to undertake
their role effectively




Employ - making SAC and “employer of choice”
by ensuring staff are, and feel, valued and
rewarded

Nurture - creating a workforce and leadership
culture focusing on the health and wellbeing of
all staff

Section Two: What are the Likely Impacts of the Policy?

Will the policy impact upon the whole
population of South Ayrshire and/or
particular groups within the
population? (please specify)

Impact on employees and to ‘future-proof’ service delivery to
residents.

Considering the following Protected Characteristics and themes, what likely impacts or
issues does the policy have for the group or community?

List any likely positive and/or negative impacts.

Protected Characteristics

Positive and/or Negative Impacts

Age: Issues relating to different age
groups e.g. older people or children
and young people

Positive impact.

The workforce plan recognises the ageing workforce across the
Council, and services where the impact is significant, and the
linkages between age and absence/wellbeing.

The plan has actions to —

Review of HR polices to ensure the Council can support
an ageing workforce over the next 10 years.

Further input into national wellbeing groups (such as the
SPDS Wellbeing Group), benchmarking, and
exploration/adoption of national wellbeing tools and
solutions.

Review and evaluation of Occupational Health services
prior to re-tender.

Further consideration of support specific to psychological
and musculoskeletal absence, menopause, and long-
covid.

Disability: Issues relating to
disabled people

Positive impact.

The plan incorporates the ongoing equality work within the
Council, including the development of a disability employee

forum.




Gender Reassignment —
Trans/Transgender: Issues
relating to people who have
proposed, started or completed a
process to change his or her sex

Positive impact.

The plan incorporates the ongoing equality work within the
Council, including the development of a LGBT+ employee
forum.

Marriage and Civil Partnership:
Issues relating to people who are
married or are in a civil partnership

No anticipated impact.

Pregnancy and Maternity: Issues
relating to woman who are
pregnant and/or on maternity leave

No anticipated impact.

Race: Issues relating to people
from different racial groups,(BME)
ethnic minorities, including
Gypsy/Travellers

Positive impact.

The plan incorporates the ongoing equality work within the
Council, including the development of a Black and Ethnic
Minority (BAME) employee forum.

Religion or Belief: Issues relating
to a person’s religion or belief
(including non-belief)

No anticipated impact.

Sex: Gender identity: Issues
specific to women and men/or girls
and boys

Positive impact.

The plan incorporates recruitment activity that will aim to
increase representation in roles that have traditional gender
dominance.

The plan has an action to —
= Development of thematic and locality-based

programmes of online and f-2-f recruitment events and
vacancy/job promotion.

Sexual Orientation: Issues relating
to a person’s sexual orientation i.e.
LGBT+, heterosexual/straight

Positive impact.

The plan incorporates the ongoing equality work within the
Council, including the development of a LGBT+ employee
forum.

Equality and Diversity Themes
Relevant to South Ayrshire
Council

Positive and/or Negative Impacts

Health
Issues and impacts affecting
people’s health

Positive impact.
The plan has actions to —

*= Progress the 5 principles of trauma informed practice;
safety, choice, collaboration, trust, and empowerment.
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Consideration of the proposed changes to the Healthy
Working Lives scheme which aims to support workplace
health and improve staff health and wellbeing in
Scotland.

Review and evaluation of Occupational Health services
prior to re-tender.

Further consideration of support specific to psychological
and musculoskeletal absence, menopause, and long-
covid.

Review light duties process and other related
opportunities across services to enable employees to
begin the return-to-work process sooner.

Review of personnel polices to ensure the Council can
support an ageing workforce over the next 10 years.
Further input into national wellbeing groups (such as the
SPDS Wellbeing Group), benchmarking, and
exploration/adoption of national wellbeing tools and
solutions.

Human Rights: Issues and
impacts affecting people’s human
rights such as being treated with
dignity and respect, the right to
education, the right to respect for
private and family life, and the right
to free elections.

