
Business Services 

REPORT TO AUDIT COMMITTEE  – 17 September 2020 

WORKFORCE PLANNING – 6 MONTH UPDATE 

1  Reason for Report / Summary   

1.1 The Committee is asked to note the 6-month progress of Workforce Planning in 
Aberdeenshire Council.  

2   Recommendations 

The Committee is recommended to: 

(i) Note the progress and engage with the workforce planning process. 

3  Purpose and Decision-Making Route 

2.1 Workforce Planning was the subject of an Internal Audit Report in early 2020.  The 
main recommendations were the establishment of formal workforce planning within 
services and a strategic/corporate framework.  (An update re progress is outlined in 
Appendix 1) 

2.2 The “Our Future Workforce” Strategy was approved at Business Service Committee 
on 27 February 2020 and the HROD Service began to put in place tools and 
processes to assist services to undertake more formal and structured workforce 
planning.   

2.3 Since the initial workforce planning report went to Audit and Business Services 
Committees, there has been the Covid pandemic and a Best Value Audit.  In 
addition, the Council is facing unprecedented financial challenges and a new reality 
of providing services in a changing environment. 

As a result, workforce planning has never been more important and is reflected by 
the continuation of having ‘the right people in the right place at the right time’ at the 
forefront of the new Council priorities. 

2.4 The pandemic has delayed some service-based activity but also meant the 
organisation has experienced operational workforce planning at an acute level 
through staff mobilisation into key posts to maintain critical services.  

2.5 The Heads of Service and Trade Unions have been engaged throughout the 
development process.  

3 Discussion 

3.1 The hiatus over the pandemic response period has allowed for corporate tools to be 
developed further and the following arrangements are now in place for engagement 
with services once they are ready: 
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 Corporate toolkit has been developed, which includes a workforce planning 
timeline, links to service budget, assessment tool, action plan template, 
Learning & Development planning template, succession planning tool, and a 
Service Workforce Pan report template.  

 An ALDO course for line managers and employees.  (Completed in August 
2020.) 

 A series of 2-hour workshops to complement the ALDO course and to assist 
services as they embark on workforce planning.  The workshops are aimed 
at Service Managers, Heads of Service and Councillors in the first instance 
and further workshops will be subject to demand.  
(Delivery will commence in September 2020.) 

 The HR & OD service will support services with workforce planning by 
providing workforce data and trained workforce planning facilitators and 
regular attendance at Service Management Teams over the coming months. 

3.2 On 6 February 2020, the Audit Committee considered the Internal Audit reports and 
agreed that in respect of Workforce Planning (Internal Audit Report 1935 – January 
2020), an update be provided to the Committee by the Service in 6 months.

3.3 During the pandemic response a corporate staff mobilisation app was developed, 
as part of the work of the Workforce & Facilities subgroup of the Incident 
Management Team, to allow services to move workforces across service 
boundaries.  The pandemic response phase did not require this as services 
generally mobilised within their own workforces, in line with government priorities, 
with the exception of the Live Life Aberdeenshire staff that were mobilised into the 
Health and Social Care Partnership with great success.  None the less, this will be 
an invaluable tool moving forward during the recovery phase as well as in relation to 
redeployment and reskilling.  

3.4 Staff mobilisation is becoming more complex as the organisation navigates the 
Scottish Government route map.  The breadth of services being offered, combined 
with heightened absence levels and contingency requirements for any future 
increase in absence or localised lockdown, will inevitably increase the pay and 
contractor costs unless the organisation optimises the use of existing staff.

3.5 The mobilisation systems, processes, and some of the required data are in place.  
A communication package has been launched aimed at managers and staff to 
establish: 

 A better understanding of staff utilisation, where is the capacity? are people 
employed in high priority work? 

 An ongoing understand of demand for staff, prioritisation of that demand and 
emerging pressures on staff groups, i.e. through drop in agency use, 
increase in service demand, higher absence, etc. 

 Ongoing data capture of staff skill levels, personal and professional. 
 Managers and the workforce to keep giving us this information on a regular 

basis. 

3.6 The Adaptive Services Board provides short, medium, and long-term workforce 
priorities.  Part A of the Adaptive Services Plan provides short term workforce 
mobilisation prioritises and Part B should be linked to workforce planning toolkit and 
considered when services discuss future service design and workforce needs.  
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3.7 The reshaping of service, including those services reduced or stopped, and any 
resulting capacity in the workforce, the mobilisation tool along with service 
workforce plans can be used together to better utilise and downsize the 16,000 
strong workforce.  

3.8 The medium to long term task is the reshaping of the workforce through workforce 
planning;  training budgets, and cultural shift away from traditional redeployment 
and workforce exit strategies.  Creating pathways through the workforce planning 
toolkit to transition the workforce: 

 into new skill areas, some will be over a shorter time frame, e.g. 
administrator to care worker or landscape operative, some will be longer 
e.g. HGV license, teacher, data handler, or EHO.  

 out of the organisation through natural turnover or redundancy.  
 planned approach to the use of fixed term contracts agency, contractors, 

consultants, and volunteers. 

