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BUILDING AMBITION – A WORKFORCE FOR THE 21ST CENTURY

Report by Chief Executive

PURPOSE OF REPORT

People remain at the heart of everything we do, and the Council remains committed
to ensuring that our people are fully supported to meet the challenges and
opportunities emerging through public service reform.

This report details key achievements since the last annual workforce report in May
2016, and sets out our plans to build on our positive people practices.

1. BACKGROUND

1.1 Perth & Kinross Council continues to be recognised as sector leading in many
areas. We have a successful track record of delivering high quality services,
modernising and transforming services as we focus on prevention,
performance, place and people. Our positive people practices continue to be
valued by our employees and are the hallmarks of being an employer of
choice.

1.2 The pace and extent of modernisation and transformation for public services
is set to continue and our approach to transformation is set out in the Building
Ambition: The Council’s Transformation Strategy 2015-2020 and
Organisational Development (OD) Framework (Report No 15/292). The
Council’s Business Plan which was approved in June 2016 (Report no
16/283) sets out the actions we will work on collectively to make the
organisation fit for purpose, including the support we require for our people.

1.3 What sets us apart as a Council is our ongoing commitment to maintaining a
collective focus on the connection between leadership, employee engagement
and organisational culture, as a means of supporting a shift in the way we
work, and this is encapsulated in the principles and ethos of the OD
framework, namely, Learn, Innovate Grow (Appendix 1).

2. LEARN, INNOVATE, GROW – A SHARED FOCUS

2.1 Our approach to supporting change can be articulated around the Learn
Innovate Grow ethos, as an enabler for transformation, and equally, as part of
everyday business for everyone in the organisation. At a Corporate level, a
wide range of initiatives and opportunities are underway to reinforce and
promote this approach, which is becoming increasingly established.
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2.2 Work is ongoing to further embed Learn Innovate Grow at a deeper level by
promoting it as a methodology to support future thinking related to
Transformation Reviews and change processes in general. The methodology
has been piloted within the Human Resources and Employment Services
review, and the approach continues to inform progress. Feedback has been
positive, and this has supported further refinement of the process.

2.3 Plans are in place to apply the approach with the Community Planning
Partnership (CPP) Executive Officer Group in the New Year, as a means of
developing a greater understanding of locality working, and what this cultural
change will mean for those leading change, both across the CPP and within
communities. The methodology will also be used within the Managing
Performance Transformation Review to support thinking around the changing
context, particularly in relation to managing performance at an Action
Partnership level.

2.4 It is anticipated that as we continue with our transformation journey, there will
be increased demand for support in this area. Building capacity to deliver this
will be a key focus for 2017, during which period we will develop a cohort of
staff who are able to support others to apply the methodology, in areas where
new ways of thinking and working will be critical to progress.

3. CONTEXT

Public Sector Reform

3.1 The challenges facing our public services are already well documented –
population pressures within Perth and Kinross coupled with rising demand for
council services, reductions in public services funding, devolution of powers
from Westminster to Scotland, far-reaching public service reform (such as
Health and Social Care Integration), supported by several significant pieces of
new legislation (such as the Children & Young People Act, the Education
(Scotland) Act, Community Justice (Scotland) Act, Community Empowerment
Act) which have a significant influence on how services are delivered and by
whom.

3.2 All of this comes at a time when we see greater demands for personalisation
of council services and localisation. On the other hand, we see opportunities
for efficiencies and collaborative gain through working on a regional basis with
neighbouring councils and other public service partners.

3.3 The Council operates in an increasingly complex environment. The Council
role has been evolving as a direct provider of services, a commissioner of
servicers, a partner in collaborative working as well as fulfilling a leadership
role within a community planning context. The table below describes the
complexity of our service delivery models (not an exhaustive list) at the
moment, and these too will evolve over time.



Culture Perth
and Kinross

Tayside Contracts Perth and
Kinross
Integrated Joint
Board

Home Care
Providers

Live Active
Leisure

Roads
Maintenance
Partnership

Cities Alliance Tay Cities Deal

Horsecross Street Lighting
Partnership

Early Years
Partner Providers

Community
Justice

Workforce Planning

3.4 Our workforce analysis and planning have demonstrated there are many
factors, including how public services are delivered, which influence the
composition and size of our workforce. Appendix 2 summarises the key
changes in our Workforce Profile between 2009 and 2016.

3.5 As in most parts of the public sector, our workforce has reduced over the last
seven years. We have achieved a 10.5% reduction in headcount over the
period 2009 to 2016. This is a significant reduction especially when taking
into account the lock on teacher numbers as part of the Local Government
financial settlement, increasing pressure on council services, additional
external funding to expand provision in certain areas, such as early years and
childcare, and planned growth in our apprenticeship and graduate traineeship
programmes in support of Developing Scotland’s Young Workforce. The
combined effect of all of these factors is reduced capacity within the
organisation.

3.6 Workforce planning is an ongoing and iterative process because our
workforce requirements will continue to evolve. It is also inherently linked to
the Council’s Transformation Programme and our medium term financial
planning arrangements. Importantly, any future reduction in our workforce will
continue to be tied into our future skills requirements, reflecting council
priorities and the changing nature of how services are delivered, with
particular emphasis on working differently withour communities.

3.7 Voluntary severance has been a successful tool to reduce our workforce
through voluntary means as well as facilitating transformation and changes in
the services we deliver. The Council improved the attractiveness of the terms
available through the Voluntary Severance Scheme by enhancing the
severance payment available to staff who were not able to access a pension
on leaving the Council. 97 employees have expressed their interest in leaving
by 31 March 2018. Their requests will be assessed against the criteria in the
scheme which examines affordability, impact on service delivery and
achieving a balanced workforce.