No anticipated impact

Socio-Economic Disadvantage

Positive and/or Negative Impacts

Low Income/lIncome Poverty:
Issues: cannot afford to maintain
regular payments such as bills,
food and clothing.

No anticipated impact.

Low and/or no wealth: Issues:
enough money to meet basic living
costs and pay bills but have no
savings to deal with any
unexpected spends and no
provision for the future

No anticipated impact.

Material Deprivation: Issues:
being unable to access basic
goods and services i.e. financial
products like life insurance,
repair/replace broken electrical
goods, warm home,
leisure/hobbies

No anticipated impact.

Area Deprivation: Issues: where
you live (rural areas), where you
work (accessibility of transport)

No anticipated impact.




Section Three: Evidence Used in Developing the Policy

Involvement and Consultation

In assessing the impact(s) set out
above what evidence has been
collected from involvement,
engagement or consultation?

Who did you involve, when and how?

Service Leads via workforce planning template returns.

Corporate implementation group from a range of
services.

Data and Research

In assessing the impact set out above
what evidence has been collected from
research or other data. Please specify
what research was carried out or data
collected, when and how this was
done.

Corporate workforce data within the plan is extracted
from the Oracle HR and Payroll system as at the
1stAugust 2022. There are a range of other workforce
data sources (each with different reporting parameters)
also referenced, and these are taken at the 1stAugust
2022 or as current as the data source allows.

The term ‘workforce’ refers to contracted employees
within the Council and is predominately based on a full-
time equivalent (FTE) number.

Managers provided workforce planning templates which
confirmed a range of workforce planning and
development activities.

Demographic data related to the South Ayrshire
population is sourced primarily from the National
Records of Scotland, Public Health Scotland’s South
Ayrshire Strategic Needs Assessment, and the Scottish
Government’'s Labour Market Annual Survey.

A more comprehensive range of workforce equality data
is already reported in the Council’s statutory Workforce
Monitoring Report.

Partners data and research

In assessing the impact(s) set out in n/a
Section 2 what evidence has been

provided by partners?

Please specify partners

Gaps and Uncertainties No.

Have you identified any gaps or
uncertainties in your understanding of
the issues or impacts that need to be
explored further?

Section Four: Detailed Action Plan to address identified gaps in:

a) evidence and

b) to mitigate negative impacts




No. Action Responsible Timescale
Officer(s)

None identified

Note: Please add more rows as required.
Section Five - Performance monitoring and reporting

Considering the policy as a whole, including its equality and diversity implications:

When is the policy intended to come | October 2022
into effect?

When will the policy be reviewed? November 2023

Which Panel will have oversight of Progress report to Service and Performance Panel

the policy? November 2023
south
ATRSHIRE
Section 6
South Ayrshire Council Appendix ..........

Summary Equality Impact Assessment Implications & Mitigating Actions

Name of Policy: Council Workforce Plan 2022-25

This policy will assist or inhibit the Council’s ability to eliminate discrimination; advance equality of
opportunity; and foster good relations as follows:

Eliminate discrimination

The plan confirms the age demographic of the workforce, and a range of steps to support
an ageing workforce.

Advance equality of opportunity

The plan confirms a focus on a range of measures that support employability opportunities
and programmes, career pathways, and school and further education engagement. It also
has an action to develop thematic and locality-based programmes of online and f-2-f
recruitment events and vacancy/job promotion.

Foster good relations

Consider Socio-Economic Disadvantage (Fairer Scotland Duty)




The plan will progress consideration of the proposed changes to the Healthy Working Lives
scheme which aims to support workplace health and improve staff health and wellbeing in
Scotland. This includes employees having access to services that address key issues which
impact upon their wellbeing, including advice on welfare benefits, debt, housing, travel to
work and reducing home energy costs.

The plan will assist development of a corporate well-being strategy which aligns all related
activities and confirms executive ownership, including a focus on financial well-being and
the impact of the cost-of-living.

