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1. Purpose of Report

1.1 The purpose of this report is to provide a summary of the Audit Scotland 
Impact report which assessed the actions taken as a result of an earlier report 
on Scotland’s Public Sector Workforce. 

2. Recommendation(s)

2.1 It is recommended that Committee notes: 

(a) the summary of the report; and 
(b) the position of the Council in relation to the recommendations 

contained in the report. 

3. Background

3.1 The Accounts Commission and the Auditor General published a report in 
November 2013 which outlined an audit of Scotland’s public sector workforce, 
making a number of recommendations in relation to good practice.  The report 
highlighted that the public sector workforce in Scotland reduced by 7% 
between March 2009 and March 2013 with a significant number of staff leaving 
through early departure schemes or transferring to ALEOs.   

3.2 It was also estimated that these changes across the public sector in Scotland 
resulted in a reduction of c£1bn in staff cost, although this figure does not take 
into account payments made to ALEOs.  A good practice guide linked to this 
report was also published by Audit Scotland in 2014.   

3.3 The Audit Scotland Impact Report 2015, to which this report refers, is attached 
as Appendix 1.  It provides a high level view on the impact of the 2013 paper 
on Scotland’s public sector workforce and the progress the public sector is 
making in relation to the recommendations of the 2013 report. 

Title: 

Meeting: 

Audit Scotland Report:  Scotland’s Public Sector Workforce 

Impact Report 2015 

Scrutiny Committee  

Date: 15 September 2016 

Submitted By: Director of Corporate & Housing Services 



4. Considerations

4.1 The Audit Scotland Impact Report assessed the media coverage of the original 
2013 report (paragraphs 8 to 11 of appendix 1), the use of the 2013 report by 
presenters and other media sources (paragraphs 12 to 13) and the 
considerations given to the 2013 report by the Scottish Parliament (paragraphs 
14 to 15).   

4.2 The recommendations of the 2013 report included a number for Cosla and the 
Scottish Government to specifically action.  These included work to improve 
the consistency and accessibility of data on the public sector workforce and 
staff costs, development of strategic guidance on how bodies can redesign 
services and work better together, and strategic planning to ensure skill needs, 
gaps and challenges are addressed across the public sector workforce.     

4.3 Audit Scotland have noted in their impact report that they have not observed 
significant changes to support workforce planning as a result of these 
recommendations, with the exception of a standard workforce planning 
template which has been made available to the NHS, and on-line tools which 
have been made available by the Improvement Service. 

4.4 Paragraphs 17 to 21 of the Audit Scotland Impact Report assess the changes 
they found in organisations as a result of the 2013 report, along with good 
practice.  The appendix outlines the main recommendations of the 2013 report 
and their findings in 2015 against these recommendations.  To assist 
Members in considering such matters, the following provides each of the 
recommendations relevant to Councils and the current position of Falkirk 
Council in relation to these. 

Recommendation 1: 
Develop and use organisation wide workforce plans, informed by a series of 
service or departmental plans that are consistent in their structure and content.  
Senior managers and boards or elected members should scrutinise and 
monitor these plans. 

Council Position: 
Members agreed the Council’s updated Workforce Strategy in March 2016 
which included a framework for workforce planning.  Guidance has now been 
issued to Services who are developing workforce plans using a consistent 
structure and template for the content.  A timetable has been agreed to enable 
Service wide plans to be in place by October and a Council wide plan to be 
developed by the end of the year.  The Framework also recommends that 
plans are reviewed annually and/or when a matter may arise which would 
impact on the plan. 

Recommendation 2: 
Assess the impact of different terms and conditions on the likely costs and 
update of their [severance] schemes before they put a [severance] scheme in 
place. 



Council Position: 
The cost implications of the Council’s Severance Scheme were assessed prior 
to submission to Members for approval.  As a result, the current Severance 
Scheme does not, unless there are exceptional circumstances, award added 
years of pension, and instead provides a lump sum which is more cost 
effective for the Council.  The Council’s Severance scheme has very clear 
savings criteria which must be achieved prior to any application for severance 
being approved. 

Recommendation 3: 
Collect information on the costs and net savings from their workforce 
[severance] programmes and report these details to boards and elected 
members. 

Council Position: 
The costs and net savings of the Council’s severance arrangements are 
reported to the Joint Consultative Committee.  The reports set out the gross 
savings, total 5 year costs and total 5 year net savings.  In addition, more 
regular monitoring reports are considered by Corporate Management Team to 
assess the progress being made and that savings targets are being achieved. 

Recommendation 4: 
Make better use of existing mechanisms such as community planning 
partnerships to identify opportunities to share resources including workforces. 

Council Position: 
Whilst there is always more that can be considered in respect of shared 
resources, work continues to be undertaken with Forth Valley NHS on joint 
support arrangements for Health & Social Care Integration.  In addition, a 
number of Services also provide support to Falkirk Community Trust.  Within 
Social Work Adult Services as an example, there are also a number of shared 
services, such as the Sensory Centre, Learning Disabilities Team, Mental 
Health Team and other such examples.  

Recommendation 5: 
Forecast expected staff numbers, skill needs and costs on a rolling three-year 
basis using scenario planning where necessary.  

Council Position: 
The options presented to Council as part of the budget strategy reports include 
projections of workforce changes which will be required as part of the budget 
process.  In addition, JCC monitor turnover levels across the Council.  The 
Workforce Planning Framework which Services are using to develop their 
workforce plans also requires all Services to assess their future workforce 
requirements across the next 3 to 5 years, and where required, use scenario 
planning (an assessment of the workforce requirements over a number of 
different potential options) to project such requirements. 



5. Consultation

5.1 CMT, Services and Trade Unions have been involved and consulted on the 
Council’s Workforce Strategy and Workforce Planning Framework, as well as 
the Severance Policy.  Members also agreed the Workforce Strategy and 
Severance Policy.  These are kept under review to ensure good practice. 

6. Implications

Financial 

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

Resources 

6.2 There are no resource implications arising directly from this report.  

Legal 

6.3 There are no legal implications arising directly from this report. 

Risk 

6.4 Whilst there are no risks arising directly from this report, there is a need for the 
Council to implement in full the actions it has already agreed, including the 
development of a Council wide workforce plan to inform the future planning of 
the Council’s workforce, including work with partners where appropriate, over 
the next three to five years, and the good management of its workforce.  

Equalities 

6.5 There are no equality issues arising directly from this report and as such, an 
EPIA has not been undertaken. 

Sustainability/Environmental Impact 

6.6 There are no sustainability or environmental issues arising directly from this 
report and as such a sustainability assessment has not been undertaken. 



7. Conclusions

7.1 The report sets out the findings of Audit Scotland’s assessment of the impact 
of the 2013 report on Scotland’s Public Sector Workforce.  The Council’s 
position in relation to the recommendations of the 2013 report are outlined in 
section 4 and a number of actions are now in place. 

______________________________ 
Director of Corporate & Housing Services 

Author:  Karen Algie, Head of Human Resources & Business Transformation – 
01324 506223, karen.algie@falkirk.gov.uk 
Date:  1 September 2016

APPENDICES 

1. Scotland’s Public Sector Workforce Impact Report

List of Background Papers: 

The following papers were relied on in the preparation of this report in terms of the 
Local Government (Scotland) Act 1973: 
None 
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