3.8 Although our workforce is reducing, we continue to recruit to key roles which
are essential to service delivery. Like most Councils, we continue to
experience recruitment challenges for teaching posts, and this is more
pronounced in rural areas. In order to address these issues, we are
continually recruiting thorugh generic adverts in order to maintain a pool of
interested applicants, making permanent appointments wherever possible in
order to offer security of tenure, attracting returners to teaching and making
use of our Removal and Relocation Pacakge, where appropriate. Working in
partnership with the University of Dundee, we are also training 13 PKC
employees to become teachers. We will continue to develop recruitment
strategies which will make best use of social media and attract people with the
right skills and behaviours to provide the best learning experiences for our
young people.

3.9 The impact of the growth in online services, demands for improved
accessibility of services so they are available at a time and place of choice,
collaboration with other organisations and different service delivery models all
influence the skills and abilities, numbers, patterns of work and ways of
working of workers required in all public services. The Perth Office
Programme brings opportunities to influence work styles for staff, with more
flexible work spaces and better use of technology to support mobile working.
These changes are expected to be more pronounced as we work differently
with communities and partners in future.

3.10 Therefore, our planning for the workforce of the future is designed to reinforce
our place as a learning and agile Council with a workforce which is ready, able
and willing to deliver the ambition of the Council as it transforms, through to
2020 and beyond.

3.11 Young people are our future leaders. Four years ago, we started to address
the age imbalance within our workforce by increasing the range and number
of opportunities for young people to train and work with the Council. We have
seen a 79% increase in young people within our workforce between 2009 and
2016. Quality is important too - 94% of young people leaving the MA
programme had a positive outcome of qualification, employment or moving on
to further education. We will continue to nurture talent within our young
people so they can have career paths to be part of our future workforce.

3.12 As one of the largest employers within Perth and Kinross, the Council is in a
unique position of having a significant impact on the local economy by
providing rewarding and well paid jobs, training and entry level jobs for young
people through our successful Modern Apprenticeship and Graduate
traineeship programmes, and work experience placements for those who may
find it difficult to secure employment.



3.13 2016 has seen remarkable achievements among our young people with one
of our transformation graduates reaching the final stages of the Emerging
Talent category in the Scottish Public Services Awards; a Modern Apprentice
winning the coveted Scotland Young Thinker of the Year Award at the Autumn
Young Scotland event and another Modern Apprentice being shortlisted as
the Chamber of Commerce Modern Apprentice of the Year. These are only a
few examples of our successes and our continuing commitment to supporting
young people through employment and training which will help us retain the
Gold Award from Investors in Young People.

Fair Work

3.14 Perth & Kinross Council’s commitment to Fair Work is evident through our
positive people practices. In May this year, the Council commissioned an
assessment of our employment framework and our employees’ experiences of
fair work. The Fair Work framework, which has been adopted by the Scottish
Government, creates a vision that people in Scotland have a world-leading
working life where fair work drives success, equality, wellbeing and prosperity
for all.

3.15 Fair Work is defined as work that offers effective voice, opportunity,
security, fulfilment and respect; that balances the rights and responsibilities
of employers and workers and that can generate benefits for individuals,
organisations and society.

3.16 Feedback from employees and trade union representatives via focus groups
and a survey provides a rich source of qualitative and quantitative information.
Appendix 3 sets out the consultation findings and more detail regarding the
themes and future action.

3.17 Importantly, feedback from staff indicated that our policies and people
practices support the Fair Work principles and regard Perth & Kinross Council
as a Fair Work employer. The consultation exercise identified emerging
themes where fairness may be enhanced. These include:

 The importance of managers and their influence over employees’ day to
day experiences of fair work;

 Creating an enabling employment framework which supports the
changing workplace, drives behaviour and attitudes, and has policies
and procedures that are easy to apply;

 Improving communication channels, developing opportunities for
dialogue with employees and trade union representatives which
recognise fair work and can support and tackle wider social priorities
such as poverty and inequalities; and

 Building on our learning culture to nurture talent, provide all
employees with access to learning opportunities for personal growth and
career advancement, helping people to reach their full potential in their
working lives.



3.18 Taking the opportunity to discuss fair work with staff has been a meaningful
and insightful process for all. Many participants in the consultation exercise
have volunteered to will help shape our Fair Work priorities and actions for the
coming year. In effect, this has created a feedback loop which will also help
to monitor the effectiveness of our actions.

3.19 It is evident that the Council can have confidence as an employer that we are
focusing on the right things to support Fair Work. Fair work can deliver clear
benefits for our employees alongside higher productivity, performance and
innovation for the Council as an employer. In turn, these benefits influence
economic prosperity and social wellbeing in Scotland.

4. PREPARING OUR PEOPLE FOR AN EMERGING FUTURE

4.1 Our focus on people during this time of sustained change remains steadfast.
We are continually evolving our offer to ensure that people have support they
need to adapt to changing circumstances.

A Learning Organisation

4.2 Our organisational ethos places learning at the heart of transformation, and as
such, organised sharing of knowledge, skills and expertise continues as a
priority.

4.3 The growth of our learning culture is evident in the increasing number of
people accessing and contributing to our dynamic range of learning
opportunities. The subject matter is wide ranging, and includes a whole range
of topics, associated with wellbeing, equalities, digital learning, coaching,
knowledge sharing, as well as technical skills to support transformation.

4.4 Of note, and purely over the course of 2016, 2,900 learners have participated
in 260 learning sessions, covering 53 different topics. Over and above this,
2,650 learners have participated in online learning opportunities.

4.5 Significantly, over 90% of face to face learning opportunities provided are
facilitated by our own (and CPP) colleagues, sharing their professional skills
and expertise (average rating of 4.7 /5 indicates a high quality experience).
This approach capitalises on the vast range of professional and technical
expertise and experience which exists across the Council and partnership,
and is an extremely cost effective means of supporting learning and
development. Participants also benefit from expanding their professional
networks and connections, and this is increasingly important, given the
increased focus on collaborative working, at regional and local levels.