Summary of Key Action to Mitigate Negative Impacts

Actions Timescale

None identified

Signed: Gillian Farrell ....................... Service Lead

Date: 12" September




Agenda ltem No. 5

South Ayrshire Council

Report by Assistant Director - Place
to Service and Performance Panel
of 25 October 2022

Subject: South Ayrshire Way Strategic Change Programme
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2.1

3.1

3.2

3.3

Purpose

The purpose of this report is to update the Service and Performance Panel on the
progress of the South Ayrshire Way (SAW) Strategic Change Programme and
benefits realisation.

Recommendation
It is recommended that the Panel:

2.1.1 notes the progress in delivering the SAW Strategic Change
Programme and benefits status for projects (Appendix 2);

2.1.2 notes the forecast benefits for projects (Appendix 3);

2.1.3 notes actual benefits delivered by those projects at benefits Stage 4;
and

214 approves a further update to the Service and Performance Panel in
12 months’ time, in accordance with reporting arrangements.

Background

The recent Best Value Audit of the Council undertaken by the Audit Commission
identified actions required to improve the Council's approach to business change
and transformation activity. These recommendations centred around taking a
project approach to delivering business change and transformation. In addition to
these actions, the Council identified additional success indicators which are
included in Appendix 1 along with the Best Value Audit recommendations. All
indicators have been achieved ahead of set timescales.

Since its launch in June 2021, the number of projects in scope has increased from
22 to 33. Appendix 2 details the benefits status for projects.

The Strategic Change Programme Office is resourced by a Project Implementation
Coordinator and four Project Officers. One of the Project Officer posts is currently
vacant due to two unsuccessful recruitment attempts. Options for recruiting this
post are currently being considered.



3.4

3.5

3.6

3.7

3.8

3.9

3.10

All of the projects on the Change Programme are required to complete benefit
trackers as part of the Benefit Management Process, as outlined below:

] Stage 1: Identification — establishing high level benefits;

] Stage 2: Baseline and proposal — identifying cashable, qualitative and
guantitative benefits, baselining benefits and input to tracker;

° Stage 3: Project Implementation — confirming the benefits management
approach and signing off tracker; and

] Stage 4: Benefits Realisation — track delivery of benefits and embed project
and change activity.

Officers are working with project teams to propose benefits, baseline activity and
report progress. Challenges have been identified in extracting accurate baseline
data and information to support this part of the process, however officers are
working collaboratively with other Services, such as Finance, to assist in
accelerating this process.

Delivery challenges have also been experienced by projects on the Programme
over recent months. These challenges mainly relate to staff absences and other
Service priorities that result in delays to project delivery and implementation.
Verification of end benefits is not expected to be impacted by these delays.

The Council has invested in new tools and techniques to support the delivery of the
Change Programme. Software has been procured that enables better
measurement of productivity improvements which projects are delivering. The team
has been working with Services across the Council and sharing expertise and
knowledge of the system. This is allowing Council Services to review the way they
work and introduce more effective processes.

An initial presentation to the Trade Union Liaison Group has taken place which
provided an overview of the Programme’s approach to delivering change and
benefit realisation. A follow-up session will take place in October that provides more
detail on individual projects. In addition, a programme of drop-in sessions is
underway. These sessions help inform staff about projects on the programme and
the tools and techniques being used to deliver business change across the Council.

Project benefits are detailed and monitored in benefit trackers. Benefit trackers are
in place for 17 projects on the Programme. Benefits for these projects are detailed

in Appendix 3.

Four projects have progressed to Stage 4 - Benefits Realisation. These projects
have achieved, or are on track to achieve, the following benefits:

o The Mechanical and Electrical Engineering In-House Recruitment project
is on track to achieve the projected reduction in consultancy costs of
£42,000. The recruitment of the two engineers is also accelerating projects
to support Council’s Net Zero approach, such as deployment of Building
Energy Management System which will enable the Council to monitor and
control energy more effectively

. Place Planning (Community Conversations) project has increased the
number of South Ayrshire residents involved in Place Planning from 340 to
1,163
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o The CCTV project is installing new, state of the art CCTV technology and
is on track to achieve a reduction in annual maintenance from £39,000 to
£20,000. Yearly reported faults are also forecast to reduce by 75% from
38 to below 10.

