
 

                                                                                                          
AGENDA ITEM NO.   21                                   

    
 Report To:            Policy & Resources Committee 

   
Date:             26 May 2009   

 Report By:            Head of Organisational Development  
and Human Resources     

Report No:  HR/13/09/AW  

   
 Contact Officer:  Allan Wilson  Contact No:   01475 712022 
   
 Subject:               Corporate Workforce and Development Strategy 2009-2012     

 
 

   
1.0 PURPOSE  

   
1.1 The purpose of this report is to recommend the introduction of a Workforce 

Development Strategy and action plan for the Council.  The strategy document is 
attached. 

 

   
   

2.0 SUMMARY  
   

2.1 If we are to realise the objectives for the further development of the Council as 
expressed in the Corporate Plan, Community Plan and Single Outcome Agreement we 
need to ensure that the Council is fit for purpose which includes the further development 
of our workforce. 
 

 

2.2 Over the next few years the Council will face a number of challenges, not least of which 
is operating in the current financial climate.  While it is true that people are our most 
important asset, it is also true that employees’ costs are our most expensive asset.  This 
justifies a concentrated effort to ensure the development of our people management 
practices are in harmony with goals and objectives for the future.  
 

 

2.3 There is no one set model of workforce development, nor is it a stand alone process or 
system.  Essentially, it is about analysing our current workforce, and then extending that 
analysis to identify the future skills and competencies needed to deliver new and 
improved services.  It must include ongoing monitoring of the environment, workplace 
issues and organisational strategies.  
 

 

2.4 An ideal workforce planning system needs to be: 
• holistic in it’s approach 
• built around customer and service needs and the skills required to deliver them 
• integrated with service and financial planning 
• responsive to service changes and developments 
• supportive of multi-disciplinary learning, development and working 
• properly supported by management information systems 
• be central to the drive for modernisation and efficiency (eg Future Operating 

Model) 
 

 

2.5 Members will be aware that Workforce Development is included in Workstream 3 
(Workforce Development) of the Organisational Improvement Plan sponsored by the 
Corporate Director Environment and Protection and working with the group will give 
support to the process of implementation. 

 

   
2.6 Workforce Development is a practical activity.  It involves finding things out, talking to 

people, understanding and manipulating data, presenting workforce analyses clearly, 
and translating findings into action plans.  It exists in the real world, and as a 
consequence is subject to development as we go along.  National and local priorities 

 



may change and this carefully worked out strategy recognises that revision will be 
ongoing.  
 

3.0 RECOMMENDATIONS  
   

3.1 It is recommended that the Workforce Planning and Development Strategy and action 
plan 2009-2012 is agreed by the Committee and introduced as per the timetable.  

 

   
3.2 It is recommended the OIP reference group continues to raise the profile of the subject 

ensuring it is embraced and practiced. 
 

 

3.3 It is recommended that the Committee note that Performance Appraisal will be 
introduced for all managers to team leader level and that training needs of managers will 
be assessed. 

 

   
3.4 It is recommended that the Committee agree to the adoption of the Strategy Statement   

 Contained in para 5.4.  
   

3.5. It is recommended that a further report be brought to committee highlighting specific 
details of how the budget will be used. 

 

   
   
   
   
   
   
   
   
   
   
   
   

 
 
  Head of Organisational Development 

and Human Resources



 
 4.0 BACKGROUND  

   
4.1 Significant workforce challenges face local Council’s across the country. The Council 

conducted a corporate assessment using the Public Sector Improvement Framework 
(PSIF) which identified Workforce Planning as one of five key organisational 
improvement initiatives which should be developed. 
 

 

4.2.  CoSLA , the Society of Local Authority Chief Executives, the Improvement Service, the 
Society of Personnel Directors, and Accounts Commission under the Best Value 
Regime, are assisting and encouraging Councils to adopt Workforce Development.  To 
bring all views and our own together in a way that suits Inverclyde Council’s specific 
local needs, a Workforce Development Strategy statement is being proposed.  

 

   
4.3. In order to achieve our objectives our workforce strategy has key elements within three 

themes. 
 
Planning for future 

• Modernisation 
• Customer Care 
• Business Management Tools 
• Stakeholders 

Employees – our most valuable resource 
• Recruitment and Selection and Retention 
• Performance Appraisal 
• Succession Planning 
• Talent Development 
• Attendance Management 
• Employee development - developing workforce skills and leadership capacity 
• Pay and Remuneration 
• Terms and Conditions of Employment – including benefits 
• Equality 

Continuous Improvement 
• Healthy Working Lives 
• Worklife Balance 
• Partnership Working 
 

 

4.4 A workforce development strategy is the natural next step following the introduction of 
Single Status in August of 2008.  Single Status modernised pay and grading and terms 
and conditions of employment creating a platform for further modernisation. 
 