4.6 We continue to offer an increasing number of ways for employees to use their
skills and talents in different settings – as a volunteer, mentor or coach;
supervising a Modern Apprentice or Graduate Trainee; taking part in job
shadowing, or sharing knowledge or professional expertise.



4.7 The impact on our continuing focus of prioritising learning and development is
evident in our Employee Survey 2016 results (Appendix 4), which shows that
72.4% of respondents – an increase of almost 3% since last year - feel that
their development is encouraged and supported.

4.8 Preparing to make positive career choices is a continuing initiative which
provides workshops and coaching for staff who are facing organisational
change or who wish a change in direction. Our commitment is to protect
people rather than jobs – so we will help people evaluate their strengths,
consider their options, learn new skills, take on new roles with us, or choose
to exit the organisation and explore new opportunities which may include
retirement, learning new skills or other employment.

4.9 Moving forward, we will continue to invest time and resources as creatively as
possible to enable people to influence, prepare for, and adapt to changing
circumstances.

Innovate

4.10 We promote and encourage learning and innovative practice as part of
everyone’s everyday business, and in doing so, aim to grow our collective
capacity to develop new solutions to the big challenges we are facing as an
organisation.

4.11 As part of our focus on Employer Brand, a new induction experience was
launched in 2016, to ensure that new employees, and those changing roles
feel valued and informed right from the start of their employment. As part of
this, a quarterly ‘Welcome to PKC’ event has been established to engage with
new employees, set out what we need from people, and begin to build the
emotional connection which will develop throughout their career with the
Council. This year, 3 events have supported 150 new employees to integrate
into the organisation. One planned development for the ‘Welcome To PKC’
events in 2017 is involvement of trade unions which emanates from some of
the Fair Work feedback about raising awareness of the vital role that trade
unions play in local government.

4.12 A new ERD process, re-named Learn Innovate Grow development discussion,
has been piloted across the Council during 2016, with extremely positive
feedback from all involved. The development discussion promotes a
coaching-style conversation around 6 themes: valuing strengths, business
context, opportunities for growth, contribution to change, authorising
environment and a focus on outcomes. The themes aim to support a positive
and future focus, aiming to encourage innovation at every level in the
organisation. It sets out to be a key mechanism to engage people fully in the
process of change, and will be rolled out officially in January 2017.



4.13 Clear evidence of innovative practice can be seen in the scope and scale of
applications put forward within the annual Securing the Future Awards
programme – this year, 44 entries competed to win gold in six categories
related to the Council’s priority areas. Now heading towards its 10th year, the
awards process remains a fundamental part of our drive to recognise the
enthusiasm, expertise and creativity of our employees, who, working with
colleagues both within the Council and across the CPP continue to make a
real difference to the citizens and communities of Perth & Kinross.

4.14 Our annual Angel’s Share challenge actively encourages entrepreneurial spirit
and this year, 17 applications came forward with innovative projects to make a
big difference to their client group. Colleagues from across the Council were
invited to vote for their favourite projects (5,758 votes received), with 7
finalists making their pitch for a share of £15k to turn their project into reality.
This initiative reinforces our commitment to supporting creativity and
innovation, and brings the year to an end on a positive and upbeat note.

Grow

4.15 The Grow principle is the outcome of Learn and Innovate – by applying our
learning and making improvements / innovations to our areas of work we will
create a benefit for our citizens and communities, as well as supporting our
workforce to face the future with confidence.

4.16 Our annual Employee Survey (Appendix 4) presents a consistent opportunity
to understand employee experience, check our progress and most
importantly, take action to address areas of challenge, as well as learning
from areas of good practice. In 2016, 54.2% of people took the time to make
their views known, and trends (over the 8 year period) indicate that at a time
of unprecedented and sustained financial challenge and transformation, our
approach remains positive and supportive.

4.17 All questions show the highest levels of employee engagement since the
survey began in 2008. There are encouraging upward trends for all questions
with the exception of one which has remained the same. Notable
improvements at Council level include:

 85.9% of respondents feel they are treated fairly at work (up 2.3% since
2015)

 72.0% of respondents feel at work their views and opinions seem to count
(up 4.3% since 2015)

 75.1% of respondents feel their team has a good team spirit (up 3.6%
since 2015)

 68.8% of respondents feel that any problems that stop them giving the
best customer service are dealt with (up 3.5% since 2015)



4.18 Notable improvements at Service level include:

 68.9% of respondents in The Environment Service feel that their views
and opinions seem to count (up 9.6% since 2015)

 92% of respondents in Education and Children’s Services feel that there is
a good fit between the job they do, and their skills and abilities (up 2%
since 2015)

 63.2% of respondents in the Housing Service of Housing and Community
Care, feel that their team has a good team spirit (up 9.9% since 2015)

4.19 In 2017, we will build on our current approach by introducing bi-monthly
surveys within each Council Service and at a Corporate level. This approach
aims to create more regular conversation on emerging / important issues
within the setting, and in doing so, gain ‘real time’ insight into people’s views
and experiences. This will offer an agile approach to listening to employee
voice, and responding with prompt and visible action.

4.20 A key strength of our organisational culture is our ongoing commitment to
visibly celebrating success and achievement, both at an everyday level, and
also via our growing portfolio of prestigious events, such as the Modern
Apprentice Graduation, Service Recognition Awards, and David White Award.
These events – which are highly valued by those attending - create an
opportunity to reinforce key cultural messages around the importance of
innovative practice and the impact of positive outcomes. They also serve to
reinforce the emotional connection people have with the Council, and further
secure the commitment and contribution of our employees

4.21 Equally we aim to maintain a focus on employee health, wellbeing and
resilience during this sustained period of change. The Council’s sustained
efforts in promoting positive people practices for wellbeing have been
recognised by progressing to the Healthy Working Lives – Silver Award. We
have introduced a Workplace Chaplaincy Service and continue to enhance
our support for employees who are carers and promote payment of the Living
Wage as an Accredited Living Wage employer.