4 Council Priorities, Implications and Risk  

4.1 This report addresses the Council’s new people priority and continuous to support  
“The right people, in the right place, doing the right thing at the right time”.  

4.2 The table below shows whether risks and implications apply if the recommendation 
is agreed.  

Subject Yes No N/A
Financial x
Staffing x
Equalities x
Fairer Scotland 
Duty

x 

Town Centre First x
Sustainability x
Children and 
Young People’s 
Rights and 
Wellbeing

x 

4.3 An equality impact assessment is not required because the update on workforce 
planning applies to all employees and does not have a differential impact on any 
of the protected characteristics. Service Workforce plans will require EIA’s. 

4.4 The following Risks have been identified as relevant to this matter on a Corporate 
Level:  

The proposed workforce vision and subsequent service plan address the risk 
ACORP003 Workforce (attracting and retaining the right skills; performance; reward 
package) Managing the disruption to jobs as innovation and technology improve 
productivity.  

Item:  7
Page:  93



5 Scheme of Governance 

5.1 The Head of Finance and Monitoring Officer within Business Services have been 
consulted in the preparation of this report and their comments are incorporated 
within the report and are satisfied that the report complies with the Scheme of 
Governance and relevant legislation.  

5.2 The Committee is able to consider this item in terms of Section G.1.1 and G.1.2 of 
the List of Committee Powers in Part 2A of the Scheme of Governance as it relates 
to an internal audit report and to review the adequacy of policies and practices 
employed to ensure compliance with relevant statutes, directions, guidance and 
policies.” 

Ritchie Johnson 
Director of Business Services 

Report prepared by Kay Hopwood, HR Manager (Resourcing and Development) 
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Appendix A: Internal Audit Recommendations relating to Workforce Planning – Progress Update on Report 1935 

Recommendation Updated Position Progress Tracker

A corporate Workforce Plan should be 
put in place, agreed with stakeholders, 
and regularly reported on to SLT and 
Committee; the Plan should link to the 
Council’s strategic objectives and 
financial goals. 

A Corporate Workforce Plan has been agreed by SLT and 
Business Services Committee on the 27th February 2020.  Trade 
Unions, Heads of Service and Service Managers were consulted 
during the development of the Plan.  

Each Directorate should work with 
HR&OD to prepare Service-level 
Workforce Plans based on the 
Corporate Plan, using a structured and 
evidenced based approach.

Each Service to have a Workforce Plan in place by 31 March 2021. 

Toolkit complete.  Accompanying training and guidance through 
HR&OD to support development to commence September 2020. 

Worksmart guidance should be 
reviewed and updated. 

The Worksmart Guidance was due to be replaced by the Flexible 
Working Policy and procedure in April 2020 but will now be 
reviewed again in light of the Covid 19 response and the impact on 
home working.  The flexible working policy and procedure will now 
replace the Worksmart guidance by April 2021. 

The Workforce Planning training tools 
and guidance produced by HR&OD 
should be reviewed and updated. 

A Workforce Planning Toolkit has been developed for use.  An 
ALDO Training Course is currently being finalised to accompany 
the toolkit and will be available by the end of August 2020. 

As series of Workforce Planning Workshops are being finalised for 
delivery to Service Management Teams; providing guidance and 
support in the development of Workforce Plans.  Delivery will 
commence in September 2020. 

Guidance for preparing Service-level 
Workforce Plans should ensure they 
are coordinated with budget planning 
and savings monitoring. 

Completed 100%

Commenced 25%

Commenced 25%

Completed 100%
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Recommendation Updated Position Progress Tracker

a) E&CS should ensure that 
recruitment incentives are recovered 
as appropriate following Council 
policies and procedures. 

b) The Teacher Recruitment Board 
should receive reports on costs of and 
savings from teacher recruitment 
strategies. 

Agreed through Teacher Recruitment Board 2020. 

Teacher Recruitment Board reconstituted as ECS Future 
Workforce Board in 2020.  Terms of reference include monitoring 
of budgets from workforce planning actions and initiatives. 

HR&OD should share workforce plans 
with CC&I in order to inform and update 
the Office Space Strategy priorities and 
objectives. 

As Service Workforce Plans are developed and agreed they will be 
shared with all relevant stakeholders to ensure workforce 
implications are considered. 

HR&OD should investigate whether 
training opportunities can be funded for 
reskilling employees on the 
redeployment list. 

Funding opportunities have been identified through the Flexible 
Workforce Development Fund provided by Skills Development 
Scotland.  Funding is also available through the wide variety of 
apprenticeship and training schemes also funded by Skills 
Development Scotland. 

HR&OD should review the 
Redeployment and Employee Exit 
Information Procedures to ensure that 
they are effective in addressing staff 
retention issues. 

Both procedures have been reviewed for effectiveness. 

Redeployment procedure updated to reflect current process and 
responsibilities. 

Employee Exit Information procedure remains valid following a 
review in September 2019. 

tbc

Completed 100% 

Completed 100%

Commenced 25%
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