. Project support was also provided to Neighbourhood Services in managing
the situation with Ayr and Troon cemeteries: a structured and analytical
project approach was implemented which established mechanisms to
support the delivery needs of the project for the Service, its staff and
stakeholders.

Proposals

Focus over the coming period will be on continuing to progress projects into benefits
actualisation. Seven projects are expected to complete and move to Stage 4
Benefit Realisation before year end, including Property Maintenance Mobile Work
Scheduler, InCab Digitised Devices and Future Operating Model projects.

As the Programme is moving towards a steady state and delivering projects, officers
from the team will be developing ways for Council staff, who can see the benefits
of implementing change and new ways of working, to suggest and bring forward
project ideas and innovation. For example, a platform for submitting ideas to the
team, workshop sessions for Services to generate project ideas, and utilising
corporate communication channels to promote examples of good practice business
change.

This will include case studies of how officers and project teams have worked
collaboratively to map out and deliver productivity gains. Officers are utilising
software which captures and calculates changes in productivity by mapping existing
processes and comparing the improvements with the change being implemented.
Officers will continue to work with Services to plan out approaches and activity when
productivity gains are identified.

A further update to include actual benefits realised will be provided to the Service
and Performance Panel in 12 months’ time, in accordance with reporting
arrangements approved by the Leadership Panel.

Legal and Procurement Implications

There are no legal implications arising from this report.

There are no procurement implications arising from this report.

Financial Implications

Not applicable.

Human Resources Implications

Not applicable.
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Risk

Risk Implications of Adopting the Recommendations

8.1.1 There are no risks associated with adopting the recommendations.

Risk Implications of Rejecting the Recommendations

8.2.1 There are no risks associated with rejecting the recommendations.
Equalities

The proposals in this report allow scrutiny of performance. The report does not
involve proposals for policies, strategies, procedures, processes, financial
decisions and activities (including service delivery), both new and at review, that
affect the Council’s communities and employees, therefore an equality impact
assessment is not required.

Sustainable Development Implications

Considering Strategic Environmental Assessment (SEA) - This report does not
propose or seek approval for a plan, policy, programme or strategy or document
otherwise described which could be considered to constitute a plan, programme,
policy or strategy.

Options Appraisal

An options appraisal has not been carried out in relation to the subject matter of this
report.

Link to Council Plan

The matters referred to in this report contribute to all six Commitments of the
Council Plan.

Results of Consultation

There has been no public consultation on the contents of this report.

Consultation has taken place with Councillor Martin Dowey, Portfolio Holder for
Corporate and Strategic, and Councillor lan Davis, Portfolio Holder for Finance,

Human Resources and ICT, and the contents of this report reflect any feedback
provided.

Background Papers Report to Service and Performance Panel of 29 March 2022 —

South Ayrshire Way Strategic Change Programme — Preparing
for the Future

Person to Contact Louise Reid, Assistant Director — Place

County Buildings, Wellington Square, Ayr, KA7 1DR
Phone 01292 616332
E-mail: louise.reid@south-ayrshire.gov.uk



https://www.south-ayrshire.gov.uk/media/4315/The-South-Ayrshire-Way-Strategic-Change-Programme-Preparing-for-the-Future/pdf/Agenda_Item_6_-_Strategic_Change_Programme.pdf?m=637835335112600000
https://www.south-ayrshire.gov.uk/media/4315/The-South-Ayrshire-Way-Strategic-Change-Programme-Preparing-for-the-Future/pdf/Agenda_Item_6_-_Strategic_Change_Programme.pdf?m=637835335112600000
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Stuart MacMillan, Project Implementation Coordinator — Place
County Buildings, Wellington Square, Ayr, KA7 1DR