4.22 A highly successful pilot Resilience Programme has been scaled up and rolled
out to other service areas because of the benefits to wellbeing, resilience and
preventing ill health. Supporting employee resilience builds organisational
resilience too. Staff across the Council organise and take part in a wide range
of health promotion and education activities – emphasising the importance of
diet, exercise, physical and mental wellbeing. Our fully integrated
occupational health service includes an early intervention mental health
service, counselling and physiotherapy to support managers and employees
alike.



4.23 For the first time in many years, sickness absence levels for council staff have
risen. In 2015/16, our employees had an average of 9.3 days per FTE for
sickness which is up from 8.5 days per FTE in the previous year. Our
analysis shows that this increase is mainly attributable to an increase in the
number of staff having long term absences (more than 28 days), a significant
proportion of which are as a result of broken bones, operations or chronic
conditions. Absences related to work related stress were down by 1%.

4.24 Taking a longer term view, there has still been an 4% decrease in sickness
absence levels since 2009/10 which is attributable to the collective efforts of
our employees to take a positive and proactive approach to health and
attendance which supports staff to be healthy and remain at work, as well as
supporting staff who are absent to return to work at the earliest practicable
date, with appropriate workplace adjustments. Supporting staff to maximise
their attendance at work remains a priority.

4.25 In all of the above, we recognise the social and emotional nature of work – the
community of Perth & Kinross Council. We will continue to reinforce through
our Learn Innovate Grow ethos, a strong sense of belonging, and collective
confidence in our ability to transform the organisation, along with the
knowledge that together, we are greater than the sum of our parts.

5. LEADERSHIP

5.1 Given the scale and pace of change, it is vital that leaders within the Council
have space and time to think and learn together. We will continue to progress
our core mechanisms which support regular collective dialogue and sharing of
information (such as Chief Executive’s Business Breakfasts, Senior Manager
Briefing Sessions and Joint Executive Officer Team / Corporate Management
Group sessions).

5.2 The collaborative landscape is also influencing our approach to leadership
development, and we are currently piloting 2 leadership development
programmes (16 participants in total), one of which is delivered in conjunction
with Angus and Dundee City Councils.

5.3 Resilience is a key area of focus for the Council, and again with Angus and
Dundee City Councils, we are piloting a 2 year resilience programme for
managers (25 participants in total). With a focus on personal wellbeing,
performance and adaptablility, the aim is to increase knowledge and skills,
and contribute to greater resilience capability for individuals, teams and the
organisation as a whole.



5.4 Our programme of conference and events is ongoing, and this creates
opportunities to promote emerging areas of focus and key organisational
messages to large numbers of staff, at Council and CPP level. In September,
around 300 delegates from across the CPP attended the Futures conference,
which engaged delegates in thinking about their contribution to the newly
formed, locality focused Action Partnerships, the Fairer Futures agenda which
seeks to develop recommendations to address issues of poverty and
inequality across the areas, and also our bid to be City of Culture 2021.
Delegates heard from members of communities which embody community
empowerment, Naomie Eisenstadt, Scotland’s Independent Advisor on
Poverty and Inequality, and also Wayne Hemingway, Design Champion for
Perth & Kinross. These events offer an important opportunity for people to
take time out of the day job, to think, learn and plan together, and then share
their knowledge with colleagues for information and action.

6. CONCLUSION AND RECOMMENDATIONS

6.1 Whilst these are undoubtedly challenging times, we remain an ambitious
Council, confident of our clear organisational vision and ethos, and our
commitment to supporting and investing in the people who work for us to
reach their full potential. Building capacity for change is our key focus, and
this is allied to developing new ways of thinking and working, as described in
this report. We will deliver bold action, and place greater emphasis on
involving consumers, citizens and communities in driving change, and
designing services for a different future.

6.2 Our talented and skilled workforce demonstrate their passion and dedication
to public service on a daily basis. This provides a solid foundation upon which
to transform the way the Council does business.

6.3 It is recommended that the Council:

 Acknowledges and endorses the continued emphasis on supporting our

people as the essential element of our ability to transform as an

organisation;

 Notes the progress and achievements over the course of 2016, and plans

to further develop our approach during 2017
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ANNEX

1. IMPLICATIONS, ASSESSMENTS, CONSULTATION AND
COMMUNICATION

Strategic Implications Yes / None
Community Plan / Single Outcome Agreement Yes
Corporate Plan Yes
Resource Implications
Financial None
Workforce Yes
Asset Management (land, property, IST) None
Assessments
Equality Impact Assessment Yes
Strategic Environmental Assessment None
Sustainability (community, economic, environmental) None
Legal and Governance None
Risk Yes
Consultation
Internal Yes
External Yes
Communication
Communications Plan Yes

2. Strategic Implications

Community Plan / Single Outcome Agreement

2.1 The report supports the overall delivery of the Perth and Kinross Community
Plan / Single Outcome Agreement in terms of the contribution made by our
workforce to the following priorities:

(i) Giving every child the best start in life
(ii) Developing educated, responsible and informed citizens
(iii) Promoting a prosperous, inclusive and sustainable economy
(iv) Supporting people to lead independent, healthy and active lives
(v) Creating a safe and sustainable place for future generations

Corporate Plan

2.2 The report relates to the overall achievement of the Council’s Corporate Plan
Priorities through the collective and individual efforts from our workforce:

(i) Giving every child the best start in life;
(ii) Developing educated, responsible and informed citizens;
(iii) Promoting a prosperous, inclusive and sustainable economy;
(iv) Supporting people to lead independent, healthy and active lives; and
(v) Creating a safe and sustainable place for future generations.



3. Resource Implications

Financial

3.1 There are no financial implications arising directly from this report.

Workforce

3.2 This report sets out our people priorities for a learning and agile council.

Asset Management (land, property, IT)

3.3 There are no land, IT or property implications arising from this report.

4. Assessments

Equality Impact Assessment

4.1 Under the Equality Act 2010, the Council is required to eliminate
discrimination, advance equality of opportunity, and foster good relations
between equality groups. Our people priorities enable the council to fulfil its
obligations in this regard. Equality Impact Assessments will be carried out for
specific initiatives and policies, as required.