 

4.5.  The workforce development strategy involves a holistic approach incorporating many 
key elements which come together to establish general best practice in relation to how 
we manage our employees and improve service delivery to our customers. 
 

 

4.6 The workforce strategy and action plan is dynamic not static.  The strategy is a template 
for improvement subject to change and further development as the environment in 
which it operates also changes. 

 

   
4.7 One of the first tasks that will be carried out as a priority will be the introduction of a 

management development programme.  This will be done in conjunction with the 
introduction of a performance appraisal scheme initially for all managers to team leader 
level, with a further roll out to all employees. 
 

 

4.8 The budget set aside for workforce development will allow leadership development 
training to be introduced following assessment of needs and providers. 

 

4.9 Following the surveys carried out among all levels of managers regarding workforce 
development, it was clear that many see this as a local priority to enhance their service 
delivery.  
 

 



5.0 PROPOSALS  
   

 5.1 It is proposed that the Workforce Development Strategy 2009-2012  be adopted using 
the timetable shown in the strategy document. 

 

   
5.2. It is proposed that the OIP reference group continues to raise the profile of the subject. 

 
 

   
5.3.  It is proposed to introduce performance appraisal scheme for all management to team 

leader level aligned to a management development programme. The work will 
commence immediately with the first phase of training needs being identified and put in 
place by September 2009.  
 

 

   
5.4 It is proposed to set out the view of what a Workforce Development Strategy means, the 

following statement has been prepared: 
 
“Working with COSLA and other partners the Council will develop a Workforce 
Development Strategy which is aligned to its business needs, this will include a 
corporate integrated approach that understands its future workforce needs. The strategy 
will ensure our most important assets, our employees are involved, empowered and 
valued with their development being appropriately resourced”. 

 

   
 This will contribute to the original vision outlined in the Organisational Improvement 

Plan: 
 
“An ambitious, confident Council, providing strong community leadership, that listens 
and responds to the needs of local communities, delivers excellent services and creates 
a better quality of life for the people of Inverclyde.” 
 
 

 

   
5.5. A further report will be brought back to committee concerning the utilisation of the  set 

aside budget for workforce development. 
 

   
6.0 IMPLICATIONS  

    
6.1 Finance:  

   
  Financial Implications – One off Costs  
   
 The Council has set aside a budget of £150k for 2009/10 and £200k for 2010/11 to 

assist in the development of our employees.  The allocation of funds from this budget is 
agreed by the Corporate Management Team.  Specific details of spend will follow in a 
further report. 
  

 

  
Cost Centre Budget 

Heading 
Budget 
Year 

Proposed 
Spend this 
Report 

Virement 
From 

Other Comments 

   
 
 

 
 
 

 
 
 

  

 
Financial Implications – Annually Recurring Costs/ (Savings) 
 

Cost Centre Budget 
Heading 

With 
Effect 
from 

Annual Net 
Impact 

Virement 
From (If 
Applicable) 

Other Comments 

      
  

 

   



6.2 Human Resources :  Have been included in report.   
   

6.3 Legal: None  
   

6.4 Equalities : Enhance approach to workforce inclusion. 
 
 

 

7.0 CONSULTATION  
   

7.1 Full consultation will commence with our trade union colleagues immediately following 
agreement of the strategy by the Committee.    

 

   
   
   
   
   

 
































































































	21. Workforce Development Strategy Report
	Report To:            Policy & Resources Committee
	Report By:            Head of Organisational Development   and Human Resources    
	Report No:  HR/13/09/AW
	Contact Officer:  Allan Wilson 
	Contact No:   01475 712022
	Subject:               Corporate Workforce and Development Strategy 2009-2012    
	It is recommended the OIP reference group continues to raise the profile of the subject ensuring it is embraced and practiced.
	It is recommended that the Committee note that Performance Appraisal will be introduced for all managers to team leader level and that training needs of managers will be assessed.
	It is recommended that the Committee agree to the adoption of the Strategy Statement 
	Contained in para 5.4.
	It is recommended that a further report be brought to committee highlighting specific details of how the budget will be used.
	BACKGROUND

	21z Workforce Development Strategy Appendix