Phone 01292 612945

E-mail: stuart.macmillan@south-ayrshire.gov.uk

Date: 12 October 2022
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Appendix 1 — Best Value Audit and Council Success Indicator Actions and Progress

Indicator

Nov. 2021) to 80% by 30 June 2022

Source Action/Indicator Progress
BV Audit Add greater detail about individual projects Complete
BV Audit Set clear timelines for each project Complete
BV Audit Develop a benefits realisation tracker to assess whether the Council has achieved its aims Complete
Additional Council Success Change programme Communication Strategy approved and implemented Complete
Indicator

Additional Council Success Benefits plans and tracking for all projects in current scope implemented Complete
Indicator

Additional Council Success Increase the percentage of projects at implementation /delivery phase from 60% (baseline | Complete




Appendix 2 Benefits status for change projects

Project title

Date project added
to Programme

Benefits status

Date project
moved to Stage

scope 4

Mechanical & Electrical Engineering in sourcing 1-Jun-21 Stage 4 - Benefit Realisation 24 Mar 22
Public Space CCTV Operating Model 1-Jun-21 Stage 4 - Benefit Realisation 19 Sept 22
Place Planning (Community Conversations) 1-Jun-21 Stage 4 — Benefit Realisation 30 Jun 22
Ayr and Troon cemeteries 24-Jun-22 Stage 4 — Benefit Realisation 12 Aug 22
Facilities Management Service Review 1-Jun-21 Stage 3 — Project Implementation

Signs of Safety 1-Jun-21 Stage 3 — Project Implementation

Cunninghame Place Respite Resource 1-Jun-21 Stage 3 — Project Implementation

loT Accelerator 1-Jun-21 Stage 3 — Project Implementation

Roll out and adoption of PM Mobile Work Scheduling system 1-Jun-21 Stage 3 — Project Implementation

Foster Carers Recruitment Campaign 1-Jun-21 Stage 3 — Project Implementation

Whole Family Whole System approach 1-Jun-21 Stage 3 — Project Implementation

In Cab Digitised Systems development 1-Jun-21 Stage 3 — Project Implementation

Golf South Ayrshire Commercialisation Project 27-Jan-22 Stage 3 — Project Implementation

The Promise 27-Jan-22 Stage 3 — Project Implementation

New Street Cleaning Operating Model 1-Jun-21 Stage 2 — Baseline and Proposal

Transforming the Estate 1-Jun-21 Stage 2 — Baseline and Proposall

Oracle 1-Jun-21 Stage 2 — Baseline and Proposal

Housing Customer Self-Service systems development 1-Jun-21 Stage 2 — Baseline and Proposal

Net Zero Action Plan & Implementation 1-Jun-21 Stage 2 — Baseline and Proposal

Review of Commercial Bin infrastructure 1-Jun-21 Stage 2 — Baseline and Proposal

Implementation of the Future Operating Model 27-Jan-22 Stage 2 — Baseline and Proposal

Future Operating Model Additionality 27-Jan-22 Stage 2 — Baseline and Proposal

Housing Asset Management System 1-Jun-21 Stage 1 - Identification

New Waste Transfer and Green Waste Station 1-Jun-21 Stage 1 - Identification




Project title

Date project added
to Programme

Benefits status

Date project
moved to Stage

scope 4
Asset Management Service Review 27-May-22 Stage 1 - Identification
Economy and Regeneration Service Review 27-May-22 Stage 1 - Identification
Building Based Services 27-May-22 Stage 1 - Identification
Gas Central Heating In-House Provision 27-May-22 Stage 1 - Identification
Trauma Informed and Responsive South Ayrshire 24-Aug-22 Stage 1 - Identification
Scotland Loves Local LACER project 24-Aug-22 Stage 1 - Identification
Corporate Booking System 24-Aug-22 Stage 1 - Identification
Property Maintenance Service Review 24-Aug-22 Stage 1 - Identification
South Ayrshire Council Wedding Venues 24-Aug-22 Stage 1 - Identification