Strategic Environmental Assessment

4.2 The Environmental Assessment (Scotland) Act 2005 places a duty on the
Council to identify and assess the environmental consequences of its
proposals. No further action is required as it does not qualify as a PPS as
defined by the Act and is therefore exempt.

Legal and Governance

4.3 There are no legal issues arising directly from this report. The Executive
Officer Team operates an annual programme of workforce governance to
maintain strategic oversight of all workforce matters.

Risk

4.4 The people priorities and practices set out within this report are designed to
ensure the council is resourced with a skilled, motivated and engaged
workforce to enable it to modernise, transform and deliver its strategic
objectives.



5. Consultation

Internal

5.1 Trade unions are consulted and involved in shaping our employment
framework and initiatives which affect our workforce. This takes place via
well-established for a such as the Employees Joint Consultative Committee,
Joint Negotiating Committee for teachers as well as through other meetings
and workshops which are arranged for specific purposes.

External

5.2 There is regular and ongoing dialogue with other Councils, partner employers
and professional bodies on workforce matters in order to share and develop
good practice, exploit collaborative opportunities, seek efficiencies and
influence the national agenda.

6. Communication

6.1 We celebrate our workforce achievements and successes with staff via a
variety of written media, such as Inside News Bulletins, Inside News
Magazines, Service Newsletters and face to face opportunities, such as
corporate events, Delayed Office Opening events and team meetings. As a
major employer in the area, we also celebrate workforce achievements with
the wider Perth and Kinross community via the press and social media, as
well as through our influence and contact with other employers.

7. BACKGROUND PAPERS

Building Ambition - A Blueprint for a 21st Century Council, Strategic Policy &
Resources Committee – 17 June 2015 (Private paper)
Building Ambition: The Council’s Transformation Strategy 2015-2020 and
Organisational Development Framework (Report No 15/292) – Council – 1
July 2015
Perth & Kinross Council Business Plan 2016-2019, Council, 22 June 2016
(Report No 16/283)

8. APPENDICES

Appendix 1: Organisational Development Framework (Learn, Innovate, Grow)
Appendix 2: Workforce Profile: Key Facts
Appendix 3: Fair Work Consultation 2016
Appendix 4: Employee Survey Results 2016
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WORKFORCE PROFILE – KEY FACTS

2009 2016
Change

Headcount 6,281 5,620 -10.5%

Full Time Equivalent
(FTE)

5,248 4,783
-8.9%

Status Perm
92%

FT
8%

Perm
89%

FT
11% Fixed Term + 3%

Hours Full Time
61%

Part Time
39%

Full Time
62%

Part Time
38% Full Time + 1%

Gender Male
28%

Female
72%

Male
28%

Female
72% No change

Average Age 44 45 +1 year

16-24 Year Old 170
2.7% of workforce

304
5.4% of workforce

+134

65+year Olds 60 100
+40

Turnover
(Permanent staff) 6.4% 12.0%

5.6%

Paybill
N/A

£183 million
(2015/16)

The Executive Officer Team follows an annual governance programme of workforce
matters. This provides oversight of workforce trends and cost control which allows
scrutiny of strategic workforce planning and management for the Council. This
helps inform workforce strategies relating to reshaping the workforce in terms of cost
and numbers, skills, employment policies and practices, terms and conditions.

Summary of Key Findings

The Council’s total employee costs for 2015/16 were £183 million (including salary
on costs). This represents approximately 59% of the Council’s net revenue
expenditure.

A total of 5,620 employees were employed by the Council as at 31 October 2016,
corresponding to 4,783 full time equivalent posts (FTE).

There has been a 10.5% reduction in headcount between 2009 and 2016. This
equates to a 8.9% reduction in FTE. The transfer of 136 Council staff to Culture
Perth and Kinross, Live Active Leisure and Horsecross are reflected in these figures.

The proportion of Council staff who are fixed term has increased by 3% which
reflects a growing number of modern apprentices and professional trainees, fixed
term roles for maternity leave cover and an increase in the use of fixed term roles to
support time limited projects or facilitate reviews. The proportion of longer term (i.e.
of more than two years) temporary contracts within our workforce has reduced,
thereby providing benefits to employees through security of tenure, and for the
Council as employer through flexibility and workforce planning.

Appendix 2



There is no change in the proportion of full time positions within the Council. There
have been significant changes in work patterns for staff through flexible working,
including 7 day working patterns, 9 day fortnights, etc. which are classed as full time
positions.

There is no change in the proportion of male and female employees which is similar
to the overall public sector and Scottish Councils.

The Council continues to have an ageing workforce profile which has implications for
workforce planning and development, and health and wellbeing for employees in
terms of their own health, and also their own caring responsibilities. 39% of our
employees are aged 50 and over. This compares with 40% who were aged 50 or
over in 2009. The average age of a Council employee is 45, rising from 44 in 2009.

The proportion of our workforce aged over 50 is expected to continue to grow over
the next 5 years as there are currently 17.1% of our workforce within the age 45-49
year age group.

The number of employees aged over 65 who are continuing in employment has
increased by 67% since 2009. However, this group represents only 1.8% of the total
workforce.

Turnover, which is defined as the number of permanent staff leavers expressed as
a percentage of the permanent workforce, increased from 6.4% in 2009/10 to 12%
in 2016. However, this figure is exaggerated because of the transfer of staff to Live
Active leisure and Culture Perth and Kinross as well as voluntary severance
leavers at the end of March 2016. A more accurate turnover figure, excluding
these groups, is 8.4%. Turnover is higher among teachers where it is 10.7%.

The number of younger employees (aged 16-24) in our workforce has increased
significantly – a 79% increase in headcount from 2009. All staff groups have seen
an increase in the number of young people employed. However, the most
significant factor has been the growth of our modern apprenticeship and graduate
trainee programmes and the resulting growth in the number of young people
securing sustained employment with the Council.



1. FAIR WORK CONSULTATION

1.1 To help improve understanding of Fair Work, benchmark existing practice and
identify areas where improvements can be made, employees and trade
unions were asked for their insight to assess our policies and practices
against the five principles within the Fair Work Framework.

1.2 A series of focus groups were held with 40 participants actively engaged in
the process, providing a rich source of qualitative information. Employees
across the organisation who were unable to attend the focus groups were
able to contribute and offer their views through a survey which had 261
responses.

2. WHAT PEOPLE TOLD US

2.1 All of the focus group participants agreed that our policies and people
practices support the Fair Work principles and regard Perth & Kinross Council
as a Fair Work employer. When asked if they believe the Council is an equal
opportunities employer 93.4% of the survey respondents agreed. 76.2% were
not aware of the Fair Work Framework 2016.

2.2 From the discussions in the focus groups and survey feedback, emerging
themes were identified where fairness may be enhanced. These include;

 The importance of managers who influence employees’ day to day
experiences and set the climate for fair work;

 Creating an enabling employment framework which supports the changing
workplace, drives behaviour and attitudes, and has policies and procedures
that are easy to apply;

 Improving communication channels, developing opportunities for dialogue
with employees and trade union representatives which recognise fair work
and can support and tackle wider social priorities such as poverty and
inequalities;

 Building on our learning culture to nurture talent, provide all employees with
access to learning opportunities for personal growth and career
advancement, helping people to reach their full potential in their working
lives.

2.3 There are already a number of initiatives in place which will help enhance Fair
Work. However, this exercise has identified areas where further improvement
will make a positive difference. We will continue to work with staff and trade
unions to develop our work in these areas.

Appendix 3



3. INITIATIVES WHICH WILL ENHANCE FAIR WORK WITHIN PERTH &
KINROSS COUNCIL

Role of Managers

3.1 The manager’s role is pivotal in an employee’s experience of fair work.
Managers are facing considerable challenges with reductions in public sector
funding, rising demand for council services and unprecedented population
pressures within Perth and Kinross. On the other hand, there are
opportunities to develop creative solutions to these challenges, introduce new
ways of working and improve efficiencies.

3.2 To support and empower managers a number of initiatives have already been
implemented. Supporting Transformation, a programme of learning
opportunities was introduced to support those who are leading change. Since
its launch 824 people have seized the opportunity to learn new skills to
confidently navigate the changing public sector landscape.

3.3 Coaching is an integral part of how we develop individually and as an
organisation. A one day Introduction to Coaching course, delivered by
internal Coaches, has provided 136 managers with coaching skills to help
managers get the most from their teams, whilst improving their
communication and interpersonal skills and confidence.

3.4 Learn Innovate Grow Development Discussion (ERD) adopts a coaching
approach to provoke thought around what’s important, agree priorities,
identify individual goals and solutions and set the expectation that employees
take responsibility for their own learning. Following a successful pilot the LIG
Development Discussion is being rolled out across the organisation.

3.5 Delivering fair work requires leadership and as our leadership roles continue
to evolve a Strategic Leadership Development Programme has been
developed for our current leaders, along with a Leadership Development
Programme for Service Managers, a collaborative programme with Angus
and Dundee City Council, providing an opportunity to share experiences and
develop cross-working relationships.

3.6 We will review how we recruit managers and seek to recruit for attitude with a
greater focus on assessing people skills. A Managers Induction programme
will help set the tone and expectations in the role for newly appointed
managers. This will be an opportunity to; understand our policies and people
practices; explore how to promote the Learn, Innovate Grow principles so
they become an integral part of how we work, and develop engaging
managers who empower employees.

3.7 We will monitor the effectiveness of the programme and consider how to
increase coverage to include existing and aspiring managers, recognising it
takes time to embed and gain momentum.



Employment Framework

3.8 At the core of our Learn Innovate Grow framework are the governance
arrangements and cultural conditions. The Council has a comprehensive
suite of effective Human Resources policies and procedures that promote fair
work. However, there was a consensus their accessibility needs to be
improved.

3.9 There was also a general consensus amongst participants that managers and
employees would benefit from clarity on the key Human Resources policy
messages, clear actions to follow and less prescription so that managers can
make appropriate decisions relevant to the needs of the Service and
employees.

Improving Communications

3.10 The employee engagement survey was recognised as an effective channel of
communication to speak out, be heard and make a difference. Talking
through and acting on the results are the most valuable aspects of the survey
process. Feedback suggests that communicating the results and actions are
areas which can be further improved.

3.11 Discussions and survey feedback highlighted that the volume of
communications to our employees can be overwhelming, particularly the
number of Inside News Bulletins which are often deleted without being read.
Feedback suggests a streamlined communications approach in how we share
key organisational messages would create efficiencies and ensure important
information is understood.

3.12 82% of the Fair Work survey respondents agreed the Council listens to and
respects the Trade Unions; however, awareness of the role of Trade Unions
was limited within 16-24 year olds. In order to address this issue Trade
Unions will be invited to attend the Welcome to PKC corporate induction
events which take place quarterly, Modern Apprentice Connexions and
Graduate network opportunities.

Building our Learning Culture

3.13 Significant progress has been made to provide employees with access to
learning opportunities. Since January 2016 2,688 employees have attended
learning opportunities across the organisation, covering 51 topics. 83% of
our facilitators are internal which can help create a sense of fulfilment by
using and sharing their skills.

3.14 Our evolving learning culture is supported by our Job Families project which
is reviewing job design and work organisation to support a flexible and agile
workforce. The project will provide clarity around career progression routes
and will help improve security as staff will be deployed to meet Service
demands.