Appendix 3 — Approved cashable and quantitative benefits

Project

Lead Service

Benefit

Children and Families
projects

Children and Families

Reduction in the number of out of authority placements from 17 to 12 by March 2023
Reduction in cost of funding out of authority placements by 30% by March 2023

2 | Belmont Family First

Children and Families

Reduction in the number of statutory orders put in place by the Children’s Reporter from Belmont School
Cluster by June 2023

Increase in family’s overall wellbeing scope from 73% to 85% by June 2023

Reduction in the percentage of Referrals to Ayr South and Ayr North Locality Teams from 49% to 20%
by June 2023

3 | CCTV

Asset Management
and CAT

Reduction in estate maintenance costs by 40% by August 2023.
Reduction in annual maintenance callouts from 38 to 10 by August 2023.

4 Commercial bins

Neighbourhood
Services

Reduction in number of visible commercial waste bins in town centres from 158 to 75 by March 2024
Increase in town centre LEAMSs scoring from 83.7 to 90 by March 2024

Facilities Management

Reduced staff turnover from 13% in 2020/21 to 11% by March 2024.

Commercialisation

5 Service Review Facilities Management Increase in free and paid school meals from by 10% by June 2023.
6 Foster Carer's Children and Families Increase in number of carers from 0 to 5 by June 2023

Recruitment Campaign Increase in the number of children cared for by foster carers from 0 to 5 by June 2023
7 Golf South Ayrshire Health and Wellbeing Increased revenue from sponsorship from £0 to £21,310 by 2023 (estimated).

Increase in member and non-member rounds played from 53,500 to 55,000

Reduced number of missed bins Reported per month from 1076 to 150 by March 2023

8 | In Cab digital Devices gs:?/ir(l:lizurhood Reduction of total process time from 32 Hrs 25 min to 27 Hrs 17 min by March 2023.
Reduced associated costs for paper, printing, and admin consumables by 25% by March 2023
Reduction in the number of public complaints related to overflowing bins from 81 to 50 received by
9 | 10T Accelerator pack pilot Neighbourhood December 2022
P P Services Reduction in the number of planned visits to empty bins in pilot areas from 3 to 2 visits per week by

December 2022




Project

Lead Service

Benefit

Asset Management

- i 1 1 0,
10 | M&E In-Sourcing and CAT Reduction in spend on consultancy by 30% by March 2023
11 | Place Planning Corporate Increase in number of residents taking part in Place Planning from 340 participants in 2019 by 2023.
Reduction in paper and related costs by 20% by March 2023
12 | PM Work Scheduling Property Maintenance | Reduction in fuel costs by 10% by March 2023
Reduction in costs to HRA by 3.6% by March 2024
. . Increase in street cleaning LEAMSs score from 84.1 to 95
13 | New St'reet Cleaning Ne|g_hbourhood Reduced complaints received from public in relation to litter on streets and byways from 25 complaints
Operating Model Services X
received to 17.
14 The Promise Action 4 HSCP Reduction in staff absences by 10% from a recorded total of 5,233 (2019-2020).
Trauma Informed
. Reduction in transport costs of 25%
15 | Our new way of working Corporate Reduction in administration costs of 25%
16 | Transforming the Estate Asset Management This will be confirmed upon approval of Phase 2 of the work programme.

and CAT

i)  Cashable benefits are identified where there is a positive financial output from the project which could be in the form of income generation,
budget reduction, efficiency saving or cost avoidance.

ii)

ii) Qualitative benefits relate to an improvement or enhancement in service provision that is descriptive rather than measured numerically

Quantitative benefits have a numerical value and relate to improved Service levels that can be baselined and measured.
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