3.15 To enhance our learning offer we are developing opportunities digitally so that
employees can access learning across Perth and Kinross at a time that is
convenient to them. However in order to ensure learning is accessible by all
employees we will also work with Services to understand their learning
priorities and will consider a range of learning approaches to suit different
learning styles. This will enable us to continue to support employees in terms
of their resilience, ambition and success.

4. IN SUMMARY

4.1 The insight gained from the fair work focus groups and survey has indicated
that Perth & Kinross Council is regarded as a Fair Work employer and our
policies and procedures support Fair Work. We should recognise the good
work in the Council and the feedback from the focus groups and survey will
help shape our Fair Work priorities for the coming year.

4.2 We can have confidence that we are focusing on the right things to support
Fair Work and begin our journey from a strong starting point. Areas for
improvement and priorities have been identified and ongoing work with staff
and trade unions will design and develop further actions in these areas.

4.3 This is the first step on our Fair Work journey and we will continue to engage
with employees and the Trade Unions. The focus group participants valued
the opportunity to contribute to the process. Many expressed interest in
continuing to be involved. We will therefore create a feedback loop with the
participants to monitor the effectiveness of actions being progressed as part
of our journey.

4.4 Next year our Fair Work agenda will involve engagement with prospective
employees and partner organisations and we should recognise the wider
benefits Perth & Kinross Council’s commitment to Fair Work as an employer
has on our work on fairness for our communities.



Report for Fair Work Survey
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Appendix 2: Workforce Management Arrangements

Q1 Before completing this survey were you aware

of the Fair Work Framework 2016?

Q2 I believe the Council is an equal

opportunities employer.

Q3 The Council listens to and respects the Trade Unions.

Q4 I believe my work is assessed on merit,

performance & contribution and is not

influenced by any personal characteristic

such as age, gender, disability, ethnicity,

sexual orientation, gender identity or

religion/belief.

Q5 I believe my chances of promotion are assessed

on merit, performance & contribution and are not

influenced by any personal characteristic such as

age, gender, disability, ethnicity, sexual orientation,

gender identity or religion/belief.

Q6 I feel secure in my employment with the

Council.

Q7 The Council offers a good range of benefits.

Yes
24%

No
76%

Strongly
Agree

19% (50)Agree
75%
(196)

Disagree
6% (16)

Strongly
Agree

7% (16)
Agree

75% (182)

Disagree
15%(37)

Strongly
Disagree

3% (7)

Strongly
Agree
24%

Agree
68%

Disagree
6%

Strongly
Disagree

2%
Strongly

Agree
15%

Agree
67%

Disagree
13%

Strongly
Disagree

5%



Q8 Which of the following Employment Benefits are you aware of;

Strongly
Agree
14%

Agree
57%

Disagree
23%

Strongly
Disagree

6% Strongly
Agree

9%

Agree
70%

Disagree
20%

Strongly
Disagree

1%

64%
59.50%

15%

84.60%
87.70%

7.50%

77.80%

9.80%
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41.60%

98.10%

75%
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Q 9 I feel the Council looks after my health,

safety and wellbeing at work.

Q 10 I know who to contact in the event of a

grievance or problem at work.

.
DEMOGRAPHICS

Q11 Do you manage staff? Q12 If yes, how many staff do you manage?

(direct and indirect reports)

Gender profile Age Profile

Strongly
Agree
10%

Agree
69%

Disagree
17%

Strongly
Disagree

4% Strongly
Agree
15%

Agree
69%

Disagree
14%

Strongly
Disagree

2%

Yes
30%

No
70%

1-5
37%

6-10
20%

11-20
21%

21 or
more
22%

Male
22%

Female
78%

16 to 24
4%

25 to 54
72%

55 +
24%



Service

Work Location My Job is

Corporate and
Democratic

Services
13%

Chief
Executive's

Service
1%

Housing and
Community

Care
19%

Education and
Children's
Services

56%

The
Environment

Service
11%

Perth City
76%

Highland and
Strathtay

9%

Eastern
4%

Kinrosshire,
Almond and

Earn
7%

Strathearn
and

Strathallan
4%

Office
based
47%

School
based
38%

Mobile
2%

Other
13%





EMPLOYEE ENGAGEMENT SURVEY 2016: FULL COUNCIL SUMMARY

The survey was made available to 5762 employees across Perth & Kinross Council; 3125
employees responded - a response rate of 54.2% (57.8% in 2015, revised from 63.6% as
previously reported). Employee figures provided by ECS in 2014 and 2015 were under-
reported by approximately 500 employees resulting in revised overall response rates for Full
Council and ECSa only. Response rates of other Services have not been affected. There
has been no impact on agreement levels, for all Services.

Overall results for 2016 are summarised in the table below, and set out alongside results for
previous years (dating back to 2010).

Question
Aggregated
Responses

2010
%

2011
%

2012
%

2013
%

2014
%

2015
%

2016
%

Change
from
2015

1. I am clear
what is

expected of
me at work.

Agree 88.7 88.3 87.4 89.1 89.0 89.6 91.3

Up
1.7

Neither
agree nor
disagree

6.9 7.2 7.9 7.1 7.3 6.5 4.4

Disagree 4.2 4.4 4.6 3.8 3.8 3.9 4.4

2. I am treated
fairly at work.

Agree 80.7 83.1 81.9 82.6 84.9 83.6 85.9

Up
2.3

Neither
agree nor
disagree

11.9 10.5 11.3 11.6 10.2 10.9 8.1

Disagree 6.3 6.4 6.7 5.8 4.9 5.5 6.0

3. There is a
good fit

between the
job I do and
my skills and

abilities.

Agree 83.3 84.0 83.6 85.1 85.7 86.1 87.8

Up
1.7

Neither
agree nor
disagree

10.4 9.7 10.5 8.8 9.1 8.9 6.2

Disagree 6.3 6.3 5.9 6.0 5.1 5.0 6.0

4. I have the
right tools,

equipment and
information to
do my work
effectively.

Agree 75.2 71.8 71.4 71.5 72.1 71.5 72.3

Up
0.8

Neither
agree nor
disagree

14.3 17.1 16.2 15.3 15.0 15.0 13.0

Disagree 10.5 11.1 12.5 13.2 12.9 13.5 14.7

5. My role
provides me
with a daily

opportunity to
use my

strengths.

Agree 77.4 79.8 77.5 78.6 79.9 80.1 81.9

Up
1.8

Neither
agree nor
disagree

14.7 12.9 14.7 13.5 13.7 13.0 10.8

Disagree 7.9 7.3 7.7 7.8 6.5 6.9 7.3

Appendix 4
Percentages may not add up to 100% due to rounding of figures.



6. I receive
regular

recognition
and praise on

my
performance at

work.

Agree 55.2 55.5 53.6 56.5 60.5 61.0 64.0

Up
3.0

Neither
agree nor
disagree

24 25.8 24.9 24.4 23.8 23.0 18.9

Disagree 20.9 18.6 21.4 19.0 15.6 16.1 17.1

7. At work my
development is

encouraged
and supported.

Agree 63.2 65.1 63.6 65.9 68.7 69.5 72.4

Up
2.9

Neither
agree nor
disagree

22.3 22.5 22.7 21.8 20.4 19.7 16.0

Disagree 14.5 12.3 13.7 12.3 11.0 10.8 11.6

8. I am treated
as an

individual.

Agree 77.5 77.9 76.5 77.2 79.7 79.6 82.1

Up
2.5

Neither
agree nor
disagree

14.1 15.0 15.8 15.9 14.2 14.4 10.4

Disagree 8.3 7.1 7.7 7.0 6.0 6.0 7.6

9. At work my
views and

opinions seem
to count.

Agree 63.1 63.6 62.5 64.6 67.5 67.7 72.0

Up
4.3

Neither
agree nor
disagree

22.7 22.9 23.1 22.1 21.1 20.1 15.8

Disagree 14.2 13.5 14.4 13.3 11.4 12.2 12.2

10. My team
has a good
team spirit.

Agree 67.5 69.5 66.6 67.6 73.1 71.5 75.1

Neither
agree nor
disagree

16.9 16.9 17.5 17.3 16.2 15.7 13.1
Up
3.6

Disagree 15.7 13.5 15.9 15.1 10.7 12.8 11.7

11. The people
I work with are
committed to
doing their

best.

Agree 83.9 86.0 84.1 85.0 88.0 87.4 88.4

Neither
agree nor
disagree

11.3 10.2 12.0 11.3 8.7 9.2 7.2
Up
1.0

Disagree 4.9 3.8 4.0 3.7 3.2 3.3 4.4

Percentages may not add up to 100% due to rounding of figures.



Question
Aggregated
Responses

2010
%

2011
%

2012
%

2013
%

2014
%

2015
%

2016
%

Change
from
2015

12. I know how
my job

contributes to
the Council’s
objectives.

Agree 79.8 79.9 80.2 81.0 81.6 83.0 83.0

No
change

Neither
agree nor
disagree

15.6 15.9 15.6 15.4 14.5 13.6 11.5

Disagree 4.6 4.1 4.2 3.6 3.8 3.5 5.5

13. I am given
the freedom to

solve
problems.

Agree 76.7 78.0 76.7 78.7 80.3 80.1 82.9

Up
2.8

Neither
agree nor
disagree

16.7 16.0 15.8 15.1 14.8 14.8 11.0

Disagree 6.5 6.0 7.5 6.3 4.8 5.1 6.1

14. My team
are passionate

about
delivering
excellent
customer
service.

Agree 81.6 82.4 81.0 82.8 84.3 84.6 86.8

Up
2.2

Neither
agree nor
disagree

13.7 14.2 14.9 13.7 13.1 12.5 9.3

Disagree 4.9 3.4 4.2 3.4 2.6 2.9 3.9

15. Any
problems that
could stop me
giving the best

customer
service are
dealt with.

Agree 62.3 62.8 61.7 64.6 66.0 65.3 68.8

Up
3.5

Neither
agree nor
disagree

25.5 25.8 25.3 23.7 23.3 22.7 18.0

Disagree 12.2 11.3 13.0 11.8 10.7 12.0 13.2

16. I have
sufficient

opportunities
to raise issues

with my
manager about

change at
work.

Agree 75.2 75.6 73.2 76.6 78.4 79.0 80.7

Up
1.7

Neither
agree nor
disagree

14.6 14.8 16.1 13.7 13.7 13.1 10.9

Disagree 10.2 9.6 10.7 9.8 7.8 7.9 8.4

17. I am able
to cope with
my workload.

Agree 61.5 72.7 71.7 72.6 74.1 72.3 73.0

Up
0.7

Neither
agree nor
disagree

20.8 16.8 17.6 17.3 15.7 16.2 14.6

Disagree 17.6 10.4 10.6 10.1 10.2 11.5 12.4

Percentages may not add up to 100% due to rounding of figures.



RESPONSE RATES BY SERVICE

September
2010

Survey

September
2011

Survey

September
2012

Survey

September
2013

Survey

September
2014

Survey

September
2015

Survey

September
2016

Survey

Service
Response

Rate
Response

Rate
Response

Rate
Response

Rate
Response

Rate
Response

Rate
Response

Rate

CDS 76.7% 59.8% 58.2% 70.4% 74.3% 68.6% 61.7%

ECS 41.1% 49.8% 40.1% 47.0% 48.7%

HCC 61.7% 52.4% 65.8% 66.4% 57.7% 59.9% 53.0%

TES 76.4% 75.8% 77.5% 84.8% 80.3% 83.9% 75.2%

PKC
Total

53.1% 54.6% 52.5% 58.1% 54.2%

57.4%

48.7%

59.2%

50.0%

61.7%

56.3%

63.6%

57.8%


